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Exploratory Study on Factors Impacting Job Satisfaction among Ethnic Minority 

Employees 

by 

Lamont Bon-gul Koo, MSE  

The University of Texas at Austin, 2011 

Supervisor: Kyle Lewis  

As organizations are being confronted with the pool of people seeking employment 

that are increasingly diverse in terms of ethnicity (Oerlemans et al. 2008), and as job 

satisfaction has been one of the important drivers for work-related well-being in employees, 

there have been a number of studies about job satisfaction among ethnic minorities (Spector 

1997). Although there is a growing body of research on job satisfaction and ethnic minorities 

at work, there is still a paucity of studies regarding factors impacting job satisfaction among 

ethnic minorities specifically. The present study explores contributing factors impacting 

ethnic minorities’ job satisfaction, using qualitative method based on Motivator-Hygiene 

Theory (Frederick 1966, 2003) and Job Characteristics Theory (Hackman and Oldham 1976). 

Three Hispanic/Latino Americans and three Asian Americans, all workers in construction 

sites in Samsung semiconductor in Austin, Texas, were individually interviewed with open-

ended questions by the author in the summer of 2010. Participants reported professional 

development opportunities and appropriate and well-deserved compensation as the main 

factors impacting job satisfaction, while heavy workload, not being recognized, time 

constrains, and stressful work environment were reported as factors in dissatisfaction. Family, 

personal goals and money were the three most important personal values that participants 

considered when making decisions about their career paths. It is important to continue to 

examine other predictors of and contributing factors to job satisfaction of ethnic minority 

employees, so that their employers and managers in the work place can form a better 

understanding of these populations and work effectively with them. It is also important to 

educate human resources professionals about ethnic minorities’ needs and how those needs 

can be met for work-related well-being. 
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Introduction  

The increasing diversity in the U.S. general population has been widely 

acknowledged and documented. At the same time that these demographic changes have 

occurred, there has been greater representation of this diverse population within institutional 

settings such as the labor force and various job settings (U.S. Department of Labor 2005). 

Employees from diverse backgrounds bring individual talents and experiences to the work 

force, suggesting ideas that are flexible in adapting to fluctuating markets and customer 

demands (Greenberg 2004). Concomitantly, there is evidence that the issues of diversity and 

multiculturalism in the world of work are being addressed and studied with frequency in the 

field of career / vocational development and management (Byars and McCubbin 2001). The 

most common definition of diversity in the work organization context refers to differences in 

race, ethnicity, gender, disability, age, and sexual orientation (Cox and Blake 1991; 

Fernandez 1991; Jackson 1992). Given the fact that the global marketplace demonstrates the 

importance of diversity for organizations to compete and maintain their leadership in the 

broader world economy, ethnic minorities can convey diversity in the work place and 

attracting employees from diverse ethnic groups has become a necessity to improve 

organizational effectiveness and collaborations (Miller and Monge 1986). In the United 

States, ethnic minorities will become a major part of the expanding work force because of the 

influx of third world immigrants and the birth rates of indigenous minorities (Fullerton and 

Toossi 2001). As organizations are being confronted with the pool of people seeking 

employment that are increasingly diverse in terms of ethnicity (Oerlemans et al. 2008), 

endeavors to better understand the work experiences of ethnic minority employees in diverse 

organizations become highly necessary. Along with this trend, work experiences and work-

related well-being among ethnic minority employees have been emphasized (Peeters and 
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Oerlemans 2009) in studies of organizations and management, and one of the significant 

factors related to well-being of employees is the question of ―in what ways are workers 

satisfied with their job?‖ (Niemann and Dovidio 1998). Therefore, job satisfaction and work 

experiences of employees cannot be considered separately.  

Job satisfaction is the degree of pleasure employees derive from their job 

(Muchinsky 1977). It does not depend on how hard or how well they work; rather, it concerns 

how much they like a specific kind of job or work activity. Job satisfaction can be an 

important indicator of how employees feel about their jobs and a predictor of work behaviors 

such as organizational citizenship and turnover (Iaffaldano and Muchinsky 1985). Job 

satisfaction can influence job commitment, turnover, productivity, and other factors that 

affect the successful operation of an organization (Spector 1997).  

Literature Review: Ethnic Minorities in the World of Work  

An ethnic minority is a group that has different national or cultural traditions from 

the majority of a population. This difference could be in terms of race, religion, politics, 

economics, language, and so on. (White 2004). Among many studies about job satisfaction 

and the factors impacting employee job satisfaction, some research has reported differences 

in job satisfaction between ethnic minorities and white employees (Friday et al. 2004; Hanson 

and Fang 2008; Strick et al. 2007; Weil 2003; and Cismir et al. 1990), which infers that 

employee job satisfaction can be positively linked to ethnicity. In Friday et al.’s (2004) study, 

it was shown that race/ethnic differences in job satisfaction exist, with black employees 

reporting higher levels of job satisfaction that did white employees. Hanson and Fang’s 

(2008) study indicated that white scientists have higher overall job satisfaction than Asian-

American scientists. Findings suggest that although Asian Americans (the ―model‖ minority) 

are more likely than others to earn academic degrees and become professionals, they are not 
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more likely to be satisfied with their jobs (Hanson and Fang 2008). In Strick et al.’s (2007) 

study about job satisfaction comparison among difference ethnic groups in the hospitality 

industry, it was found that Asian workers are more satisfied with their current work compared 

to white workers. Weil (2003) studied a race/ethnic comparison of career attainment and job 

satisfaction, and findings show that minorities expressed less satisfaction than white with 

compensation, the degree of respect they received from supervisors, and the treatment they 

receive about mistakes they make; minorities showed more positive satisfaction toward 

autonomy and job security. Cusmir et al. (1990) compared job satisfaction scores of non-

Hispanic white employees and Hispanic employees. Hispanic workers expressed lower 

satisfaction with pay, quality of supervision, and co-workers; they showed similar responses 

similar to the non-Hispanic white group in sex-role conflict and promotion. 

From the above studies, it was found that employees have different job satisfaction 

according to their different ethnicities. This finding— job satisfaction among ethnic minority 

employees differs from that of white individuals— gives the foundation of the purpose of the 

present study, examining job satisfaction among ethnic minority work. Although some 

studies reported the comparison on job satisfaction between ethnic minority employees and 

white employees (Friday et al. 2004; Strick et al. 2007; Weil 2003; and Cismir et al. 1990), 

there is a paucity of studies regarding the relationship between job satisfaction and ethnicity 

of employees focusing only ethnic minority workers. Although there is some research 

reporting on ethnic minorities at work—such as on the topic of work-related well-being and 

acculturation (Peeters and Oerlemans 2009), the quality of work life among ethnic minorities 

(Niemann and Dovidio 1998), and psychiatric impact on employment among minority 

workers (Chatterji et al. 2009)—these studies do not directly address the relationship between 

job satisfaction and ethnicity of employees.  
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Literature Review: Job Satisfaction  

Job satisfaction as defined as reactions to the work experience of particular tasks 

(Williams and Hazer 1986) is the one of the most studied valuables among organizational 

behaviors (Rainey 1999). Research on this topic demonstrates that satisfied employees have 

superior attendance (Eby et al. 1999), internal locus of control (Rogers 1995), and 

commitment (Boardman 1985), and that employees show reduced misconducts compared to 

dissatisfied workers Andreoli and Lefkowitz 2009). The above explained researches show 

that organizations tend to benefit with satisfied workers. Some studies reported correlations 

between job satisfaction and well-being of employees (e.g., Brayfield and Crockett 1955; 

Iaffaldano and Muchinsky 1985; Petty et al. 1984), however only a few empirical studies 

explored the relationship between job satisfaction and organizational effectiveness 

(Boardman and Sunquist 2009; Miller 1996; Taris et al. 1998). The above mentioned findings 

indicate how job satisfaction affects employees and their work. In another study, 

Mosadeghrad (2003) defined job satisfaction as an employee’s affective reaction to a job, 

based on a comparison between actual outcomes and desired outcomes. In Abu-Ajamieh et 

al.’s study (1996), job satisfaction was generally recognized as a multifaceted construct that 

includes employee feelings about a variety of intrinsic and extrinsic job elements. It 

encompasses specific aspects of satisfaction related to benefits, opportunities for promotion, 

work environment, quality of supervision, organizational practices, and relationships with 

other workers. These findings show some factors contributing to employees’ job satisfaction 

(e.g., work relationships, compensation, professional development, work environment, and 

quality of supervision) which will be the source of the research questions of the present study. 

The detailed research questions are presented in the following section.  
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The Present Study  

As stated above, there has been a trend of growing participation of ethnic minorities 

in the world of work, and job satisfaction has been one of the most important motivations for 

employees with regard to work-related well-being and low turnover rates. Along with these 

arising issues, there have been many studies examining predictive factors on job satisfaction 

and the world of work. In addition, previous studies reported that job satisfaction among 

ethnic minorities is different from that among White individuals. Although there is a growing 

body of research on job satisfaction, there is still a paucity of studies regarding factors 

impacting job satisfaction among ethnic minorities specifically. Of the studies that have 

examined job satisfaction among ethnic minority employees, some have touched on issues 

pertinent to their unique cultural backgrounds (Piotrkowski 1998; Niemann and Dovidio 

1998). However, such studies have largely recounted cultural stereotypes of the ethnic 

minority population, not the influential factors in their positive or negative experiences in 

work settings. In addition, previous research on minority employees has mainly focused on 

the correlations between personal values and job performance; most of these studies are 

quantitative analysis indicating quantified facts and results with statistics only. Thus, 

narrative and descriptive analysis is needed on this particular population—ethnic 

minorities—and on this specific topic—job satisfaction. Given the previous studies about the 

factors above, details were lacking as to the extent to which contributing factors are related to 

minorities’ job satisfaction. The present exploratory study is an attempt to understand 

contributing factors impacting ethnic minorities’ job satisfaction, using a qualitative method. 

I present the findings on major markers that contribute to job satisfaction and the 

relationships of factors among ethnic minority employees working in the United States. The 

main research questions are:  
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1. What factors drive ethnic minority employees to feel good / bad about their jobs?  

2. To what extent do personal values, social influence, and work situation affect 

feelings about one’s job among ethnic minority employees?  
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Theoretical Framework  

The framework for this study was based upon two theories: motivator-hygiene theory 

and job characteristics theory are of particular interest because of their potential applicability 

to the present study focusing on ―What make ethnic minority employees satisfied with their 

work?‖  

First, Herzberg et al.’s (1959, 1966, 1989) motivator-hygiene theory was applied to 

the present study to examine the relationship among contributing factors (e.g., both internal 

and external factors) and job satisfaction among ethnic minority workers. Since motivator-

hygiene theory separates job satisfaction from job dissatisfaction based on the assumption 

that satisfaction is related to intrinsic factors—motivators while dissatisfaction results from 

extrinsic factors—hygiene, the author hypothesizes that ethnic minority workers with high 

motivation (internal factor) will show satisfaction, whereas ethnic minority employees’ 

dissatisfaction will be associated with the environment surrounding the workers. To examine 

the above-mentioned hypothesis on job satisfaction and dissatisfaction, possible contributing 

factors to job satisfaction will be presented to ethnic minority employees in the present study 

using motivator-hygiene theory, and the results will show how this theory holds for the ethnic 

minority employees in this study. 

Second, Hackman and Oldham’s (1976) job characteristics theory was employed  

for the present study to explain the relationship between ethnic minority employees’ needs 

for growth and job satisfaction because job characteristics theory is based upon the belief that 

employees’ need for growth is considered as a motivation influencing job satisfaction. Based 

on the job characteristics theory, the author hypothesizes that ethnic minority employees with 

needs for growth related to their work have strong motivation to work and that motivation is 

linked to job satisfaction. This hypothesis will be examined through interviews with the 
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ethnic minority employees. How job characteristics theory holds for this study will be 

presented in the conclusion section.  

Motivator-Hygiene Theory  

For the basic concept of motivator hygiene theory (two factor theory), the work 

dimensions were classified into motivators and hygiene factors by Herzberg (1959, 1966, 

1989) According to the theory, motivators are the satisfying internal factors affecting 

workers’ feeling satisfaction. They could be growth, achievement, recognition, and 

advancement, and so on (Herzberg 1959). In hygiene theory, Herzberg (1959) suggested 10 

events surrounding environment at work as being hygiene factors that impacting 

dissatisfaction for employees: company policy, administration, supervision, relationship with 

supervisor, relationship with peers, relationship with subordinates, work conditions, pay, 

personal life at work, status, and security. These 10 events are called hygiene factors 

indicating the external work context related to dissatisfaction. Thus, with two factor theory, if 

the motivator needs are met, job satisfaction occurs; when hygiene needs are not met, 

employees are dissatisfied (Frederick 1966 2003). In the present study, motivator-hygiene 

theory is applied to ethnic minority employees’ needs: if their motivators are met, job 

satisfaction occurs. As for the motivator factors and feeling of satisfaction, participants will 

be asked what the factors contribute to their job satisfaction. As for the hygiene factors and 

dissatisfaction, ethnic minority employees will be asked when they are dissatisfied with their 

work and what factors affect to their dissatisfaction. In the conclusion section, the author will 

present how the motivator-hygiene theory holds for the ethnic minority employees in the 

present study.  

Job Characteristics Theory  
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Job characteristics theory explains that if employees have a high need for growth in 

their jobs, specific job characteristics lead to psychological conditions that lead to increased 

motivation, performance, and job satisfaction (Hackman and Oldham 1976). The following 

factors are among the factors that increase job satisfaction: skill variety, task significance, 

autonomy, and feedback. According to the job characteristics theory, jobs with higher 

motivation of need for growth are likely to result in job satisfaction (Hackman and Oldham 

1980). Thus, job satisfaction is associated with the need for growth, which is regarded as a 

major motivation to work for employees. Based on job characteristics theory, the present 

study will explain how ethnic minority employees’ need for growth is associated with their 

job satisfaction by analyzing participants’ interviews. In the conclusion section, the author 

will address how job characteristic theory holds for the present study.  
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Method  

Participants  

Three Hispanic/Latino Americans and three Asian Americans working in 

construction sites for Samsung semiconductor, in Austin, Texas, participated in this study. 

Among the three Hispanic/Latino Americans, two are from Mexico and one from South 

Texas. Among the three Asian American, two are from Korea and one from China. All 

participants are male. The participants were aged ranging from 23 to 55 years (M=36.66; 

STD=12.99). Four participants were married (66.67%). Four participants had completed a 

high school education (66.67%) and two were college graduates (33.33%). Half of the 

participants (50.00%) spoke English as the primary language; two spoke Spanish (33.33%), 

and one spoke Chinese (16.67%) as their first language.  

Data Collection  

The data was collected from May, 2010 to July, 2010. Participants were randomly 

recruited at construction sites in Samsung semiconductor, Austin TX via invitation fliers 

posted at the cafeteria. Interested employees contacted the author and set up in-person 

interviews. One-on-one and semi-structured interviews were conducted by the author at the 

office of the work site and the average interview time was about one and a half hours. The 

following eight open-ended questions were asked of each of the six participants.  

1. What factors make you feel satisfied in a job?  

2. What factors make you to feel dissatisfied in a job?  

3. Overall, how satisfied are you with your present job? Rate from 1 to 10  

(1 is Very Dissatisfied and 10 is Very Satisfied). And tell me why.  

4. Do you plan to stay with your present job within the next 5 years? And tell me why.  
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5. As the sub question of question #4, what factors can be changed to make you stay in 

the current job?  

6. Personal values: What are the most valuable factors in you decisions on career?  

7. Social influence: Who influences your attitude and behavior most in the job-related 

decision-making process?  

8. What work situation affects your job satisfaction most?  

Qualitative Research 

The present exploratory study aims at reporting participants’ vivid life stories and 

experiences as ethnic minorities working in the American work environment. Thus, narrative 

descriptions given in their voices are needed. This was the major rationale for choosing a 

qualitative method in this study. The qualitative method has the advantage of enabling the 

researcher to capture the unique context and emotional nuances of the participants’ 

experiences, as well as the meaning attributed by them to their experiences (Choe 1996; 

Greenberg 1991). Among different theoretical orientations of qualitative studies, case study 

design (Yin 1994) and the constant comparative method (Lincoln and Guba 1985) are 

employed for the study. The case study methodology as defined by Yin (1994) is the 

preferred research method to explore a phenomenon within its ―real life context‖ (p. 13). 

Yin’s choices to analyze method and compare cases are attempts to answer ―why‖ and ―how‖ 

questions regarding the subjects’ surroundings and events. As another theoretical orientation 

of qualitative studies, the constant comparative method is introduced in the following section.  

Data Analysis  

Qualitative data were analyzed by the author based upon categories to construct 

meaning through the constant comparative method. The constant comparative method was 
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defined by Lincoln and Guba (1985) as a ―means for deriving theory‖ (p. 37). The constant 

comparative method begins by comparing incidents applicable to each category; then, data 

are organized based on categories revolving around similar characteristics (Lincoln and Guba 

1985). In addition to the constant comparative method, to add more vivid life stories of 

employees’ work experiences, answers to ―how‖ and ―why‖ questions from the case study 

methodology (Yin 1994) are applied in the study. According to the case study theory, the 

explanations of each participant are analyzed with regard to each question and answer. For 

this study, participants’ answers to open-ended questions are organized with regard to each 

interview question.  



13 

 

Results  

The findings reported here relate to participants’ (a term exchangeable with the term 

interviewees in previous sections) perspectives, attitudes, and values about their current jobs. 

Findings from this study are addressed in the sequential order of the interview questions. To 

begin, a descriptive introduction to the participants of the study is presented in Table 1, below, 

and in the following section.  

Description of Participants  

The six individuals who participated in this study were working in Samsung 

semiconductor construction site, in Austin, Texas, at the time of the interviews. Descriptions 

of each participant are presented in the following section. All names have been changed to 

protect the confidentiality of the subjects. For more visible and comprehensible comparison 

of the participants, demographic information of participants is organized in Table 1 below.  

Table 1. Descriptive Characteristics of Participants 

Pseudo 

Name 

Luke John Justin Sung Jihoon Chen 

Gender Male Male Male Male Male Male 

Age 50 55 23 26 32 34 

Origin Hispanic Hispanic Hispanic Asian Asian Asian 

Marital 

Status 

Married Married Married Single Married Single 
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Table 1 continued. 

Education 

High 

school 

High 

school 

High 

school 

High 

school 

College College 

Primary 

Language 

Spanish Spanish English English English Chinese 

 

Luke 

Luke is a 50-year-old male Mexican who was born and raised in the northern part of 

Mexico. When he was in college, he met a woman who was born and raised in Mexico. 

While he was running his own business in Mexico, he wanted to expand his business to the 

States. He and his wife immigrated to the United States to open a new business. He 

coordinated events, setting up the music equipment, and he also played as a DJ. However, he 

could not find a steady income, so that he started working as a construction worker on the 

side. He still owns his company, but whenever there is no work, he works as a part time 

electrician. He currently lives in Austin, Texas, with his wife and two young sons.  

John 

John is a 55-year-old Hispanic male born and raised in Texas, near the border of 

Mexico. After high school, he joined the Marine Corps and served in Vietnam. After his 

services in Vietnam, he came back to States. He got into a trouble and was let go with a 

dishonorable discharge. He started working as a blue collar worker in the construction field. 

At 22 years old, he got married and had been working at many places: California, Arizona, 

New York, Washington, and even Spain. In 1994, he decided to settle down in Austin, Texas, 

close to where his family and his wife’s family live. Currently, he works as an iron worker 
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building the skeleton of buildings. He has been in the field for 34 years.  

Justin 

Justin is a 23-year-old Hispanic male who was born in Monterrey, Mexico. He 

immigrated to States with his family at the age of 12. His family had been living in south 

Texas until they moved to Austin in 2003. During his high school years, he dated a girl. His 

girlfriend got pregnant and gave a birth when Justin was 17 years old. Starting in his senior 

year in high school, he had to find a job. Now he is trying to be a licensed pipefitter. He is 

working as a full-time worker and also taking night classes at community college.  

Sung 

Sung is a 26-year-old Korean male living in Austin Texas. His family immigrated to 

the States when he was 15 and settled down in Dallas, Texas. When he was 16, his father 

passed away in a car accident. When Sung graduated from high school, he came to Austin to 

attend college, but he dropped out after freshman year. Since then, he has been working in 

various types of jobs, such as waiter, janitor, and landscaping laborer, to make a living. 

Currently, he is working as a foreman in the construction company.  

Jihoon 

Jihoon is 32-year-old Korean male who has been living in the States for 13 years. He 

came to Austin for college by himself at the age of 18 and started working in the construction 

industry after graduation. He studied in an electronic engineering program in college and has 

been working for Samsung semiconductor in Austin for the past 6 years. He is married to a 

Korean woman and lives in Austin with his wife.  

Chen 
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Chen is a 34-year-old single Chinese male. Chen’s family immigrated to the States 

for his father’s career when he was 17. Upon completion of undergraduate studies in Austin, 

he started working as a construction laborer in Austin. Chen has been working in his current 

position for 6 years. Chen speaks Chinese as his primary language and currently lives in 

Austin by himself, while his parents and sibling live in the East Coast.  

Factors Impacting Job Satisfaction and Dissatisfaction  

Table 2 shows domains, sub-domains, and categories pertaining to factors and values 

impacting participants’ perspectives with respect to their current jobs and their further 

vocational development, indicating findings from the qualitative analysis.  

Table 2. Domains, Sub-domains, and Categories Pertaining to Factors and Values with 

Regard to Current Job 

Domain Sub-domain Categories 

Job Satisfaction 

Satisfied 

1. Professional development 

2. Appropriate compensation 

3. Flexible work schedule 

Dissatisfied 

1. Heavy workload 

2. Not being recognized 

3. Time constraints 

4. Stressful work environment 

Overall Satisfaction Scale Rate 1 to 10 M = 7.83 / Std = 0.75 
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Table 2 continued. 

Turnover 

Plan to leave Yes: 100% 

Factors 

1. Better life 

2. More money 

Personal Values  

1. Family 

2. Personal goals 

3. Money 

Social Influence  

1. Spouse and children 

2. Parents 

Work Situation  

1. Types of tasks a person 

performs 

2. Work environment 

3. Job security 

 

The first domain—factors impacting on job satisfaction among ethnic minority 

employees—is divided into two sub-domains: factors on satisfaction, and factors on 

dissatisfaction. Overall, participants reported professional development opportunities, 

appropriate and well-deserved compensation (e.g., income, health insurance, family support, 

paid vacation, and professional development support funding) as the main factors making 

them feel satisfied with their current work, while heavy workload, not being recognized (e.g., 

when their contributions are not valued), time constrains (e.g., inflexible work schedule, 

unevenly distributed work schedule, unpredictable timeline, etc.), and stressful work 

environment (e.g., noise, temperature, etc) as the main factors making them feel dissatisfied 

with their current work. Most of (5 out of 6) the participants indicated that they feel good 
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about their work when they believe that their job offers them professional development, 

saying, for example:  

―The most important factor in job satisfaction for me is the opportunity to learn new 

things.‖  

―I would rather the job be challenging than boring‖  

―I choose this job because it is beneficial to my future career path.‖ 

―I feel satisfied when I have a little bit of room to can control stuff.‖ 

All participants reported heavy workload as the factor with the most impact on 

making them dissatisfied with their work. Overall, 4 out of 6 participants answered that they 

feel dissatisfied when they experience not being recognized about their work performance by 

others (e.g., supervisors and colleagues):  

―I feel like I am a working machine, constantly when working without appropriate 

vacations. I am working too much… feel exhausted.‖ 

―I have no idea what I like to do. And I can’t think of a better way of making 

money.‖ 

―I want my work [to be] recognized. I am working at the remote location and it 

seems no one cares about me. I want to be recognized when I am working late.‖ 

Satisfaction Rating 

Overall, many participants (M = 7.83 / STD = 0.75) reported that they felt satisfied 

with their current work, rating from 0 to 10 for the question ―How satisfied are you with your 

present job? Rate from 1 to 10 (1 is Very Dissatisfied and 10 is Very Satisfied)‖ The answers 

here ranged from 7 (lowest) to 9 (highest). Lack of career development opportunities, low 

rate of compensation, and lack of leisure time are the reasons they did not rate their 

satisfaction as 10. For example,  
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―I would rate [it] 10 or more if I got paid double or triple.‖ 

―Sometimes I feel I am stuck at this work without any promising career development 

for [a] better future; this is why I don’t feel fully satisfied.‖ 

Turnover Indication  

All of the participants indicated that they would plan to leave the current job in the 

near future, answering negatively to the question ―Do you plan to stay with your present job 

within the next 5 years?‖ They answered that they wanted better jobs and better futures. 

When the participants were asked ―What factors can be changed to make you stay in the 

current job?‖ all six participants answered ―more money‖ as the most important factor to 

make a decision on career.  

Personal Values  

Family, personal goals, and money were the three personal values that participants 

consider when making a decision on their career paths. Three married participants valued 

family as the most important factor to make a decision on career. Two single employees 

indicated personal goals as the most important factor to consider, and a single interviewee 

answered ―money‖:  

―As a matter of fact, I work for family. Financial support for my family is the most 

important reason why I work so hard.‖  

―I interviewed for my current position because my wife encouraged me to work for 

it.‖ 

―I have to take care of my family. Family and kids are the most important [things] for 

me.‖ 

―Money is not the most [important thing], but it is important. I feel energetic when [I 
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get] the bi-weekly paycheck.‖ 

Social Influence  

To the question ―Who influences you most in your attitude and behavior at work?‖ 

all participants answered that it was family members. Married participants answered that their 

spouse and kids are the crucial factors on their attitude and behavior, and single participants 

reported parents as the most influential individuals:  

―I work harder, with more responsibility, when thinking of my wife and kids.‖ 

―You know, sometimes it’s really hard to get up early in the morning and get dressed 

for work, but I do [it], thinking of my wife and children.‖ 

―In my senior year in high school, my parents wanted me to work [in] this industry. I 

started to work here 3 years ago, and I am still here.‖ 

Work Situation  

Four participants reported the type of work tasks that they perform as the most 

influential work situation impacting their job satisfaction; one participant indicated work 

environment as most influential, and one participant answered that it was job security as the 

most influential work situation impacting their job satisfaction:  

―I feel bad about my job when [I am] asked to perform what I really don’t want to 

do.‖ 

―How can I feel satisfied if job security is not guaranteed? I would feel insecure  

if my colleagues were fired without prior notice.‖ 

―I want [a] better work environment; I want [a] clean construction site, and I want 

[an] air-conditioned office. Then I might be more satisfied.‖ 
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Discussion 

The purpose of this study was to investigate the contributing factors to job 

satisfaction among ethnic minority employees, using a qualitative method. In a nut-shell, the 

study aimed at providing a snap shot of the conclusions with regard to the two main research 

questions: 1) What factors impact whether ethnic minority employees feel good / bad about 

their jobs? 2) To what extent do personal values, social influence, and work situation affect 

feelings about the job among ethnic minority employees?  

Results are shown in the below Figure 1 and Figure 2. 
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Overall, participants reported being satisfied with their current job by scoring a mean 

of 7.83, with responses ranging from 0 to 10, whereas they felt there was a lack of career 

development opportunities in their current work. The participants also showed the most 

frequently cited contributing factors impacting job satisfaction are opportunities to learn and 

professional development, while the most frequently cited factors impacting job 

dissatisfaction are heavy workload and stressful work environment. These results—relating to 

employees’ needs for professional development and learning opportunities—are consistent 

with the job characteristics theory (Hackman and Oldham 1976), which holds that if 

employees have a high need for growth, it will lead to increased motivation and job 

satisfaction. A factor in dissatisfaction in the present study—stressful work environment 

affecting job dissatisfaction—also explains the job characteristics theory, which predicts that 

specific job characteristics affect job satisfaction. Overall, the result concurs with the job 

characteristics theory: participants have a high desire for career advancement and consider 
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learning as the most important facet; and they have high job satisfaction. In addition, the 

results also report that Herzberg’s motivator-hygiene theory holds for the present study as it 

is shown that when internal factors as motivators—needs for growth and recognition—are 

met, ethnic minority employees are satisfied with their work. This is consistent with the 

motivator-hygiene theory that intrinsic factors or motivators are related to job satisfaction. 

Also, the relationship between the hygiene factors—external factors as work surrounding 

environment—and dissatisfaction from Herzberg’s motivator-hygiene theory can be 

explained in the present study as the results show that low salary, bad supervision, and 

negative work environment make employees feel dissatisfied with their work. Both motivator 

factors (e.g., needs for growth and recognition in the present study) and hygiene factors (e.g., 

salary, work environment, and supervision in the present study) can be applied for the present 

study. Thus, Herzberg’s motivator-hygiene theory holds for the ethnic minority employees in 

this study. Motivator-hygiene theory also can be explained in another result of the study. In 

terms of job turnover, all participants indicated that they plan to leave their current jobs in the 

near future, and the results show that better compensation is the solution to prevent turnover. 

The above mentioned factors—better compensation and work environment for job 

satisfaction—in the present study are consistent with the motivator-hygiene (two factor) 

theory (Herzberg 1966), which predicts that if hygiene needs (physical and psychological 

needs) are not met, dissatisfaction occurs.  

As for personal values, it is shown that married participants value family (e.g., wife, 

children) most, and family members have the most influential impact on participant attitude 

and behavior with regard to their career-related decision-making process. Last, in the findings, 

there is no significant difference in contributing factors for job satisfaction between 

Hispanic/Latino Americans and Asian Americans. This result indicates that different 

ethnicity (e.g., whether Asian or Hispanic) does not indicate the different contributing factors 
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on job satisfaction. However, this finding—no significant difference in contributing factors 

for job satisfaction between Hispanic/Latino Americans and Asian Americans—is not 

consistent with findings from other studies examining job satisfaction among different ethnic 

groups (Weil 1990; Strick et al. 2007), indicating significant difference on job satisfaction 

score between Hispanic employees and Asian employees. Weil’s (1990) study on a 

race/ethnic comparison of career attainments and job satisfaction in healthcare management 

indicated that Asian/Pacific Islanders reported higher job satisfaction scores than those of 

Hispanic workers. In addition, Strick et al. (2007) reported that the scores of overall 

satisfaction with job are different by race, indicating Asian employees showed higher score 

than Hispanic employees. Result from these two studies that Asian employees are more 

satisfied with their works compared to Hispanic employees is inconsistent with the results 

from the present study. It can be assumed that small sample size (N=6), geographical factor 

(e.g. Texas is located at the border of Mexico), and demographics (e.g., age, education, 

marital status) of subjects of the present study might be possible factors impacting the result 

(Squire 1991; Dole and Schroeder 2001; Chan and Mojab 2003). 

While the results of this study provide meaningful insights in the field of job 

satisfaction and ethnic minority employees, several methodological limitations must be 

acknowledged with respect to any interpretation of the findings. This is an exploratory study; 

thus, the results are only preliminary and should be interpreted accordingly. Because of the 

small sample size (N = 6), it is difficult to generalize the findings from this study to other 

ethnic minority workers. It is difficult to represent ethnic minority employees in other region 

and for other industry only given this sample, as data here was collected only in Samsung 

semiconductor construction site in Austin, Texas. Another limitation of this study is the 

potential for investigator bias. Investigator bias can take countless forms. In this study, the 

author’s own cultural, ethnic and racial (Asian) identities are likely to have influenced not 
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only the interaction with participants, but also data collection and analysis. This study did not 

utilize blind data collection and analysis; therefore, it is impossible to ensure that investigator 

bias had no impact on the results obtained. 
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Conclusion 

As minority workers are increasing and becoming an important source of US 

economic viability, the findings of this study suggest several fruitful directions for further 

research and implications in the fields of job satisfaction, ethnic minority employees, and the 

world of work. It is important to continue examining other predictors of and contributing 

factors to job satisfaction of ethnic minority employees, so that their employers and managers 

in the workplace can form a better understanding of this population and work effectively with 

them. As it was shown that ethnic minority employees show higher turnover rate compared to 

white employees, and there are few organizations equipped with HR professionals 

knowledgeable about ethnic minority workers (Sanders 2002; Maume and Sebastian 2007), it 

is important to educate HR professionals on ethnic minorities’ needs and how those needs can 

be met. Better understanding about needs of ethnic minority employees will give clearer 

picture to resolve HR-related issues among this population, and this will impact job 

satisfaction among employees and benefit the organization. In addition, with better 

understanding about ethnic minority employees, HR professionals can lower the turnover rate 

by improving the work environment and further job satisfaction among ethnic minority 

workers. 

Given the fact that family is considered as the most important personal value among 

ethnic minority employees, it is recommended that other benefits for employees be 

considered, in order to increase their job satisfaction and maximize their work-related well-

being. Employers need to be aware of available formal or informal resources and make 

appropriate referrals when it is necessary to help minority workers enhance their job 

satisfaction. For future research on job satisfaction among ethnic minorities, it is 

recommended to conduct a comparative study on contributing factors to job satisfaction 
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among white workers compared to ethnic minority employees, so that more insightful and 

meaningful comparison can be made in this field. Due to the limited regional and industrial 

settings covered in this study, it is also suggested to explore contributing factors to job 

satisfaction among minorities in other geographical area and in diverse industries.  

I hope that the findings of this study can provide valuable reference for ethnic 

minority job seekers in their job search process for career development, as well as to the 

future studies in the field of job satisfaction. 
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Appendix A 

Informed Consent 

I, _________________________, consent to be interviewed in order to contribute to a 

research project that is studying the job satisfaction among ethnic minority employees. In 

order to participate in this study, I agree to meet with the interviewer for approximately 90 

minutes and answer questions regarding some of my work experiences.  

I understand that all conversations between myself and the interviewer will be kept strictly 

confidential. I give permission for the interviewing session to be reviewed by the researcher, 

and after all of the names and identifying information removed, analyzed for research 

purposes.  

I understand that participation in the research project is voluntary, and that if at any time I 

wish to withdraw, I will be able to do so. I also understand that I can choose not to answer 

any question that I am asked during the interview.  

I understand that I can contact the interviewer listed below if I have any questions regarding 

my participation in this study.  

I have received a copy of this consent for my files.  

 

Lamont Koo 

12118 Walnut Park Crossing #625 

Austin, TX 78753 

(517) 515-0993 

 

I have read and understood the contents of this letter.  

____________________Signature  

____________________Date   
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Appendix B 

Demographic Questionnaire 

Study ID# ____  

Gender ___  

Age ___  

Ethnicity/ Race ________  

Marital Status ____  

Years of Education _____  

Primary Language You speak ___________  
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Appendix C 

Interview Questions 

1. What factors make you feel satisfied in a job?  

2. What factors make you to feel dissatisfied in a job?  

3. Overall, how satisfied are you with your present job? Rate from 1 to 10.  

4. (1 is Very Dissatisfied and 10 is Very Satisfied). And tell me why.  

5. Do you plan to stay with your present job within the next five years? And tell me 

why.  

6. As the sub question of question #4, what factors can be changed to make you stay in 

the current job?  

7. Personal values: What are the most valuable factors in you decisions on career?  

8. Social influence: Who influence the most in your attitude and behavior?  

9. What work situation affects you the most towards your job satisfaction? 
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