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Abstract 

This paper analyses the differences in job satisfaction between men and women in the public and pri-
vate sectors. Firstly, differences in satisfaction are analysed globally, and subsequently according to 
different domains of satisfaction: wage, social assistance, training, job stability, work hours, fexibility, 
holidays, organization at work, independence, performance assessment by hierarchical superiors, mo-
notony and stress. Results show that women are more satisfed than men in aggregate terms, although 
their higher satisfaction is justifed exclusively by public sector workers. Once within the public sector, 
the differences between men and women do not disappear. Women in the public sector are still more 
satisfed than men are. 

Keywords: Job satisfaction, public and private sector, wage, stability. 

JEL Classifcation: A13, H00, J01. 

1.  Introduction 

Job satisfaction, “the feeling that a worker has about his job” (Smith et al., 1969), that 
“positive or pleasurable emotional state resulting from the appraisal of one’s job or job ex-
perience” (Locke, 1976), has received increased attention in economic literature in recent 
decades. Among the reasons for the growing interest are the impact of this variable on em-
ployee performance (Appelbaum and Kamal, 2001; Hackman and Oldham, 1975; Iaffaldano 
and Muchinsky, 1985; Judge et al., 2001; Tietjen and Myer, 1998), absenteeism (Hauskne-
cht et al., 2008; and Lee, 1998), turnover (Hom and Griffeth, 1995), among other variables 
affecting organizational behaviour or performance in addition to humanitarian and welfare 

** ORCID ID: 0000-0003-4739-3377. 
** ORCID ID: 0000-0001-7041-4768. 



ADOLFO C. FERNÁNDEZ PUENTE AND NURIA M. SÁNCHEZ-SÁNCHEZ76 

concerns (Ellickson and Logston, 2001). For this reason, numerous studies have emerged 
trying to identify job satisfaction determinants and the differences between different types of 
workers and organizations. 

One of the issues that has aroused the most interest, since the seminal work of Clark 
(1997), is the existence of differences in job satisfaction between men and women. Although 
there is no consensus on this topic, especially when international comparisons are considered, 
a large number of studies point to greater satisfaction of female employees in comparison to 
their male colleagues (Clark, 1997; Sloane and Williams, 2000; Long, 2005; and Sousa-Poza 
and Sousa-Poza, 2000a and 2007). This result is in spite of the fact that working conditions, 
in terms of job segregation and wage, are, on average, inferior for women (Duncan and Cor-
coran, 1984; England and McCreary, 1987; Madden, 1985, among others). This outcome is 
known in economic literature as the paradox of the contented female worker (Crosby, 1982). 
In any case, numerous studies have qualifed this result taking into consideration variables 
such as age or education. In this sense, as we consider younger groups with a higher educa-
tional level, the differences between men and women seem to be smaller (Sánchez-Sánchez 
and Fernández, 2019). 

Despite the large number of studies that focus on differences in job satisfaction by gen-
der, very few analyse the differential patterns of work satisfaction for men and women in the 
public and private sector. The economic literature agrees that there are signifcant differences 
in both sectors in terms of salary, promotion, working hours and holidays, among other issues 
(Fotler, 1981; Meyer, 1982; Perry and Porter, 1982; Perry and Rainey, 1988; Rainey et al., 
1976; and Whorthon and Worthley, 1981). If preferences by gender were different with re-
spect to each of these items, these differences could also cause differences in job satisfaction 
between men and women in the public and private sector. 

On the other hand, labour conditions in the public sector are more uniform among work-
ers in the same professional category. In the private sector, contracts tend to be negotiated in a 
more discretional and individualized way, which could lead to greater differentiation among 
workers. In fact, if we focus on female participation in managerial positions and the wage 
gap between men and women, we could conclude that the working conditions of the latter are 
worse, on average, than those of men, at least in the private sector1. This could explain why, 
as the data refects, more women opt to work in the public sector. 

Finally, working hours, the schedule, the lower required mobility and the greater stability 
could facilitate in the public sector the conciliation of work and personal life, especially in 
the case of having members of the family dependent. Given that women have traditionally 
been responsible for care work, this fact could explain, once again, their greater presence in 
the public sector and their bigger job satisfaction (see Bender et al., 2005; Borra et al., 2017; 
Konrad et al., 2000; Pinquart and Söresen, 2000; Scandura and Lankau, 1997; and Sloane 
and Williams, 2000). 

What happens when public sector employees are considered? Are there still differences 
in job satisfaction by gender or the assessment made by men and women of their job is the 
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same? It is in this framework where our work is defned. In the frst place, we study if sig-
nifcant differences in male and female job satisfaction are observed at an aggregate level. 
Secondly, to what extent these differences can be attributed to employment in the public or 
the private sector. If, indeed, public sector job satisfaction was higher than that in the private 
sector, the difference in aggregate job satisfaction by gender could lie in the greater presence 
of women in the public sector. In any case, if we considered exclusively employees in the 
public sector, the differences in job satisfaction of men and women should disappear. 

On the other hand, though the public sector is generally associated with greater advan-
tages in terms of stability, working hours and vacations, it is also linked with lower wages, 
at least at the highest levels of the distribution, where the maximum salary would be below 
that available in the private sector. As a result, it is very likely that there will be a trade-off 
between satisfaction with wage, on the one hand, and stability and working hours, on the 
other. A priori, it is diffcult to determine whether a differential pattern by gender exists, that 
is, if the assessment made by women of the different domains of satisfaction is equal to that 
of men. 

The analysis of this issue is of special interest in Spain. On the one hand, there is no 
agreement regarding women’s job satisfaction compared to that of men. On the other hand, 
the characteristics of the labour market, especially in terms of unemployment and tempo-
rality, make the option of working in the public sector particularly attractive. In fact, as evi-
denced by the data, the unemployment and job temporality rates are higher for women than 
for men. Not only these two variables, but also the reduced presence of women in private 
sector managerial and CEO positions and the wage gap between men and women, could jus-
tify the greater satisfaction of women in the public sector. It is not obvious, however, if once 
within the public sector, the differences in job satisfaction by gender should persist. 

The scarcity of data, particularly in the case of Spain, has led most studies to focus on job 
satisfaction in aggregate terms, and very few analyse job satisfaction in different domains. 
The consideration of all these aspects could help to determine why women and men choose 
positions in the public or private sector. At the same time, it would allow us to defne strate-
gies aimed at boosting public employee job satisfaction using experiences from the private 
sector, and vice versa, establishing guidelines by gender. In this sense, data from the Survey 
of Quality of Life at Work used in the present work allows us to obtain not only aggregate job 
satisfaction information, but also information with respect to different job domains2. 

The structure of the work is as follows. In the frst place, we include the theoretical 
framework in which we consider differences in job satisfaction by gender and between the 
public and private sectors. Subsequently, a descriptive statistical analysis is carried out to 
observe aggregate level gender differences in job satisfaction in the public and private sector. 
These differences are also considered in terms of satisfaction with wage, job stability, work-
ing hours, fexibility, holidays, work organization, independence, the assessment made by 
hierarchical superiors, monotony and stress. Thirdly, econometric estimations are carried out 
using job satisfaction as the dependent variable, and disaggregating the sample into public 
and private sector employees, to observe if the variable female positively affects job satisfac-
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tion. To reinforce the analysis, the Blinder-Oaxaca decomposition is used to determine which 
differences in job satisfaction are due to characteristics of the position and which correspond 
to the worker’s assessments. Finally, estimations are made considering job satisfaction as the 
dependent variable with respect to certain job domains. The impact of public sector work is 
studied for men and women. The article ends with a few brief conclusions. 

Our results show that average job satisfaction is slightly higher for women than for men 
but the difference is exclusively justify by women working in the public sector, since in the 
private sector the differences are non-existent. The econometric estimations reinforce these 
results. The variable female has only a positive impact on job satisfaction in the public sec-
tor. The Blinder-Oaxaca decomposition shows that the characteristics of jobs performed by 
women have a negative effect on their job satisfaction, especially in the private sector, but the 
assessment they make of these characteristics is higher than that of men. Lately, the results 
of job satisfaction by domain show a differential pattern by gender. The results seem to cor-
roborate the existence of a trade-off between wages and stability, although this fact is exclu-
sively justifed by men. Working in the public sector has a negative infuence on satisfaction 
with work organization and independence nevertheless the results are exclusively justifed 
by men. The impact of working in the public sector on monotony and stress is negative for 
both, men and women, but higher for the latter. In terms of policy implications, it is diffcult 
for administrators to consider gender to defne the wage structure, training programs or work 
hours, as the principle of non-discrimination should govern public sector decision making. 
However, family responsibilities, salary and training expectations, monotony and stress and 
the differences by gender should be considered. 

2.  Theoretical framework 

The economic literature shows that there is a strong correlation between job satisfaction 
and worker performance (Appelbaum and Kamal, 2001; Hackman and Oldham, 1975; Iaf-
faldano and Muchinsky, 1985; Judge et al., 2001; and Tietjen and Myer, 1998), absenteeism 
(Hausknecht et al., 2008; and Lee, 1998), turnover (Hom and Griffeth, 1995) and the perfor-
mance of the organization as a whole (Garrido et al., 2005; Ostroff, 1992; Ryan et al., 1996; 
Harter et al., 2002). Not only utilitarian reasons, but also humanitarian interests, justify the 
studies of job satisfaction. Workers deserve to be respected and their physical and psycho-
logical well-being must be guaranteed (Ellickson and Logston, 2001). For all these reasons, 
numerous works have tried to determine the differences in worker satisfaction by sector, 
educational level or gender of the employees, as well as their determinants, as key factors in 
an organization’s human resources policy. 

One of the issues that has attracted the most attention is the difference in job satisfaction 
by gender. The seminal work of Clark (1997) focuses, for the frst time, on these differences 
and opens up a feld of research that deals not only with determining their existence, but 
also their origin. Despite the fact that the results are inconclusive, a large number of works, 
especially those based on the Anglo-Saxon experience, show a greater job satisfaction for 
women in relation to that of men (Clark, 1997; Sloane and Williams, 2000; Long, 2005; and 
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Sousa-Poza and Sousa-Poza, 2000 a and 2007)3. The results in Spain are also inconclusive, 
thus, Álvarez (2004), Kaiser (2007), Rico (2012), Sánchez-Sánchez and Fernández (2019) 
and Hauret and Williams (2017) point out that job satisfaction of women is superior to that 
of men. However, Sousa-Poza and Sousa-Poza (2000b) and Gamero (2004) conclude that 
differences by gender are non-existent. 

In parallel, numerous studies have focused on the differences in job satisfaction accord-
ing to the organization employees are working for, specifcally considering their public or 
private sector nature. Although there is an extensive debate regarding the defning features 
of private and public organizations, there is a consensus on the existence of strong differ-
ences between them (Fotler, 1981; Meyer, 1982; Perry and Porter, 1982; Perry and Rainey, 
1988; Rainey et al., 1976; and Whorthon and Worthley, 1981). From the point of view of 
organizational mission, the activities developed by workers in the public sector could have a 
more altruistic perspective that would increase motivation (Perry and Hondeghem, 2008). It 
is feasible, in any case, that, in spite of their more altruistic nature, the concretion of public 
sector objectives may be less precise, and that inaccuracy could lead to lower job satisfac-
tion (Kjeldsen and Rosenberg, 2018). In addition, from the organizational perspective, the 
structure of public sector organizations is often more bureaucratic and can impede devel-
opment of the worker’s potential. Public sector workers have to develop their activity in a 
more politicized environment that is subject to rigid accountability mechanisms and intense 
public scrutiny (Taylor and Westover, 2011). These characteristics could reduce the range of 
activities, the fexibility to carry them out and remuneration. From this perspective, private 
sector workers would perform a greater diversity of tasks, could further develop their skills, 
face new challenges, experience less tedium and, therefore, increase their job satisfaction. 

Although the differences between sectors are evident, there is no clear consensus on 
how they affect public and private workers job satisfaction globally. At an aggregate level, 
Demoussis and Giannakopoulos (2007), DeSantis and Durst (1996), Maidani (1991) and 
Steel and Warner (1990) point out that public workers would be more satisfed than those in 
the private sector. Heywood et al. (2002), Emmert and Taher (1992), Gabris and Simo (1995) 
and Lewis (1991) consider that differences would be practically non-existent. Finally, Bogg 
and Cooper (1995) and Buchanan (1974) conclude that public sector workers would be less 
satisfed than private sector workers, although their study focuses exclusively on managers, 
where it is feasible that possibilities for promotion in the public sector will be more limited. 
Artz (2010) attributed the difference to the fact that in the private sector workers are more 
likely to be paid in accordance with their performance at work. 

We have not considered job satisfaction exclusively in aggregate terms but we have con-
sidered specifc domains of job satisfaction. In this sense, it is feasible that workers in the 
public sector will be less satisfed in terms of wage but will earn a premium with some 
non-pecuniary job factors, especially with job security, labour environment, and safety and 
health considerations (Ghinetti, 2007). 

Should there be a differential pattern of job satisfaction in the public and in the private 
sector by gender? In this regard, several considerations could be made. In the frst place, if 
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preferences with respect to salary, promotion, working hours or holidays were different for 
men and women, it is feasible that their levels of job satisfaction in the public and the private 
sector would also differ. As has been pointed out, the differences between both sectors in 
these domains are clear. Second, slower professional advancement, the glass ceiling, sexual 
harassment and other forms of gender discrimination can erode women’s authority and posi-
tion in many organizations, especially within the private sector (Booker, 1998; Cooper, 1997; 
Daley and Naff, 1998; and Gutek et al., 1996). This factor could motivate, once again women 
to participate more in the public sector than men do, while also increasing their levels of 
job satisfaction by doing so. Third, a longer workday could affect job satisfaction, especial-
ly when workers have family responsibilities (Scandura and Lankau, 1997; Cha 2013; and 
Booth and Ours, 2013). In this sense, the requirements of the public sector in terms of work 
schedules and mobility could facilitate largely the balance between work and family life. 
Since it is women who have traditionally being in charge of care work, it is also feasible that 
they prefer to work in the public sector and/or to be more satisfed when doing so. In all the 
cases mentioned, we are faced with the possibility that women either choose to work largely 
in the public sector and increase job satisfaction by doing so. 

The Spanish labour market exhibits certain specifcities that could infuence public sector 
employee job satisfaction in comparison to those in the private sector. In the frst place, the 
unemployment rate in Spain is considerably higher than that of other neighbouring European 
countries, such as Germany, the United Kingdom, and France, especially in times of crisis. 
The elasticity of employment with respect to the economic cycle in Spain is very high, which 
means that during recessions, such as the one we have experienced, the unemployment rate 
exceeds 25 percent. The second specifcity is the high rate of temporality characterizing the 
Spanish labour market. During economic upswings, it exceeds 35 percent and during re-
cessions, despite a reduction, is superior to 25 percent4. These particularities could alter the 
workers’ perception, given that permanent contract jobs in periods of crisis will be consid-
ered precious assets (Luechinger et al., 2010, Ortiz, 2007; Sánchez-Sánchez and Fernández, 
2014). These qualities of the labour market can lead certain individuals, with high qualif-
cation and with ample possibilities to work in the private sector, to opt to work in the public 
sector, as it is, in principle, more stable, although they will receive lower remuneration. In 
aggregate terms, it would be necessary to contrast, in any case, if this supposed greater satis-
faction with stability compensates the possible losses in other job satisfaction domains. It is 
also worthwhile identifying if these possible trade-offs affect men and women equally. 

Why is the consideration of gender in Spain especially interesting in this framework? As 
noted above, unemployment rates in Spain are higher than in other European countries. In 
fact, if the differences by gender are studied, it can be verifed that the unemployment rates 
of women are higher than those of men. Thus, according to data from the National Statistics 
Institute (hereafter INE), the unemployment rate of men was 12.1 percent, on average, over 
the period 2006-2010, while that of women was 14.6 percent5. Likewise, women’s temporary 
employment rates exceed those of men (26.8 percent versus 21.8 percent, according to INE6). 
It is also noted that the presence of women in management and CEO positions is lower than 
that of men [14.3 percent of the management positions and 2.9 percent of the CEO positions 
in 2010 were occupied by women, according to data from the National Securities Market 
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Commission (2018) and the European Institute for Gender Equality (2018)]. The participa-
tion of women in these positions were, in fact, lower than that in Europe-28 (15.9 percent 
and 6.3 percent, respectively). Finally, the wage gap between men and women in the case 
of Spain amounts to 14 percent (23 percent if not adjusted for hours worked) according to 
INE (2010). All these reasons could signify that the attractiveness of the public sector will be 
greater for women than for men and their reported satisfaction higher. 

It is also feasible that the specifcity of the Spanish labour market will affect the valu-
ations that women make regarding the different domains of job satisfaction considered and 
not only total job satisfaction. In this sense, and considering the existing wage gap, it would 
be possible that the satisfaction of women with wages in the public sector, where in principle 
discrimination based on gender is not feasible, would be higher than that of men. Something 
similar could happen with training, as it is frequently related to the capacity for promotion. 
With regard to satisfaction with work hours, fexibility and holidays, if women do indeed 
take more responsibility than men for family and household burdens, it would be feasible that 
working in the public sector will have a positive impact on job satisfaction in this domain. 
Finally, in relation to the rest of the dependent variables, satisfaction with social help, stabil-
ity, organization at work, independence, assessment of hierarchical superiors, monotony and 
stress there is no a priori idea as to whether a differential pattern by gender exists. 

3.  Method and data 

The data for this work are extracted from the Spanish Survey of Life Quality at Work 
(SLQW). This survey is conducted on more than 7000 Spanish workers, starting in 1999. Our 
study focuses on fve cross-sections of the survey for the years 2006-20107. The main advan-
tage of the survey is that it includes workers’ self-reported satisfaction scores in different job 
domains as well as overall job satisfaction, along with the information on important worker 
and job characteristics. Unfortunately, the survey is not longitudinal, therefore it is unable to 
examine the factors affecting transitions in satisfaction levels or to control fxed individual 
effects. 

At the outset, it is important to verify the satisfaction questions analysed. The respond-
ents in the survey were asked “How satisfed are you with your job (or different job aspects)?” 
with 10 possible response categories ranging from ‘very dissatisfed’ (=1) to ‘very satisfed’ 
(=10). The responses are based entirely on individuals’ own perception. The question asked 
is not concrete in terms of comparison groups or in the description of each category of sat-
isfaction levels8, therefore leaving a large room for interpretation of heterogeneity across 
interviewees. Another characteristic to note is that the responses are ordered qualitatively9. 

In this paper we do not use exclusively a single measure of job satisfaction but multi-
ple-items measures, as suggested by Oshagbemi (1999). Thus, apart from the aggregate job 
satisfaction, satisfaction with wage, social help, training, stability, work hours, fexibility, 
holidays, organization at work, independence, assessment of hierarchical superiors, monoto-
ny and stress are included as dependent variables10. Job satisfaction with these domains also 
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corresponds to the subjective perception of the interviewee and is measured in the same way 
as the aggregate job satisfaction. In the case of the two last items, individuals were asked to 
indicate the level of stress and monotony they were suffering, ranging from 1 (minimum) to 
10 (maximum). 

The analysis begins with simple “averages” of the responses. The simple average pro-
vides a satisfaction measure which is comparable across year or population under the as-
sumption of linearity across response category. In Appendix, Table A1 the set of variables 
used, their defnition, how they are measured, their average and standard deviation are shown. 

The theoretical model is based on an individual work utility function for each worker, 
which adopts the term used by Clark and Oswald (1996): 

(1) 

where x includes those variables related to the worker’s individual characteristics and j those re-
lated to the job characteristics. In this work, among individual characteristics, we have includ-
ed, apart from gender, the range of age and the educational level, other variables related to the 
family environment (having a partner and children, the number of children, and the household 
income)11. These variables, as noted by Ellickson (2002), Glisson and Durik (1988), Mottaz 
(1984 and 1987), Reiner and Zhao (1999), Steijn (2004) and Ting (1997), appear to be insuff-
cient to explain the variations in total job satisfaction12, hence the inclusion of other variables 
related to job characteristics. In this sense, according to Herzberg’s (1966) two factor theory 
it is feasible to include the extrinsic characteristics of the job, related to more basic needs of 
the employees (salary, status, job security, fringe benefts, among others) and extrinsic factors 
that correspond to the less tangible needs which are more emotional in nature (the work itself, 
potential of recognition and growth, and workplace relationships among others)13. In this work, 
we have included fundamentally intrinsic factors, mainly, and apart from working in the public 
or private sector, the wage, the sector, the type of work (manager, employer or employee), work 
hours, working in shifts or at night, the nature of the contract (temporary or permanent), having 
a continuous schedule, working more than 8 hours and work on Sundays. The fundamental rea-
son is that some of the intrinsic values, such as the perception of work organization, independ-
ence or autonomy, assessment of hierarchical superiors, stress or monotony have been used as 
dependent variables. In this way, we have included exclusively those of an objective nature as 
independent variables, and those more subjective14 as dependent variables. 

To estimate the model, it is assumed that job satisfaction can be used as a proxy of indi-
vidual work utility so the following model is proposed: 

(2) 

Job satisfaction (hereafter JS*) is a latent variable that denotes the probability of an indi-
vidual being satisfed at work. This variable is unobservable, and, for its measurement, an or-
dinal assessment made by the individual himself is used. The relationship between the latent 
variable and our job satisfaction variable is expressed in the following manner: 
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where μ are the values of latent job satisfaction, which defne the observed job satisfaction 
intervals. It is assumed μ0 = 0. 

Since the values of the dependent variable are ordered, in the estimation of the model, an 
ordered probit model could be used. However, results will be easier to be interpreted if an or-
dinary least square (OLS) estimation is used and the results, according to Ferrer-i-Carbonell 
and Frijters (2004), are similar15. 

A key concern in the literature is the potential non-random selection of workers into 
public or private sector that could provoke an endogeneity problem. In case of cross-sectional 
data, the endogeneity problem has been solved by specifying a switching regression model. 
For this reason, we specify a public selection equation and estimate the parameters jointly 
using maximum likelihood16. The control for self-selection does not qualitatively affect the 
results17. For an easier interpretation, we only include in the text the estimation without the 
selection model18. 

Besides, the method of Blinder-Oaxaca (Oaxaca, 1973) is used to disaggregate the ob-
served differences in satisfaction levels between men and women into two components: the 
component attributable to the characteristics of the job and that corresponding to the perfor-
mance of those characteristics for men and women. The analysis has been made considering 
both sectors (public or private) and considering separately public and private sector. 

The conventional decomposition equation is: 

(4) 

Where Ω is a weighting matrix and I is an identity matrix. 

The left side of the equation (4) represents the differential of average satisfaction be-
tween men and women. The frst term of the right side is the part attributable to differences in 
job satisfaction that are due to differences in personal and job characteristics (X). The second 
term is the part attributable to differences in the valuation of these characteristics. 

The right side of equation depends on different assumptions about Ω. If Ω is equal to an 
identity matrix, then the coeffcients estimated would be the ones for women. In contrast if 
Ω is considered a null matrix, then the coeffcients would be the ones for men. In this work a 
value of 0.5 for Ω is considered. 
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The decomposition results have been obtained with an OLS model in other to be con-
sistent with the econometric estimations. Ordered Probit models are diffcult to interpret and 
highly sensitive to the defnition of the dependent variable. In any case, we have checked the 
robustness considering an oprobit and a probit model and the conclusions of different tests 
are similar19. We have also transformed the coeffcients of the categorical variables, follow-
ing Jann (2008), so that the results of the decomposition will be invariant to the choice of 
the omitted category. Sinning et al. (2008) are followed for the decomposition for nonlinear 
regression models. 

4.  Results 

Table 1 shows the distribution of workers in the sample in the private and in the public 
sector by sex, as well as by reported job satisfaction20. As can be observed, the total number 
of workers in the private sector represent 75.1 percent of the sample, and the public sector 
27.9 percent. It is also noteworthy that the participation of women in the private sector is 
40.9 percent, while in the public sector it is 54.3 percent. Women’s job satisfaction is slightly 
higher than that of men (7.29 vs. 7.26). Additionally, differences in male and female private 
sector job satisfaction of women are non-existent on average (7.2 in both cases), while they 
are slightly higher in the public sector for the former (7,51 vs. 7.48). 

Table 1 
MEAN JOB SATISFACTION AND DISTRIBUTION BY SEX AND SECTOR-CONTRACT 

Total Male Female 
Distribution Job Sat. SD Distribution Job Sat. SD Distribution Job Sat. SD 

Total 32053 7.28 1.78 17878 7.26 1.76 14175 7.30 1.81 

Private 

Public 

24069 

27984 

7.20 

7.50 

1.81 

1.68 

14230 

13648 

7.20 

7.48 

1.76 

1.72 

19839 

14336 

7.20 

7.51 

1.87 

1.65 

Table 2 shows job satisfaction by gender in each of the domains considered: with respect 
to wage, social help, formation, stability, working hours, fexibility, holidays, organization at 
work, autonomy or independence, the assessment of hierarchical superiors, stress and mo-
notony. 

Table 2 
MEAN SATISFACTION SCORES IN DIFFERENT JOB DOMAINS BY SECTOR 

Total 
Mean 

Total 
Female Male 

SD Mean SD Mean SD 
Wage 6.04 2.26 5.96 2.33 6.10 2.20 

Social help 3.47 3.28 3.32 3.28 3.59 3.28 

Formation 5.73 3.13 5.63 3.21 5.81 3.06 

Stability 7.38 2.55 7.39 2.62 7.38 2.49 
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(Continued.) 

Total 
Mean 

Total 
Female Male 

SD Mean SD Mean SD 
Work hours 7.12 2.24 7.24 2.27 7.03 2.21 

Flexibility 6.29 3.05 6.29 3.13 6.29 2.97 

Holidays 7.37 2.39 7.45 2.41 7.30 2.37 

Organization at work 6.81 2.26 6.83 2.29 6.79 2.25 

Independence / autonomy 7.22 2.27 7.22 2.27 7.21 2.27 

Assesment of hierarchical superiors 7.03 2.29 7.07 2.31 7.00 2.28 

Stress 5.55 3.05 5.72 3.07 5.42 3.04 

Monotony 4.92 3.11 4.93 3.15 4.91 3.08 

Public 
Total Female Male 

Mean SD Mean SD Mean SD 
Wage 6.31 2.16 6.39 2.13 6.23 2.19 

Social help 4.46 3.14 4.30 3.18 4.64 3.10 

Formation 6.13 2.82 6.15 2.82 6.10 2.82 

Stability 7.97 2.47 7.85 2.57 8.12 2.34 

Work hours 7.62 1.99 7.68 1.97 7.55 2.02 

Flexibility 6.42 3.07 6.27 3.18 6.60 2.92 

Holidays 7.92 2.05 7.96 2.05 7.87 2.04 

Organization at work 6.77 2.17 6.83 2.10 6.71 2.25 

Independence / autonomy 7.31 2.11 7.36 2.03 7.26 2.20 

Assesment of hierarchical superiors 6.98 2.26 7.04 2.23 6.91 2.29 

Stress 5.69 2.96 5.95 2.91 5.38 3.00 

Monotony 4.64 3.06 4.53 3.10 4.76 3.00 

Private 
Total Female Male 

Mean SD Mean SD Mean SD 
Wage 5.95 2.29 5.78 2.39 6.06 2.20 

Social help 3.13 3.26 2.87 3.23 3.31 3.27 

Formation 5.60 3.22 5.39 3.35 5.74 3.12 

Stability 7.19 2.54 7.19 2.62 7.19 2.50 

Work hours 6.96 2.29 7.04 2.36 6.90 2.24 

Flexibility 6.25 3.04 6.30 3.11 6.21 2.98 

Holidays 7.18 2.47 7.22 2.52 7.16 2.43 

Organization at work 6.82 2.30 6.83 2.36 6.81 2.25 

Independence / autonomy 7.18 2.32 7.16 2.37 7.20 2.28 

Assesment of hierarchical superiors 7.04 2.31 7.08 2.34 7.02 2.28 

Stress 5.50 3.08 5.61 3.13 5.43 3.05 

Monotony 5.02 3.12 5.11 3.15 4.95 3.10 
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In general terms, public sector workers are more satisfed than those in the private sector 
in practically all the domains considered, except in organization at work and the assessment 
made by hierarchical superiors. Public sector workers also declare themselves to be under 
greater stress. 

As can be observed, the pattern observed at the aggregate level -superior women’s job 
satisfaction- is not present in all the domains. Thus, in the private sector, women are less 
satisfed than men in terms of wage. In the other domains, they are either less satisfed or the 
differences are very small (less than 0.1 points). 

In the public sector, women are less satisfed than men in terms of stability and fexibility. 
In the rest of the domains, the differences increase, in this case in favour of women. 

It is noteworthy that, in terms of wages, in contrast to the results in the private sector, 
women in the public sector are more satisfed than men. In addition, there is a differential 
pattern between men and women relative to the trade-off in the different public and private 
sector satisfaction domains. Specifcally, women are more likely to increase their job satis-
faction with wages working in the public sector, while men are more likely to do so in terms 
of stability. On the other hand, while men state that they suffer less stress in the public sector 
workplace, women report feeling it more intensely. 

Although most of the descriptive results in the previous section seem reasonable and 
in line with previous fndings, they are likely to be biased due to the confounding effects of 
other correlated characteristics. To establish the net effects of other correlated variables we 
run OLS regressions including many relevant variables available in our data.  

The econometric estimations that study the infuence of gender (variable “female”) and 
that of working in the public sector (variable “public”) on job satisfaction are shown below. 
The defnition of all the independent variables included in the estimation appears, as men-
tioned, in the Appendix, Table A1. The omitted variables are those considered as references 
to perform the analysis. The coeffcients are interpreted, therefore, with respect to these var-
iables. A positive coeffcient would imply a higher impact of that variable with respect to the 
omitted one (vice versa when it is negative). 

Table 3 
OLS ESTIMATION RESULTS ON JOB SATISFACTION. SAMPLE GROUPS:  

TOTAL, PUBLIC AND PRIVATE 
(t-statistics in parenthesis) 

Total Public Private 

Male (Omitted) (Omitted) (Omitted) 

Female 0.07 (1.50) 0.18 (2.44) -0.01 (-0.15) 

Adjusted R2 0.051 0.066 0.057 

N 15257 3771 11486 

Observations are weighted using the individual weights in the SLQW. 
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Table 3 and Annex A2 shows the impact of the variable female on job satisfaction at the 
aggregate level, in both the public and the private sector.21 As can be observed, the variable 
female has a positive and signifcant impact on job satisfaction, as pointed out by Álvarez 
(2004), Kaiser (2007), Rico (2012), Sánchez-Sánchez and Fernández (2019) and Hauret and 
Williams (2017). Results show that the impact in the public sector is positive and signifcant; 
however, in the private sector it is not signifcant. The impact on the overall satisfaction of 
the variable female should, therefore, be attributed exclusively to public sector employees. 

Table 4 and Annex A3 disaggregate the sample by gender and study the impact of working 
in the public sector on job satisfaction for men and women. As can be seen, working in the pub-
lic sector increases job satisfaction, as pointed out by Demoussis and Giannakopoulos (2007), 
DeSantis and Durst (1996), Maidani (1991) and Steel and Warner (1990) and Sánchez-Sánchez 
and Fernández (2019). The impact is higher for women than for men and statistically signifcant. 

In short, women are more satisfed than men are in aggregate terms, although their higher 
levels of satisfaction are justifed exclusively by public sector workers. The proportion of 
women working in the public sector is bigger than that in the private sector. Once within the 
public sector, the differences between men and women do not disappear, as the impact of the 
variable female on job satisfaction remains positive. 

Table 4 
OLS ESTIMATION RESULTS ON JOB SATISFACTION. SAMPLE GROUPS:  

TOTAL, FEMALE AND MALE 
(t-statistics in parenthesis) 

Total Female Male 
(1) (1) (1) 

Private (Omitted) (Omitted) (Omitted) 

Public 0.18 (3.94) 0.25 (3.75) 0.13 (1.96) 

Adjusted R2 0.059 0.075 0.061 

N 15257 6637 8620 

Observations are weighted using the individual weights in the SLQW. 

Regarding individual characteristics, the impact of age on job satisfaction takes the form 
of an inverted U, with the youngest and over 65 groups being the most satisfed. In any case, 
as pointed out by Ellickson (2002), Glisson and Durik (1988), Mottaz (1987), Reiner and 
Zhao (1999) and Ting (1997), the signifcance of this variable, except in the case of the elder-
ly 65, is low. However, other individual characteristics are signifcant. Having children has 
a negative effect on job satisfaction, although the variable is only statistically signifcant for 
men. As educational level increases, job satisfaction is lower, especially for those individuals 
with university degrees. Job satisfaction also increases as household income rises. By sex, 
however, the impact is only signifcant for women. 

Regarding job characteristics, job satisfaction increases as wage rise. By gender, the 
increase in wages has a greater impact on men than on women, as pointed out by Phelan 

https://sector.21
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(1994). Holding a managerial position increases job satisfaction and it is especially valued by 
women, as shown by Lup (2018) and Sánchez-Sánchez and Fernández (2019). In this sense, 
the reduced presence of women in managerial positions could justify their higher satisfaction. 

The number of hours worked and having a temporary contract reduces job satisfaction, 
especially for men. Working more than eight hours has a negative impact on satisfaction, es-
pecially in the case of women. Finally, working at night, having a part-time job and working 
on Sundays has a negative impact on satisfaction, but the impact is not statistically signifcant. 

Next, to reinforce these results, Table 5 shows the Blinder-Oaxaca decomposition to 
observe the differences in male-female job satisfaction and identify which correspond to the 
characteristics performed by the workers and which correspond to differences in the valua-
tion of these characteristics. The analysis has been conducted considering the entire sample 
(public and private sectors) and then disaggregating the public and private sector workers. 
Results are shown considering where Ω is equal to 0.522. 

Table 5 
LINEAR DESCOMPOSITION OF JOB SATISFACTIO: MALE-FEMALE 

Ω = 0.5 

Total Public Private 
TOTAL -0.03 -0.10 -0.025 
Characteristics -0.07 -0.07 -0.111 
Coeffcient (Returns) -0.10 -0.17 -0.091 

The frst row of table 5 shows the difference in job satisfaction between men and women 
that is being explained. The results suggest that women report higher levels of job satisfaction 
than men in the public sector but not in the private sector. The decomposition suggests that 
job and personal characteristics penalize women with respect to men in terms of job satis-
faction, as suggested by Duncan and Corcoran (1984), England and McCreary (1987) and 
Madden (1985). By contrast, the evaluation they make of these characteristics is superior to 
that of men. In fact, the role of this second component is decisive because it is greater than the 
frst and suffcient to cause female job satisfaction to be greater than that of men. 

In the case of the private sector, the results are further apart: differences in job satisfac-
tion in favour of women disappear, and men are the most satisfed. The job characteristics are 
still lower for women than for men. In fact, slightly inferior. The evaluation of the character-
istics is lower than in the private sector. 

The results corroborate the econometric estimations. Women are more satisfed than men 
in aggregate terms, but the difference is due exclusively to public sector workers. Once inside 
the public sector, female valuation of their job characteristics continues to be superior to that 
of their male colleagues. 

Finally, we examine the different domains of job satisfaction to identify the possible 
trade-off between the public and the private sector and to verify, if it exists, whether it is 
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homogeneous between both sexes. We have proceeded to group the different satisfaction 
domains in three blocks: i) wage, social help, formation, and stability (table 6), referring to 
present income or benefts and the possibility to maintain them in the future; ii) work hours, 
fexibility and holidays (table 7), referring to the workload and the possibility to balance the 
compatibility of personal and work life; iii) organization of work, independence, assessment 
by hierarchical superiors, monotony and stress (table 8) referring to other aspects of the job 
that could affect job satisfaction. In all cases, the effect of working in the public sector at the 
aggregate level and by gender is highlighted. In the estimations, and to ensure comparisons 
are homogeneous, the same control variables have been included, but for reasons of space 
and clarity, we only show the main results23. 

Satisfaction with wage, formation, social assistance, and stability 

The aggregate effect of working in the public sector on wage satisfaction is practically 
non-existent and not signifcant. This result could be justifed by the argument presented by 
Artz (2010) who considers that workers in the private sector are more likely to be paid in ac-
cordance with their efforts. Our aggregate result hides, in any case, strong differences by gen-
der. Thus, working in the public sector has a positive and signifcant impact for women while 
for men it is also signifcant but negative. Intuitively, it could be argued that the existing wage 
gap in the private sector penalizes women and, therefore, working in the public sector, where 
differences are non-existent in principle, increases women’s job satisfaction but not that of men. 
In the case of satisfaction with workplace training, results are consistent with our intuition. 
Working in the public sector increases women’s job satisfaction with training, but reduces that 
of men. In terms of satisfaction with social assistance, there is no difference by sex. The impact 
of working in the public sector is positive and signifcant and the coeffcient is similar for both. 

Table 6 
OLS ESTIMATION RESULTS ON SATISFACTION WITH WAGE, PROMOTION,  

JOB TRAINING, CORPORATE SOCIAL ASSISTANCE AND STABILITY 
(t-statistics in parenthesis) 

Total 

Wage Social help Formation Stability 

Female Male Total Female Male Total Female Male Total Female Male 

Private 

Public 

(Ommited) 

-0.002 0.19 -0.17 

(Ommited) 

0.72 0.7 0.73 

(Ommited) 

0.03 0.20 -0.12 

(Ommited) 

0.15 -0.02 0.32 
(-0.05) (-2.16) (-2.17) (7.82) (5.13) (5.79) (0.37) (1.61) (-1.17) (2.27) (0.22) (3.39) 

Adjusted R2 

N 

0.09 

15212 

0.06 

6614 

0.11 

8598 

0.10 

13690 

0.11 

5857 

0.10 

7833 

0.06 

14958 

0.08 

6490 

0.05 

8468 

0.11 

15257 

0.09 

6637 

0.11 

8620 

In terms of satisfaction with job stability, and in accordance with the results of Ghinetti 
(2007), working in the public sector has a positive and signifcant impact. Although, in Spain, 
this outcome is justifed exclusively by men, since it is not signifcant for women. These results 
support also the work of Ghinetti (2007), who considers that workers in the public sector will 
be less satisfed in terms of wage but will earn a premium with other non-pecuniary aspects. 
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The impact of working in the public sector on satisfaction with work hours is positive and 
signifcant and its impact is greater for men than for women. Working in the public sector has 
a positive impact on satisfaction with fexibility, but it is only signifcant for men. Lately, the 
impact of working in the public sector on satisfaction with holidays is positive and signifcant 
for men and women, although greater for the latter. 

Table 7 
OLS ESTIMATION RESULTS ON SATISFACTION WITH WORK HOURS,  

TIME FLEXIBILITY AND HOLIDAYS 
(t-statistics in parenthesis) 

Total 

Work hours Flexibility Holidays 

Female Male Total Female Male Total Female Male 

Private 

Public 0.30 

(Ommited) 

0.27 0.36 0.08 

(Ommited) 

0.01 0.191 0.35 

(Ommited) 

0.46 0.25 
(5.44) (3.30) (4.77) (1.01) (0.12) (1.76) (5.83) (5.24) (3.03) 

Adjusted R2 

N 

0.11 

15257 

0.13 

6637 

0.09 

8620 

0.04 

15257 

0.05 

6637 

0.05 

8620 

0.08 

15257 

0.09 

6637 

0.09 

8620 

Satisfaction with organization at work, independence, assessment made by hierarchical 
superiors, monotony and stress 

Working in the public sector has a negative infuence on satisfaction with the organiza-
tion at work and independence. This result could by justify by the reasons given by Kjeldsen 
and Rosenberg (2018) related to less precise objectives and the structure of public sector or-
ganizations, frequently more bureaucratic and politicized. The results in our case are, in any 
case, justifed exclusively by the perception of men, since among women the coeffcient is not 
signifcant. The impact on satisfaction with the assessment made by the hierarchical superiors 
is negative for both sexes and somewhat higher for women. This result could be also justifed 
by the argument of Taylor and Westover (2011), who consider that the environment in which 
public sector workers have to develop their activity is subject to rigid accountability mecha-
nisms and intense scrutiny. 

Table 8 
OLS ESTIMATION RESULTS ON SATISFACTION WITH TYPE OF WORK 

(t-statistics in parenthesis) 

Organization at work Independence Assesment of hierarchical superiors 

Total Female Male Total Female Male Total Female Male 

Private (Ommited) (Ommited) (Ommited) 

Public -0.08 0.02 -0.17 -0.08 -0.02 -0.12 0.18 -0.17 -0.2 
(-1.36) (0.08) (-1.89) (-1.41) (0.09) (1.58) (-2.95) (-2.05) (-2.31) 

Adjusted R2 0.03 0.05 0.04 0.05 0.05 0.06 0.04 0.04 0.05 

N 15257 6637 8620 15257 6637 8620 14668 6359 8309 
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Monotony Stress 

Total Female Male Total Female Male 

Private (Ommited) (Ommited) 

Public -0.23 -0.34 -0.14 -0.12 -0.18 -0.07 
(-2.77) (-2.89) -1.22 (-1.61) (-1.61) (-0.76) 

Adjusted R2 0.04 0.05 0.04 0.08 0.08 0.09 

N 15257 6637 8620 15257 6637 8620 

The impact of working in the public sector on monotony and stress is negative for both 
groups. This result is coherent with the arguments of Kjeldsen and Rosenberg (2018). The 
coeffcient is higher for women. 

A priori, no conjecture was made regarding the infuence of gender on satisfaction with 
the variables included in Table 8. The results, however, are revealing and evidence the need to 
differentiate by gender to increase job satisfaction with organization at work, independence 
and assessment of hierarchical superiors and to reduce monotony and stress. 

5.  Conclusions 

This paper analyses the differences in job satisfaction between men and women in the 
public and the private sectors. In order to do so, the Survey of Quality of Life at Work is used 
between the years 2006-2010. Differences in satisfaction levels are identifed, as well as the 
infuence of individual and job characteristics. Differences in satisfaction are analysed on 
average initially, and subsequently according to different domains of satisfaction, namely 
wage, social help, formation, stability, work hours, fexibility, holidays, organization at work, 
independence, assessment of hierarchical superiors, monotony and stress. 

Subsequently, the econometric estimations have been calculated considering total male 
and female job satisfaction as the dependent variable and working in the public sector, among 
others, as the independent variable. We then considered job satisfaction within each of the 
domains as the dependent variables. 

The descriptive analysis reveals that average levels of job satisfaction are slightly higher 
for women than for men. However, this difference is exclusively justifed by women who 
work in the public sector, since, in the private sector, the differences are non-existent. Public 
sector workers are also more satisfed than those in the private sector. The degree of partici-
pation of women in the public sector is higher than that of men. 

The Blinder-Oaxaca decomposition shows how characteristics of jobs performed by 
women have a negative effect on their job satisfaction. However, the assessment they make 
of these characteristics is higher than that of men. This coeffcient is large enough to cause 
higher overall job satisfaction for women. This result is justifed exclusively by public sector 
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workers, since the differences in the private sector are practically non-existent. In the public 
sector differences observed in the characteristics of the work position penalize women to a 
lesser degree. Working conditions between men and women seem to be more uniform than 
in the private sector. 

The econometric estimations show that the variable female positively infuences job sat-
isfaction. It could be argued that this greater satisfaction is derived from greater participation 
in the public sector; however, when disaggregating the sample by sector, the impact of the 
variable observed is still positive and signifcant. 

The results seem to corroborate the existence of a trade-off between wages and stability, 
although this result would be justifed exclusively by men. Working in the public sector has 
a positive impact on wage satisfaction for women, but a negative effect on men. In the case 
of satisfaction with stability, the impact is positive exclusively for men, since for women it is 
not signifcant. For both sexes, working in the public sector increases satisfaction with social 
assistance. 

The impact of working in the public sector on satisfaction with work hours and holidays 
is positive for both groups: superior for men in the frst domain and for women in the second. 

Working in the public sector has a negative infuence on satisfaction with work organiza-
tion and independence. This result, in any case, is justifed exclusively by the perception of 
men, since the coeffcient in the case of women is not signifcant. 

What are the implications for human resources management? Firstly, in the case of 
Spain, it seems clear that public sector worker satisfaction is higher than that of private sec-
tor workers. At the same time, it is noteworthy that women are the most satisfed within this 
group. One possible justifcation could be the smaller difference in work conditions between 
men and women in the private sector in relation to the public sector, as evidenced by the 
results of the surveys and the Oaxaca-Blinder decomposition. In any case, this leaves a part 
of the job satisfaction that will be attributable to the perception of women and that remains 
unexplained. 

In terms of policy implications, the analysis would also allow defning strategies to boost 
job satisfaction among public employees using the experience of the private sector, and vice 
versa, establishing guidelines by gender. From this perspective, the satisfaction of women in 
terms of wage in the public sector is higher than that of men, which may be conditioned by 
the fact that wages in the public sector are determined by competition and discrimination is 
less feasible. Males, however, are more satisfed with job stability. This pattern is also ob-
served in the case of training. Besides, public sector workers are more satisfed in terms of 
work hours, but the gains are higher for men. Likewise, men have the greatest satisfaction in 
terms of fexibility. Finally, organization at work and the lack of independence in the public 
sector reduce men’s job satisfaction, but not that of women. It is the latter, however, that have 
greater problems in terms of monotony and stress. It is diffcult for administrators to consider 
gender when defning the wage structure, training programs or work hours, as the principle of 
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non-discrimination should govern public sector decision making. However, family responsi-
bilities, salary and training expectations, monotony and stress and the differences by gender 
should be considered. 

Finally, regarding the possible limitations of the analysis, we have found that there is 
no bias among workers when deciding to work in the public sector, that is to say, it is not 
the most satisfed workers who opt to work in the public sector. However, the database does 
not offer any data related to unemployed or inactive individuals, thus, it is not possible to 
identify if the selection bias exists prior to employment. In the case of women, the existence 
of a bias would imply that only the most satisfed would participate in the labour market. If 
this statement were true, the differences between men and women could be partly explained. 
In any case, there should be no difference in job satisfaction between women working in the 
private or public sector. 
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Table A1 
DESCRIPTIVE STATISTICS 

Total 

Defnition Measure Mean Std. 
Dev 

Dependent variables 
Job satisfaction Subjective job satisfaction 0 to 10 7.30 1.85 
Satisfacion with wage Subjective job satisfaction 0 to 10 6.04 2.26 
Satisfacion with job stability Subjective job satisfaction 0 to 10 7.38 2.55 
Satisfacion with work hours Subjective job satisfaction 0 to 10 7.12 2.24 
Satisfacion with time fexibility Subjective job satisfaction 0 to 10 6.29 3.05 
Satisfacion with holidays Subjective job satisfaction 0 to 10 7.37 2.55 
Satisfacion with the organization at work Subjective job satisfaction 0 to 10 6.81 2.26 
Satisfacion with independence Subjective job satisfaction 0 to 10 7.22 2.27 
Satisfacion with the assesment made by Subjective job satisfaction 0 to 10 7.03 2.29 
hierarchical superiors 
Stress Subjective stress 0 to 10 5.55 3.05 
Monotony Subjective monotony or routine 0 to 10 4.92 3.11 
Individual characteristics 
female If individual is female Dummy 0/1 0.43 0.49 
age 30 Age<=30 (ref) Dummy 0/1 0.12 0.33 
age 40 30<Age<=40 Dummy 0/1 0.40 0.49 
age 50 40<age<=50 Dummy 0/1 0.35 0.47 
age 60 51<age<=60 Dummy 0/1 0.10 0.30 
age 65 60<age<=65 Dummy 0/1 0.01 0.11 
partner If the individual is married or cohabiting Dummy 0/1 0.8 0.39 
children If the individual has children Dummy 0/1 0.73 0.44 
n.children Number of children Number (0-5) 0.40 0.64 
educ1 No education (ref) Dummy 0/1 0.027 0.16 
educ2 Maximum education primary Dummy 0/1 0.14 0.35 
educ3 Maximum education secondary Dummy 0/1 0.20 0.40 
educ4 Maximum education high-school Dummy 0/1 0.34 0.47 
educ5 Maximum education University Dummy 0/1 0.26 0.44 
hwages600 House wages below 600 (ref) Dummy 0/1 0.05 0.21 
lowwagehouse 601 <house wages<=1200 Dummy 0/1 0.14 0.35 
mediumwagehouse 1201 <house wages<=3000 Dummy 0/1 0.56 0.49 
highwagehouse House wages >3001 Dummy 0/1 0.26 0.44 
region1 Andalucia (ref) Dummy 0/1 0.10 0.11 
region2 Aragon Dummy 0/1 0.03 0.18 
region3 Asturias Dummy 0/1 0.03 0.16 
region4 Baleares Dummy 0/1 0.03 0.17 
region5 Canarias Dummy 0/1 0.04 0.19 
region6 Cantabria Dummy 0/1 0.02 0.19 
region7 Castilla-leon Dummy 0/1 0.04 0.21 
region8 Castilla la mancha Dummy 0/1 0.03 0.19 
region9 Cataluña Dummy 0/1 0.27 0.44 
region10 Comunidad Valenciana Dummy 0/1 0.07 0.26 
region11 Extremadura Dummy 0/1 0.02 0.17 
region12 Galicia Dummy 0/1 0.04 0.20 
region13 Madrid Dummy 0/1 0.10 0.30 
region14 Murcia Dummy 0/1 0.03 0.19 
region15 Navarra Dummy 0/1 0.02 0.16 
region16 País Vasco Dummy 0/1 0.05 0.21 
region17 La Rioja Dummy 0/1 0.02 0.14 
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Job characteristics 
ocup1 Directors and Managers Dummy 0/1 0.03 0.18 
ocup2 Scientifc and intellectual technicians Dummy 0/1 0.15 0.36 
ocup3 Technicians Dummy 0/1 0.15 0.35 
ocup4 Accounting, administrative Dummy 0/1 0.09 0.29 
ocup5 Customer services clerks Dummy 0/1 0.15 0.36 
ocup6 Skilled agricultural, fshery workers Dummy 0/1 0.01 0.12 
ocup7 Skilled manufacturing industry workers Dummy 0/1 0.23 0.42 
ocup8 Food, tobacco and textile workers Dummy 0/1 0.03 0.17 
ocup9 Elementary occupations (ref) Dummy 0/1 0.12 0.32 
ocup10 Armed forces occupations Dummy 0/1 0.00 0.06 
seniority Work experience Years 10 9.23 
wages600 wages below 600 (ref) Dummy 0/1 0.10 0.22 
lowwage 601<wages<=1200 Dummy 0/1 0.31 0.46 
mediumwage 1201 <wages<=3000 Dummy 0/1 0.48 0.49 
highwage Wages >3001 Dummy 0/1 0.11 0.31 
employee employee (ref) Dummy 0/1 0.79 0.12 
low manager If individual is manager Dummy 0/1 0.02 0.14 
high manager If individual is high manager Dummy 0/1 0.19 0.39 
lnhours Hours worked Ln hours 3.62 0.31 
hours>8 If individual works more than 8 hours Dummy 0/1 0.23 0.42 
continuoushours Continuous working hours Dummy 0/1 0.58 0.49 
night If individual works at night Dummy 0/1 0.15 0.39 
sunday If individual works on Sunday Dummy 0/1 0.03 0.17 
turn If individual works by turns Dummy 0/1 0.19 0.39 
temporary If individual holds temporal contract Dummy 0/1 0.22 0.41 
partial If individual holds part-time job Dummy 0/1 0.14 0.35 
public If individual works in public sector Dummy 0/1 0.24 0.43 
Observations 15257 

Note: The variables in bold are the categories of reference in the estimations. 
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Total Public Private 
C

Individual characteristics 
oeffcient t-statistics Coeffcient t-statistics Coeffcient t-statistics 

female 0,07 1,50 0,20 2,65 0,02 0,35 
age 40 -0,27 -0,42 -0,24 -1,79 -0,02 -0,26 
age 50 -0,08 -1,21 -0,39 -2,76 -0,03 -0,42 
age 60 -0,14 -1,37 -0,44 -2,26 -0,09 -0,79 
age 65 0,47 2,55 0,46 1,51 0,45 2,05 
partner -0,01 -0,10 -0,06 -0,47 0,00 0,01 
children -0,13 -2,14 -0,12 -1,12 -0,13 -1,75 
nchildren 0,01 0,41 0,00 -0,07 0,01 0,31 
lowwagehouse 0,05 0,27 0,26 0,63 0,02 0,08 
mediumwagehouse 0,39 2,22 0,63 1,60 0,36 1,85 
highwagehouse 0,33 1,80 0,42 1,05 0,34 1,72 
educ2 -0,15 -1,11 0,01 0,02 -0,16 -1,13 
educ3 -0,16 -1,17 -0,03 -0,07 -0,16 -1,12 
educ4 -0,41 -3,10 -0,33 -0,92 -0,41 -2,92 
educ5 -0,65 -4,61 -0,58 -1,57 -0,63 -4,07 
Job characteristics 
ocup1 0,41 3,06 0,47 1,78 0,34 2,29 
ocup2 0,56 6,21 0,61 3,61 0,52 4,77 
ocup3 0,39 4,88 0,29 1,78 0,40 4,38 
ocup4 0,18 2,05 0,16 0,97 0,19 1,80 
ocup5 0,21 2,62 0,13 0,72 0,24 2,73 
ocup6 -0,11 -0,72 0,51 1,86 -0,18 -1,05 
ocup7 -0,01 -0,11 0,17 0,95 -0,04 -0,53 
ocup8 -0,16 -1,40 0,02 0,06 -0,17 -1,38 
ocup10 -0,30 -1,09 -0,23 -0,74 0,03 0,18 
seniority -0,01 -4,87 -0,01 -2,72 -0,01 -3,55 
lowwage 0,23 2,20 -0,09 -0,42 0,26 2,23 
mediumwage 0,46 4,08 0,12 0,53 0,49 3,91 
highwage 0,61 4,91 0,21 0,84 0,72 5,03 
low manager 0,70 5,85 0,58 2,10 0,68 5,09 
high manager 0,28 6,16 0,19 2,10 0,30 5,52 
lnhours -0,38 -3,47 -0,31 -1,75 -0,40 -3,07 
hours>8 -0,20 -3,74 -0,12 -0,94 -0,21 -3,61 
continoushours -0,09 -2,05 -0,06 -0,70 -0,08 -1,68 
night -0,05 -0,80 0,08 0,68 -0,07 -1,03 
sunday -0,21 -1,86 -0,10 -0,49 -0,21 -1,64 
turn -0,05 -0,94 -0,22 -2,01 -0,01 -0,18 
temporary -0,33 -6,66 -0,16 -1,76 -0,37 -6,35 
partial -0,09 -1,14 -0,14 -1,06 -0,08 -0,97 
public 0,18 3,94 
const 8,51 18,54 8,88 11,20 8,50 15,79 

Note: The categories of reference are: age30 (< 30 years), educ1 (without studies), ocup9 (semiskilled workers) 
and minimum wage. 

Regions is a control variable but are not showed in the table to avoid so much data. 
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Table A3 
OLS ESTIMATION RESULTS ON JOB SATISFACTION (Complete Results of Table 4) 

Total Female Male 
C

Individual characteristics 
oeffcient t-statistics Coeffcient t-statistics Coeffcient t-statistics 

female 0.07 1,50 
age 40 -0,27 -0,42 -0,06 -0.71 0,03 0.31 
age 50 -0,08 -1,21 -0,06 -0.57 -0,08 -0.85 
age 60 -0,14 -1,37 -0,07 -0.43 -0,18 -1.33 
age 65 0,47 2,55 0,45 1.47 0,43 1.84 
partner -0,01 -0,10 0,01 0.07 -0,01 -0.08 
children -0,13 -2,14 -0,02 -0.26 -0,23 -2.67 
nchildren 0,01 0,41 -0,07 -1.39 0,07 1.72 
lowwagehouse 0,05 0,27 0,27 1.30 -0,68 -1.64 
mediumwagehouse 0,39 2,22 0,56 2.74 -0,29 -0.73 
highwagehouse 0,33 1,80 0,43 2.02 -0,30 -0.75 
educ2 -0,15 -1,11 -0,19 -0.84 -0,13 -0.81 
educ3 -0,16 -1,17 -0,12 -0.52 -0,20 -1.27 
educ4 -0,41 -3,10 -0,43 -1.93 -0,42 -2.68 
educ5 -0,65 -4,61 -0,74 -3.16 -0,57 -3.27 
Job characteristics 
ocup1 0,41 3,06 0,38 1.69 0,40 2.46 
ocup2 0,56 6,21 0,75 5.40 0,37 3.09 
ocup3 0,39 4,88 0,41 3.19 0,39 3.82 
ocup4 0,18 2,05 0,27 2.08 0,07 0.54 
ocup5 0,21 2,62 0,32 2.77 0,02 0.18 
ocup6 -0,11 -0,72 -0,53 -1.19 0,00 -0.00 
ocup7 -0,01 -0,11 -0,22 -1.01 -0,01 -0.10 
ocup8 -0,16 -1,40 -0,30 -1.59 -0,09 -0.58 
ocup10 -0,30 -1,09 -0,92 -1.07 -0,29 -1.01 
seniority -0,01 -4,87 -0,03 -5.56 -0,01 -1.62 
lowwage 0,23 2,20 0,23 2.07 0,57 1.81 
mediumwage 0,46 4,08 0,45 3.61 0,78 2.52 
highwage 0,61 4,91 0,55 3.49 0,94 2.98 
low manager 0,70 5,85 0,94 4.31 0,56 3.91 
high manager 0,28 6,16 0,24 2.76 0,30 5.55 
lnhours -0,38 -3,47 -0,32 -2.88 -0,41 -1.87 
hours>8 -0,20 -3,74 -0,31 -3.08 -0,16 -2.21 
continoushours -0,09 -2,05 -0,02 -0.37 -0,13 -2.41 
night -0,05 -0,80 -0,07 -0.64 -0,03 -0.40 
sunday -0,21 -1,86 -0,35 -1.97 -0,02 -0.11 
turn -0,05 -0,94 -0,01 -0.18 -0,09 -1.34 
temporary -0,33 -6,66 -0,34 -4.58 -0,34 -5.03 
partial -0,09 -1,14 -0,07 -0.75 -0,18 -1.27 
public 0,18 3,94 0,25 3.75 0,13 1.96 
const 8,51 18,54 80,18 16.45 90,01 10.46 

Note: The categories of reference are: age30 (< 30 years), educ1 (without studies), ocup9 (semiskilled workers) and 
minimum wage. 

Regions is a control variable but are not showed in the table to avoid so much data. 
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Notes 
11. See data from the National Securities Market Commission (2018) and the European Institute for Gender Equal-

ity (2018) for the participation of women in executive positions and the National Statistics Institute (2010) for 
gender wage gaps. 

12. In the case of Spain, data referring to job satisfaction come from the Survey of Quality of Life at Work and the 
Survey of Quality of Life. The data from this latest survey do not offer information on job satisfaction in dif-
ferent domains. There are also international data, as the European Working Conditions Survey, but the number 
of observations is much smaller. 

13. See Kim (2005) for a review of studies related to gender and job satisfaction, as well as Green et al. (2018) for 
a recent review of the paradox of the contented female worker. 

14. The reduction of temporary employment during crisis is mainly due to the destruction of temporary jobs. In 
2007, according to Eurostat data, the temporary rate reached 27 percent in Spain while in Europe (15) it was 
14 percent. 

15. Data on average throughout the period. 

16. Temporality rates have been calculated as average from the quarterly data of temporary and total workers 
throughout the period. 

17. Although survey data is available since 1999, there were some methodological changes which make data in-
comparable between pre and post 2006 periods. The survey was discontinued in 2011 as a result of government 
budget cuts. 

18. The categories (2, 3, 4, ..., 9) between the worst (=1) and the best (=10) have no words attached to them. 

19. To the extent that respondents considered the response numbers (1 to 10) as cardinal measures of their sat-
isfaction (for example, the response 10 means twice more satisfed than the response 5), the reported values 
may be used as a cardinal measure of satisfaction. However, many studies have shown virtually no qualitative 
differences in empirical results between different treatments of the variable. 

10. The election of variables was conditioned by the availability of data in the survey but also by the consideration 
of those aspects in which working in the public or the private sector and could make a difference by gender. 

11. The region has been also included as a control variable. 

12. It is also feasible, as pointed by Durst and DeSantis (1997), that personal characteristics may be interacting with 
some of the job characteristics. 

13. See Cantarelli et al. (2016) and Glisson and Durik (1988) for different classifcations of job satisfaction correlates. 

14. In previous works, these variables were included as independent variables. The impact was high and signifcant 
although collinearity problems were detected. 

15. We have also verifed the results using an ordered probit model instead of OLS model and the conclusions do 
not vary. For further information, contact the authors. 

16. We use the maximum likelihood estimation of endogenous switching and sample selection models developed 
by Miranda and Rabe-Hesketh (2006). 

17. The SSM command is used to evaluate the random selection. A likelihood-ratio test for rho =0 accepts the null 
hypothesis so we can admit the absence of a signifcant sample selection problem. 

18. For further information, contact the authors. 

19. For further information, contact the authors. 

20. Table 1 and 2 include sample data available in SLQW after cleaning the data considering only employees under 
65 years old. 
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21 The sample size in Table 3 and the following does not match with that of Table 1 since many individuals do not 
answer all the questions of the survey. 

22. We have checked the results when Ω is equal to a null matrix or an identity matrix and they are analogous. In 
all cases, women’s job characteristics decrease their total job satisfaction comparing to men, and the returns 
they get from them increase it. Contact the authors to request further information. 

23. To further information, request the authors. 
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El artículo analiza las diferencias en la satisfacción laboral de hombres y mujeres en el sector público 
y privado. Inicialmente, se analizan las diferencias en la satisfacción laboral global y, posteriormente 
respecto a diferentes dominios del trabajo: el salario, las ayudas empresariales, la formación, la estabi-
lidad, los horarios, la fexibilidad, las vacaciones, la organización del trabajo, la independencia, la va-
loración realizado por los superiores jerárquicos del rendimiento del trabajador, la monotonía y el es-
trés. Los resultados econométricos muestran que las mujeres están más satisfechas que los varones en 
términos agregados, si bien su mayor satisfacción se justifca exclusivamente por los trabajadores del 
sector público. Dentro del sector público las diferencias por sexo no desaparecen. Las mujeres en el 
sector público continúan estando más satisfechas laboralmente que sus compañeros varones. 

Palabras clave: satisfacción laboral, sector privado, sector público, salario y estabilidad. 

Clasifcación JEL: A13, H00, J01. 


	Marcadores de estructura



Informe de accesibilidad


		Nombre de archivo: 

		234_2020_HPE ART_04 DEFINITIVOFernandezPuente_SánchezSánchez.pdf




		Informe creado por: 

		

		Organización: 

		




[Introducir información personal y de la organización del cuadro de diálogo Preferencias de > identidad.]


Resumen


El comprobador no ha encontrado ningún problema en este documento.


		Necesita comprobación manual: 0

		Realizado manualmente: 2

		Rechazado manualmente: 0

		Omitido: 1

		Realizado: 29

		Incorrecto: 0




Informe detallado


		Documento



		Nombre de regla		Estado		Descripción

		Indicador de permiso de accesibilidad		Realizado		El indicador de permiso de accesibilidad debe estar establecido

		PDF de solo imagen		Realizado		El documento no es un PDF solo de imagen

		PDF etiquetado		Realizado		El documento es un PDF etiquetado

		Orden lógico de lectura		Realizado manualmente		La estructura del documento proporciona un orden lógico de lectura

		Idioma primario		Realizado		Se especifica el idioma del texto

		Título		Realizado		El título del documento se muestra en la barra de título

		Marcadores		Realizado		Los documentos grandes contienen marcadores

		Contraste de color		Realizado manualmente		El contraste de color del documento es adecuado

		Contenido de página



		Nombre de regla		Estado		Descripción

		Contenido etiquetado		Omitido		Todo el contenido de la página está etiquetado

		Anotaciones etiquetadas		Realizado		Todas las anotaciones están etiquetadas

		Orden de tabulación		Realizado		El orden de tabulación es coherente con el orden de la estructura

		Codificación de caracteres		Realizado		Se proporciona una codificación de caracteres fiable

		Elementos multimedia etiquetados		Realizado		Todos los objetos multimedia están etiquetados

		Parpadeo de la pantalla		Realizado		La página no causará parpadeo de la pantalla

		Secuencias de comandos		Realizado		Ninguna secuencia de comandos inaccesible

		Respuestas cronometradas		Realizado		La página no requiere respuestas cronometradas

		Vínculos de navegación		Realizado		Los vínculos de navegación no son repetitivos

		Formularios



		Nombre de regla		Estado		Descripción

		Campos de formulario etiquetados		Realizado		Todos los campos del formulario están etiquetados

		Descripciones de campos		Realizado		Todos los campos de formulario tienen una descripción

		Texto alternativo



		Nombre de regla		Estado		Descripción

		Texto alternativo de figuras		Realizado		Las figuras requieren texto alternativo

		Texto alternativo anidado		Realizado		Texto alternativo que nunca se leerá

		Asociado con contenido		Realizado		El texto alternativo debe estar asociado a algún contenido

		Oculta la anotación		Realizado		El texto alternativo no debe ocultar la anotación

		Texto alternativo de otros elementos		Realizado		Otros elementos que requieren texto alternativo

		Tablas



		Nombre de regla		Estado		Descripción

		Filas		Realizado		TR debe ser un elemento secundario de Table, THead, TBody o TFoot

		TH y TD		Realizado		TH y TD deben ser elementos secundarios de TR

		Encabezados		Realizado		Las tablas deben tener encabezados

		Regularidad		Realizado		Las tablas deben contener el mismo número de columnas en cada fila y de filas en cada columna.

		Resumen		Realizado		Las tablas deben tener un resumen

		Listas



		Nombre de regla		Estado		Descripción

		Elementos de la lista		Realizado		LI debe ser un elemento secundario de L

		Lbl y LBody		Realizado		Lbl y LBody deben ser elementos secundarios de LI

		Encabezados



		Nombre de regla		Estado		Descripción

		Anidación apropiada		Realizado		Anidación apropiada






Volver al principio


