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Abstract

Currently, the Netherlands struggles with a labour shortagmny sectorDue tothetightness in the
labourmarket, there is a changedmployee demand$his can cause a shiftimh at e mpl oyees 0
in their jobs.In a tight labour marketcompanies compete with each other to attract employees.
Therefore, it is important to understand what is needed to satisfy emplaytbesry that tests the job

aspects that induce job satisfa i on i s Fr e di®59) twolfactdd éheory T Hasr studys
examines whethehetwo-factor theory istill relevantn a tight labour markef literature reviewwas

performed to get a broad understandintheftwo-factor theoryBuilding on this theorya survey was

created In this survey, the importance of the Herzliewgy ( 1 @89 pr s f or jobhe r es|
satisfaction was measuredlhe survey was distributedia Linkedln amongemployees in certain
professions witlvarious degrees ¢ightness in the labour mark@te results shoedthat thetightness

in the labour market affesthe typology of motivational and hygiene factors. The relative importance

of the factors for job satisfacticarealsoinfluencedby the tightness in the labour mark€his study

suggests that factors candbassified asbase factor or variable factor, which indicate howtidiigness

in the labour market influencehle relative importance othe factor for jobsatisfaction.This study

concludes thaboth the relative importance and the typology of factors are influenced by the tightness

in the labour markefThereforeHe r z b e r ¢fdctorsdp ek@athjdb)satisfaction differently in tight

labour markets.



1. Introduction

This chapter introduces the problem which will be addressed in this research. The context of the problem
will be clarified in paragraph 1.1. Thielevance can be found in paragraph 1.2. The central research
guestion, together with the soesearchyuestions, is placed in paragraph 1.3 and the key concepts and
definitions in paragraph 1.4.

1.1 Context

A labour market may experience a mismatch betw&goply and demand, much like many other
markets. This mismatch typically manifests as an excess of supply, which causes unemployment
(Obadic, 2006). However, the opposite can also occur as there is currently, in 2023, a labour supply
shortage on the Dutdabour marketesultingin a tight labour market (Remeeyal., 2003). According

to the Central Bureau of Statistics in the Netherlands, the unemployment rate dropped in 2021 to its
lowest level in more than 10 years (CBS, 2022). There is a severe shortage in the Netherlands in a
number of fields, including I;Teducation, and healthcare. In addition, a large number of job vacancies

are present in many other sectors across the country. Since there are more job openings than there are
gualified applicants, the labour market is expected to remain tight (CBS,R26@Ret al., 2019

In times of labour shortage, companies compete among each other to keep their staff up to level (Das
& Baruah, 2013; Remery, 2005). Employers have a small pool of employees they can attract, while the
employees have much choice inew to work (CBS, 2022; Brigden & Thomas, 2003). Employers
should be wary to not lose employees to other employers, and thus aim to retain employees next to
recruiting new onefDas & Baruah, 2013Employees can choose between multiple employers, since
there are more job openings than applicants (CBS, 2022). Lesser et al. (2003) found employers in tight
labour markets to be highly responsive to employee demands, amtiiesemployeedo increase

their demandsChangng employee demandsan cause shiftsiiwhatemployeesvalue in their jobs,

and what they will ask from their employers (Suciu et al., 202Bmately, other job aspects can be
required in order to induce job satisfaction for the employee in a tight labour market. These aspects of
a job carincrease or decrease job satisfaction (Herzbeal, 1959: Roelen et al., 2008; Acker, 2004).

Job satisfaction is negatively correlated with employee turnover, which means job satisfaction is
important to keep the employees from seeking employmenttedse Das & Baruah, 2013Cahill et

al. (2015) found a relation between unemployment rate and job satisfactiorincasasing
unemploymentaninfluencejob satisfaction, basedonh e i nt er pr et ati on of i mpa
Ultimately, increasing job satisfactia@ould beimportant to recruit and retain employees within the
company and keep the staff up to leweh tight labour market.

A theory thatexplainsthejob aspe t hat i nduce job sat i(0%59gwt i on i s
factor theory This theory is based on the idea that there are two kinds of factors of work that can
infl uence an individual 6s job sati sf actandon. Th

motivational factors. Hygiene factors are those that can cause dissatisfaction if not present, but not
increase satisfaction if present. Motivational factors are those that can lead to satisfaction but cannot
bring dissatisfaction if not present (i2bergetal, 1 959) . Schol ars wh(@9%%) r epl i
theoryin different sectors, age groups or cultures can use théattor theory to explain the differences

in job satisfaction (Smerek & Peterson, 2007).



There is dack ofresearch on the combination of job satisfaction with labour shortages, emphasizing

the knowledge gapFr eder i ck Herzbergbs suggested further
importance othetwo-factor theory factors in specific situatior&cholars wo aimed to replicatéhe

two-factor theory in different situations, found the typology and relatiygortance of factors tbe

di fferent than i n He (Rarfize0%Dbhant & Ghang, 2020Tamosaitjsi &n a | WO |
Schwenker, 2002)The goal ofthis studywas to quantitatively test what effect a tight labour market

has onthe typology of Fr eder i ¢ k (1860)nwoiaetar ghéosyfactors, and its relative

importance for job satisfactiohis was achievedby analysingwhich factors are important for job

satisfaction betweeemployeeswvith various degrees dightness in the labour market.

1.2 Relevance

1.2.1 Scientific relevance

The twofactor theory of Frederick Herzberg (1959) has beemsitelyresearched in job satisfaction
literature. However, there &slack of literature on the twéactor theoryin a tight laboumarket Cabhill

et al. (2015¥oundthat different macroeconomic situations, sucthasgdegree ainemploymentaffect
job satisfactionWorkers whointerpret unemploymematesas relevant to their own jolencounteia
different change in jolkatisfaction than workers who do no interpret unemployment asteslevant

to their own jobs (Cabhill et al., 20150 his suggests the degreetightnessn the labour market of the
worker can affect job satisfactionHerzberg(1959) suggestedurther research was needed on the
importance of his factors idifferent situationsThe objective of this studwas to examine the
importance of Herzberg factors for job satisfactionthe specific situation of eight labour market
The findings of this study can help expand #m®wledgeon job satisfaction anché change of
Herzbeg 6 s ( facrs 9n) labour shortages. This study is expected to help to get a better
understanding of employedke contributors to job satisfactioma tight labour market.

1.2.2Managerial relevance

The current tight labour market in the Netherlands urges HR departments and managers to keep
companies staff levels up to standard (CBS, 2022). Managers should invest in meeting the demands that
the workforce has (Suciu et al., 2022). To do so, managetddshelp HR departments in creating a

work environment that is conducive to employee needs. Favourable work conditions for emanleyees

vital in binding current and new employees to the company in times of labour shortage- (Parent
Lamarche, 2022). Thiswaly gives managers information on wfattorsemployeesvalue in their job,

what current motivational factors are, and what current hygiene factors are. With this information,
managers can design better strategiedttact and retain employees.



1.3 Central research question

‘ Twhat extentdoH e r z b €195§)mctivational and hygienefactors explain job satisfaction
in tight labourmar ket s ?’

1.3.1Sur esearch questions:

1. What is the r el evan dastorthdory fhearsZob jebrsafigiactiofal 959 ) t
tight labour markeét

2. To what extent does Herzberg's (1959) distinction between motivational and hygiene factors
apply to tight labour markets?

3. To what extent does labour market tightness influencesthive importance of motivational
and hygiene factors for job satisfaction?

Subresearch questiondimedto reveal the link betweetightness in the labour marketaddce r z ber g6 s
(1959) two-factor theory.Sub research question 2 wstwhether the typologyimotivationab or

ygiend variated per factof r om Her z b er gid a tight a8odr InprketSub wedearch

guestion 3 tested the relative importance of factors for job satisfactidigint &abour market.



1.4 Key concepts and definitions

The research question is based on multiple key concepts, namely, tight labour market, motivational
factors, hygiene factors, and job satisfaction. In the following section, the general definitions of these
concepts for this research will be given.

A Tight labour market occurs when job openings exceed job applicants on a larger scale in one or
multiple sectors (Remery et al., 2003). When a labour markghtsthere is either a mismatch between

supply anddemand, or a shortage of available workers (Brigden & Thomas, 2003). A tight labour

mar ket can also be called 6l abour shortageb6. Ti
market (Brigden & Thomas, 2003)n this study,6t i ght nes sr i ma it fleguenllyaib ®
abbreviated as 6 TL Midgh standsdor higb tightreess in ahe labour markethMand
TLM-low stands for low tightness in the labour market.

Herzberg factors refers to the motivational and hygiene factors developgd-tederick Herzberg,

Bernard Mausner, and Barb&@ayderman (1959Y.hroughout this study, the motivational and hygiene

factors proposed by Herzberg etal. (1989)r equent |l y referred to as the
et al., 1959)Hygiene factors are those that can cause dissatisfaction if not present, but not increase
satisfaction if present. Motivational factors are those that can lead to satisfaction but cannot bring
dissatisfaction if not present (Herzberg et al., 199%e moivational factors are: Achievement,
recognition, the work itself, responsibility, advancement, and possibility of growth. These hygiene
factors are: Company policy and administration, supervigohnical, interpersonal relatioesiperior,

working conditons, salary, interpersonal relatigmsers, personal life, interpersonal relations
subordinates, status, and secufityerzberg et al., 1959)

Job satisfactionis the main studied concept in the theory of Herzberg (1959), as well as in this research.
Frecerick Herzberg (1959) refers in his definition of job satisfaction to the woHoppock et al. in

1935. As Zhu (2013) cited, the view of Hoppock on job satisfaction is the subjective reflections of
employees on working scenarios. In this research, it of job satisfaction follows the views of
Herzberg (1959) and Hoppo¢k935)cited by Herzberg and Zhu (2013). Next to the studied concept

of job satisfaction Herzberg (1959) also studies job dissatisfaction, because as Herzberg (1987) defines:
0 ddopposite of job satisfaction is not job dissatisfaction but, rather, no job satisfaction; and similarly,
the opposite of job dissatisfaction is enaht |j ob
1987, 3).



2. Literature relew

This chapter includes the information that has been found through the systematic literature review. The
two-factor theory of Herzberg (1959) will be discussed in paragraphl2.paragraph2.1.1 the
motivational factors are described, and in paragrafif?2 2he hygiene factors are describdd.
paragraph 2.2 t he r 4att@ thaory¢1859)anf modéem warlp celturg Wik bet wo
elaborated.The interlinkage of tight labour markets ahtle r z b er g 6 s-factorltBebrg s t wo
elaborated in paragraph 2I8.paragrapl? .4 the conceptual framework can be found.

2.1 Twofactor theory

Herzberg (1959) investigated job satisfactidmgether with his colleaguesie conducted 203
interviews withengineers and accountants (Herzberg et al., 1959). From these coded interviews, 16
factors were identified which represented aspects that could influence the job satisfaction of employees.
10 of the 16 factors showed a significant difference in havings#tiye or negative impaain job
satisfactionFrederick Herzberg (1959) categorized the factors of thdaator theory in motivational

and hygiene factors, according to their influenogob satisfactionMotivational factors increase job
satisfaction when present, but theill wot decrease job satisfaction when not presktativational

factors areachievementrecognition the work itself, responsibility advancementand possibility of

growth (Appendix 1,Table 3. When hygiene factorare present in a job, this brings no satisfaction to

the employee. The employee will, however, be dissatisfied if hy@éeters are absent from a job.
Hygiene factors areompanypolicy andadministration supervisio-technical relationshipsuperior,

working conditions salary, relationshippeers personallife, relationshipsubordinates status and
security(Appendix 1,Table ). A1 t hough Her zber gbés cahdhygiene fadtocsat i on
factors can occasionally dreaseas well asdecrease job satisfaction. This means factors can
theoretically be part of both groufiderzberg et al., 1959The motivational and hygiene factors differ

in their influence to job satisfaction. So ashievementhe most influential matational factor to
increase job satisfactio@ompanypolicy and administrationis the most influential hygiene factor to
increase job dissatisfaction. The importance of factors can be seen in Appendix 1,.figure 1

2.1.1 Motivational factors

This chapter will introduce the motivational factoschievementrecognition the work itself
responsibility advancementand possibility of growth As Herzberg (1959) defined: Motivational
factors can increase job satisfaction, yet the absence oVatotial factors cannot induce job
dissatisfaction. The first motivational factoraishievementhis is defined by Herzberg et al. (1959) as
the satisfaction of completing a task. He argaetievementould increase job satisfaction and is,
therefore, amotivator in his theory. Herzberd959) found thatachievemenis the most important
factor contributing to satisfaction and a sensaatfievemenbften coincides with giving an employee
more responsibility. Thant and Chang (2020) atiievementp sdely provide satisfaction while not
influencing the dissatisfaction. As second motivational factor, Her{i8fp)definedrecognitionas

the acknowledgment of professional achievemétigployee satisfaction could increase as a result of
recognition which could also be a cause of dissatisfaction when it is absent (Thant & Chang, 2020).
With job promotions or by giving the employee new responsibilitesgnitioncan be demonstrated
(Thant & Chang, 2020). Studies that do not focus on Herzb@rgfs®)two-factor theory have also
come to the same conclusion about the importanaeaafgnitionfor job satisfaction(Li Li, 2014,
Ramlall, 2003). The third motivational factahe work itself occurs when the work is varied,
interesting, and challenging, @it is considered to provide job satisfaction (Herzberg et al., 1959). 37

9



years later, Herzberg's studi€s959) were replicated in a study by Rantz et al. (1996), and the
significance ofwork itselfwas once more demonstrated in this study. Ald@nt & Chang (2020)
found thatthe work itselfvas the most significant factor for job satisfaction.

The fourth motivational factorgsponsibility,increasegob satisfaction and motivation (Herzberg et

al., 1959).Responsibilityis an important work motivatdor employees (Li et al., 2014; Rantz 1996;
Tamosatis & Schwenker, 2002), while it can also be important as hygiene factor (Tamosatis &
Schwenker, 2002) However, Thant & Chang (2020) dispute the importarespohsibilityfor either

job satisfaction aslissatisfactionThe fifth motivational factor imdvancementand was defined by
Herzberg1959)as promotion opportunities. While Herzberg (1959) concludedthancemertould
increase job satisfaction, Thant and Chang (2020) found no influenaevafcementon either
satisfaction or dissatisfaction. AlsRantz (1996) found in his study thatlvancemenhas dropped
significantly in importance over time. The decrease in importance might be caused by the increase of
flat organisations, as they tendpwovide less need and opportunity for advancement (Rantz, 1996).
The sixth motivational factor igrowth opportunitiesSatisfaction can be increased by havgngwth
opportunities the employee must be able to increase their skills and learn new thargbdket al,

1959; Thant & Chang, 2020). Growth opportunities can increase satisfaction, although they can also
lead to dissatisfaction (Herzbezgal, 1987). Rantz (1996) saw a significant decrease in the ranking of
importance opossibility of growthThant & Chag (2020) foungossibility of growtho be influencing

job satisfaction as well as job dissatisfaction. Managers should identify the development needs of their
employees and establish training programs for these needs (Arnold, 2005), as they tendngestay |

in the organisation when receiving regular training (Kumar, 2022).

2.1.2 Hygiene factors

The Hygiene factors of the twlactor theory (Herzberg et al., 1959) a@ompany policy and
administration supervisiortechnical interpersonal relationsupeior, working conditions salary;
interpersonal relationgpeers personal life interpersonal relationsubordinates status and job

security As Herzberg (1959) defined: Hygiene factors cannot increase job satisfaction, yet the absence
of hygiene factorgan induce job dissatisfaction. The first hygiene factocomipany policy and
administration Herzberg (1959) identified two main characteristics of company policy. The first one is
the adequacy or inadequacy of company organization and managemeatotng mostly personnel
policies. When for instance the company policies for an employee are unclear, the employee can get
frustrated (Herzberg et al., 1959). Especially, when the rules are not applied equally among employees,
for example about a leave rexpt. Company policy and administratiae not providing satisfaction
employees but can prevent dissatisfaction among empla@emunication strategies are also part of
the companyo6s policies (Herzberg et tanleffectivel 959) .
and efficient communication strategy helps the organization to keep their employees motivated and
satisfied, which leads to a lower employee turnover rate. By using an effective and efficient
communication strategy, the employee and the eyeplcan have an even better relationship (Faltas,
2021). According to research in Human Resource Management International Digest (2008), simply
listening to your employees as an employer already makes a difference in this relationship. The
employee thengels valued and will be more motivated to stay in the company. In addition, in the study
of Thant & Chang (2020policy and administratiomlso ha a positive effect on retaining employees.

Good leave policy, welfare programs and provision of accommodaticade the employee feel
satisfied with their job. The second hygiene factauigervisiortechnical(Herzberg et al., 1959). This

factor is related to theelationshipsuperior factor, which will be discussed in the next paragraph.
However, thesupervison-technical factor solely focuses on the competence and fairness of the

10



supervisor (Herzberg et al., 1959). Herzb&r§59) also coded the willingness to delegate and the

degree of criticism under this factor. The technique of the supervisor is also of great importance for the
empl oyeesd job satisfaction (Thant & Chang, 202
unfairly toward employees. Some employees can be treated in a biased way, or an employee may be a
favourite of the supervisor. When this ocguamployees will be dissatisfied (Thant & Chang, 2020).

The third hygiene factor iglationshipsuperior (Herzbeg et al., 1959). Theelationshipsuperior

factor of Herzberg two factor theo(¥959)posits that relationships with superiors, such as supervisors

or managers, can have a major impact on job satisfaction. This factor stresses the importance of
supervisos to create a positive work environment and provide employees with recognition and
appreciation. These positive relationships can lead to increased motivation, job satisfaction, and
commitment to the organization. However, negative relationships withristgpesuch as those
characterized by lack of trust, respect, or recognition, can lead to decreased motivation, job
dissatisfaction, and decreased commitment to the organization. Ultimatehg)datienshipsuperior

factor emphasizes the importance ofifies relationships in the workplace (Herzberg et al., 1959). The
fourth hygiene factor isvorking conditiongHerzberg et al., 1959%ories on physical conditions of

work, amount of work, and workplace facilities were coded under this factor. A stiriynbiall (2003)

stated that in a good and positive work environment, the employees feel more valued. This kind of work
environment can, for example, be achieved by working with flexible working schedules. Flexibility is
one of the main reasons for an enygle to stay in an organization, according to the study by Ramiall
(2003). The fifth hygiene factor malary (Herzberg et al., 1959). This factor includes wage increases,
amount of salary, and the amount of salary compared to others with similar jobsyEesphre more

likely to resign if they feel their wages or compensation are unjust (Arnold, 2005). It is therefore
paramount that managers pay close attention to wage and compensation equity between employees,
departments, and job roles (Arnold, 2005)uigin pay and compensation is associated with increased

job satisfaction, and when employees feel their pay is commensurate with their contribution to the
organization and fair in comparison to fellow employees (lgalens & Roussel, 1999). The sixtle hygien
factor isrelationshippeers(Herzberg et al., 1959). According to Herzberg (1959), the quality of the
relationships between workers and their peers has a considerable impact on job satisfaction. Subsequent
research by Thant and Chang (2020) has fouadhfving a positive relationship with-e@rkers is

an important factor in an employee's overall satisfaction. Poor relationships between colleagues can
lead to dissatisfaction and can ultimately result in personnel seeking employment elsewhere (Herzberg
et al., 1959).

The seventh hygiene factor pgrsonal life(Herzberg et al., 1959). Theersonal lifefactor includes

mainly the effects of a job on the personal life or family of the employee (Herzberg et al., 1959). When
the employer takes the persofit¢ of the employee into account, the employee feels more valued
(Thant & Chang, 2020). This can be done by making an opportunity to live with their family or to care
for their children. The eighth hygiene factoiingerpersonal relationsubordinatesthis factor shows

the difference between senior and junior employees (Herzberg et al., 1959). There is a possibility that
senior employees take a leading role in the organization and that junior employees do not want to listen,
this creates frustration amtissatisfaction among senior employees (Thant & Chang, 2020). The ninth
hygiene factor isstatus Herzberg (1959) made the distinction between status inferred from other
factors, and the status inferred by receiving an appurtenance as an enfpayesean be recognized

from the factoradvancemerdindrecognition asthis specific status factor aims at receiving signs of
status as, for instance, a secretary or a company castdthisfactor is part of the hygiene factors, as

it provides a feeling ofacognition and respect among colleagues (Herzberg et al., 1959). The tenth

11



hygiene factor igob security coded under this factor were the feelings and expectations of continuity
of their current employmeifterzberg et al., 1959)

2.2 Relevancef thetwo-factor theoryin modern work culture

Herzberg'stwo-factor theory(1959) has beerintroducedmore than 60 years agdhe needs of

employees, working conditions and work culture has chasigedicantly since that timend therefore

some scholarreplicated the study from Herzbef@®59) (Rantz,et al., 1996; Sanjeev & Surya, 2016;

Bundtzen, 2020 Herzberg claimedin1987h at hi s book O6The wasiheinostat i on |
replicatel study in his area of research. Next to replication, numestuaes appliedhe two-factor

theoroyon a specific target group or s edlOW®ytheoryand c o
(Holmberg et al., 2018; Thant & Chang, 2020)

Some scholars question whettiee two-factor theory can still persist in modern environments (Rantz
etal., 1996; Bundtzen, 2020)he study by Rantz et al. (1996) was one of the first to contiparesults

of two-factor theory(1959) with contemporary ata. The primary conclusion of this study lies in
comparing the ranking q1059) imotipatiandl and chggiene ffactokse r z b e r
Recognitionthe work itselfandresponsibilityremain critical factors for job satisfactiRantz, 1996)

Howevae, in this studyinterpersonal relations with subordinaseem to be the most influential factor

on job satisfaction (Rantz et al., 1998)so, Bundtzen (2020) replicateithe two-factor theory in a
contemporary environment with more volatiliyncertainty, complexity and ambiguify UCA). A

new economic environment, a new generation, and new leadership styles encourage the need to check
the applicability ofthe two-factor theory in the present day. The study concludes the theory is still
reprodwcible to a wide extent (Bundtzen, 2020).

While Herzberg (1959%o0lely includes the opinion of engineers and accountants, many studies have
tested the same factors among different professions (Smerek & Peterson, 2007; Sanjeev & Surya, 2016;
Holmberg et al 2018; Thant & Chang, 20203merek and Peterson (2007) applied two-factor

theory among noacademic employees at universiti€geresults did not indicate such clear results as
Herzberg(1959)suggestedstill the Herzberg1959)two-factortheory factors were more important in

predicting job satisfaction than personal characteristics or job characteristics (Smerek & Peterson,
2007).The studyboySanj eev and Surya (20 1(699)tacfanterdnearyon v er i f
a modern environent. This study used an exploratory and confirmatory factor analysis among sales

and marketing staff in the Indian pharmaceutical industigncluded was the confirmation of the
motivationali hygiene factor structure where employees can be motivatedowighmotivational

factors. The factors can, however, variate and change between being a motivational or hygiene factor
Sanjeev & Surya, 2016Holmberg et al. (2018) studietthe two-factor theoryin relation to job

satisfaction among Swedish mental healtlising personnel. The research@merek & Peterson,

2007; Sanjeev & Surya, 2018)t at ed H®¥B9 theery maved useful for studying job
satisfaction in this setting, while some results contradicted the tfi¢olmberg et al., 2018Y he study

by Thant and Chang ( 2 0®)twodarta theony atorstorngeverdmental b e r g 6
employees in MyanmaiThey foundthat all factors can contribute to satisfaction or dissatisfaction,
exceptadvancementAlso, they found no prodhat the absence sfatus job security andachievement

can cause dissatisfacti¢nhant & Chang, 2020)

12



2.3 Tight labour marksetandthetwo-factor theory

Fewer workers will be available on the labour market as the baby boomer generation approaches
retrement aggDolls et al., 2019)In times of labour shortage, a high labour turnover can be highly
dysfunctional for companies (Korder et al., 2023). In addition, workers are more likely to quit their job
when many alternatives are available (Rubensteal.£2018).The job satisfaction of employees is
frequently researcheid combination with employee turnover and often shows correlatiich is

why studies frequently use it as a predictor of turng&erder et al., 2023). Korder et al. (2023) show

in their results a correlation between job satisfaction and intentions to quit, suggesting a lower job
satisfaction can increase the intention to quit. Das and Baruah (2013) came to the same conclusion, as
they stated gb satisfaction is negatively corredd with employee turnover, which means job
satisfaction is important to keep the employees from seeking employment elsefshégit labour

markets and retention are interlinked (Koréeral., 2023; Rubenstein et al., 2018), and retention is
interlinked with job satisfaction (Korder et al., 2023; Das & Baruah, 2013), this literature suggests a
possible interlinkage between tight | a @es58)r mar k-
two-factor theory measures job satisfaction. Literature shows variation on tHadiwo theory after
replication in specific situationgRantz,et al., 1996; Sanjeev & Surya, 20LBant & Chang, 20200r

with contemporary data (Bundtzen, 2020).

Present, there are some suggestions that a tight labour market could influence factors efattertwo
theory. FirstSmith (2022) nameachievemenandpossibility of growtithe most important factors for
employee motivation in a tight labour markee Elaborates in his article about mastery and purpose.
Purpose is part of thechievemennterview code by Herzberg (1959), and mastery is parbsdibility

of growth Therefore, this article suggests an influence of a tight labour market on the factors
achievemenandpossibility of growth(Smith, 2022). Furthermor&mith (2022) quotes an article of

De Smet et al. (2022), for the use of retention and recruitment as strategy to counter tight labour markets.
De Smet et al. (2022) indicadvancementsdary, supervisiortechnical relationshipsuperior,
working conditionsrelationshippeers andachievemenare all important factors for employees to quit
their job. Additionally,Hegyes and Feketearkas (2019) reasoned that internal CSR can be used in a

a strategic tool to reduce labour shortages. Increasing job satisfactalapnworking conditiongand

the personal lifeof the employee could increase recruitment and retention of employees in the current
tight labour market situation (Hegyes and Feledekas, 2019). A study of Brunow et al. (2022) also
suggested a relation between a tight labour marketaady, demongating that the tight labour market
explained wage growth in Germany. Tran (n.d.) wrote an article about what employees want in a tight
labour market. In the article he claims that nexsatary, personal life possibility of growth and
company policy md administrationare important factors for employees (Tran, n.d.). To attract
employees in a tight labour market it is suggested that job description and title are important as well,
implying the importance of the facttre job itself(fif At t r a c tiringrthge Righh Taalentin a Tight
Labor Mar kLandry e al.2027fbynd that salary, achievemenandrecognitionbecomes
increasingly more important for employers to recruit and retain in a tight labour mzakdy, an

article of DiRenzo (202) describes that even in the current tight labour market employees are worried
aboutjob security due to the risk of a recession or reduced company grbletirever Jabour shortages

can also increasthe importancgob security(Akomahet al., 2020)Several factors of the twiactor

theory are suggested to change in importance due to the current tight labour market. This emphasizes
the importance of studying the effect of a tight labour markeherypology and relative importance
ofHer zbergbés (1959) factors.
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2.4 Conceptual framework

FrederickHerzberg (1959) suggested further researchers to expamadifactor theory in specific
situations.Up till date, no scientific research is performed on the effetia tight labour marketas

on the way Herzbergbs ( 19.%&hilethla20i5mund that differenai n | o |
macroeconomic situations affect job satisfaction. Tloeegfit is expected that a tight labour market

will cause a shift in theelativei mport ance of Herzbergbs Schblar§ 9) f ac
who aimed to replicate the twiactor theory in different situations, found the typology and relative
importance of factors to be different than in He
Chang, 2020; Tamosaitis & Schwenker, 2008)s study investigates the effect of a tight labour market

on the typology of factors, artle relative importace of Herzberg factors (1959) fiub satisfaction.
Thetightness in the labour mark€ELM) in this studywasused as the independent variable. Thi

influences themportance of Herzberg factors for job satisfactitime dependent variable. Thigidy

compareshe typologies of factors, aritle ranking of relative importance in a tight labour market to

the initialwork of Herzberg (1959). Figure 2 displays the concepnadel

Rantz (1996) and Thant and Chang (20&bdied the influence of wfactor theory factors on job

satisfaction and job dissatisfactionspecific situationdn both studies, the resuligere different than

in Herzber gbs ((R&nhtz,9996; dhamnt & iChaag, 202@nd dould thus differ in

typology as motivabnal or hygiene factorThis indicates that different situations influence the

typology offactors, and a change of typolograstherefore also expected ihe situation of a tight

labour market. However, the lack of literature on the behaviour of Hggdber ( 1 9 Sehyesa act or
gap in knowledge, resulting ino expectations on how the typologies could chardygpothesisl

expects a change in typologyr some factors

Hypothesis1: second sub research question
H:0 There is no change atassification of motivational and hygiene factors in a tight labour market.
H:1 There is a change in classification of motivational and hygiene factors in a tight labour market.

Although a research gap that combines TLM and thefaetor theoryis preset, existing literature

could suggedtowthe behaviour of factorshangen a tight labour marketn times of labour shortage,

a high labour turnover can be highly dysfunctional for companies (Ketdgl, 2023). In addition,
workers are more likely to quit their job when many alternatives are available (Rubenstein et al., 2018).
The job satisfaction of employees is frequently researched in combination with employee turnover and
often shows correlain, which is why studies frequently use it as a predictor of turnover (Korder et al.,
2023).Lesser et al. (2003) found employers in tight labour markets to be highly responsive to employee
demands, whicknablesemployeego increase thetlemandsChangng employee demands can cause
shifts in what employees' value in their jobs, and what they will ask from their employers (Suciu et al.,
2022).Increasing job satisfaction @alary, working conditionsand thepersonal lifeof the employee

could increaseecruitment and retention of employees in the current tight labour market situation
(Hegyes and Feketearkas, 2019).andry et al. (2017) found thaalary, achievemenandrecognition
becomes increasingly more important for employers to recruit and retain in a tight labour #arket.
study of Brunow et al. (2022) also suggested a relation between a tight labour markataayd
demonstrating that the tight labour market explained wageth in GermanyiHypothesis 2 expects a
changeeldive importance for jolsatisfactiorfor some factors.
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Hypothesis2: third sub research question

H:0 = There isno change observdd the relativeimportance of Herzbefg $1959) factors for job
satisfaction in a tight labour market.

H:1 = There ischange observeth the relative importance of Herzbefg41959) factors for job
satisfaction in a tight labour market

Tightness in

labour market

Motivational Factors
Achievement
Recognition

The work itself

Responsibility

Advancement
Growth

‘lllllllllll

o/ \

Hygiene Factors Job satisfaction

Company policies
. Supervision - technical
. Relationship - superior

. Working conditions
. Salary >

. Relationship - peers \ /
. Personal life

. Status

K Security / Measured with: H1: Typology
\ H2: Ranking )

Figure 2 Conceptual model
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3. Research design

This studyinvestigatel howtherelativei mp or t an c e (DO59)twbdactar theory pétas for

job satisfactionand the typology of those factois influenced by théightness in the labounarket.

In Figure 3, the overall research design is shoWme researchvasdescriptive, aiming to discovermat

the impact of a tight labour markiston the typology andrelativei mpor t ance (@9%9) Her zbe
two-factor theoryfactorsfor job satisfaction

The reseathwasdesigned according to a tvatage approach with a deductive point of view. The first
stagewas conductedthrough literature and theories about the motivational and hygiene fadtors
Freder i ck (1999 twafactontigdrysThe second stageas conducted tdestthe results of
the first stage througasurvey. The survewas distributed amongmployeesn the Netherlandsand

was a crossectond study representing the situation in 20Zhe reportvas classified as ex poicto,
meaning the researcher only repdmwhatwas happening with no control over the variables considered.

Figure 3: Theresearchmodel
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4. Methods of data collection and analysis

A literaturereviewwasperformedto get a broadinderstanding of the twiactor theory by Frederick
Herzberg (1959)The twoafactor theory serves as a tool to measure job satisfaction of employees. On
the basis of the twéactor theorya surveywas createdThe survey aims at providing @ato be
guantitatively analysed. By using a survey as a methqgdantitative approach can be implemented as
analysisThe surveywasdistributed among employeesprofessions witlvarious degrees dightness

in the labour marketin Table 2 the subresearch questions with required data and methods of data
collection are displayed

Table 2:Research questions attte correspondingata collection methodssed.

Required Methods of
# SRQ 9 Source data
data .
collection
Wur
What is the rel(®9%%:1 Library,
. . . Secondary
1 two-factor theory factorfor job satisfaction Scopus, Desk researct
. . data
in a tight labour market Google
Scholar
To what extent does Herzber{l959)
distinction between motivational and Desk researct
2 . . R ndents - ntitati
hygiene factors apply to tight labour Survey data Respondent: - Quantitative
survey
markets?
To what extent does labour market tightn
influence the relative importance of Desk researct
o . . R ndents - ntitati
3 motivational and hygiene factors for job Survey data Respondent inriginve

satisfaction?

SR&sub research question

4.1 Literature review

The literature reviewvas performedto get insighin the motivational and hygiene factors of the two
factor theory. Understanding #e factors was essential to create the survey questions in a
comprehensive way:rederick Herzber@l959)hadcreated his factorsut of his interview codes, so
theseinterview codes had to be carefully interpreted before the creation of survey questions.
Furthermore understandinghe factors correctlyvasvital for interpretng the survey results and to
provide newinformation on he subject.A literature search was conducted in Scopus using the
keywords:"Herzberg" AND ("two factor" OR "twdactor" OR "dual factor") AND (motivational OR
hygiene OR motivat* OR mover) AND "job satisfaction". The search gawe&rch result§ papers

were excluded due to not being written in the English langulyeapers were excluded on basis of
the abstractA total of 19 papers were included in this study. Additionally, this paper made use of the
snowballing techniqueGoogle Scholar was used when via the snowballing technique an article was
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found which was not available on other scientific search englesstudy of Herzberg et al. (1959)
was made available on Google Books.

4.2 Survey

The goal of the survewas to quatitatively testwhat effect a tight labour markbss onthe typology

of Fr eder i ¢ k(199Btwozduter thgobfactors, and its relative importance for job satisfaction
Paragraph 2.1 describeghe study population and the sampling metipadagraph 2.2 describes the
method of survey constructipparagraph 2.3 describes thgurvey distribution methg@nd @ragraph
4.2.4 elaborates othe data analysis.

4.2.1Study population & ampling method

This researctstudiad Dutch employees. An employaes defined as a person employed for salary by

a single employer. Excluding freelancers who work on assignments for multiple empi@gedsne

to increasehe validity in this study.The respondent must work for at least Daits a week, so only
parttime and fulltime employees were included. A common situation of a person working less than 16
hours would be a student with a side job. However, a student's perspective on a job often differs a lot
from that of a fulltime employe (Oltmanns1999. To limit confounding effects, persons working less

than 16 hoursvere excluded.

Datafrom professions witlvarious degrees difghtness in the labour mark@iLM) wererequiredto

see the effect of the tight labour market on emplggbesatisfaction. In order to fulfil the need for a
comprehensive data set, the researcher should be aware of where the labour shoagdeddchot
appear. With this information, the researcheewwhere to distribute the survey. Tlanployee
Insurance Agengyin Dutch Uitvoeringsinstituut Werkemersverzekering€dWV), is a Dutch
government agency responsible for administering employee insurance schemdsWVYhealso
monitors the TLM by tracking vacancies in professions and sectbine UWV then assgnstension
scoresto different professions and secttiat explain thaightnessin that particular labour market.
This study use thetension indicatormade by the UWYin which these tension scores are displayed
(UWV, 2022). The data set of theost recentenson indicatoris shown inTable3 in Appendix 3 As
respondentsvere randomly selected from within selected sectors, the sampling method of this study
was stratified samplingThe sample size was calculated by using G*Power, a saiggealculator
(Faul et al., 2007). The researcher argued a larger effect size is taken into acoessdradime and
lack of fundingconstraints decreases the numberegfuiredparticipants in the study. For a simple
linear regression, a large eftesize of 0.35 (large) , alpha of 0.05 and power 860equires40
respondents (Faul et al., 2007).

4.2.2 Construction of the survey

The survey consiet of an introduction explaining the anonymity of the data and the ethical
considerations of the researcher wipeocessing datd&our questionsvereasked which can direct in
inclusion or exclusion of the respondent in the rese&mir.questionsvere aske on as-point Likert-
scale to measure the tightness in the labour market for the specific occupation of the resfsolagént.
31 statements onmpoint Likert-scale were presented to the respondém. survey included no open
guestionspecause of suey length concerndow completion rateanddata analysis challengeEhe
constructed survey can be found in Appendix 2.
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As explained in paragraph 4.2.hig study studies only employesbko work at least 16 hours a week
as he study populatiowereparttime (1632 hours a week) and fulltime (>32 hours a week) employees.
To let only fulltime and parttime respond to the survey, one questasnadded which askl the
respondent on their employment status. When a respon@srexcluded, the respondent receaive
message with explanation and the sumeg ended.

This study focused on employees, who were defined as individuals emplogesirmle employer.
Selfemployed individuals, those working for multiple employers, or tlwg#gout an employer were

not included in the study. It was necessary to exclude people who had multiple employers because they
might have different work dynamics and might include freelancers, who weren't in the target population.
Furthermore, A study oZickar et al. (2004) demonstrated that consistency between attitudes for
primary and secondary employment is low. To increase the change that experiences and perceptions of
the respondents align with the study population, and to decrease the changewfdiogffactors,

persons with multiple jobs were excludédfiltering question was added to the survey to guarantee

that only respondents who had one employer were included. The survey excluded respondents who
didn't fit the criteria and gave them an extion for their exclusion.

In order to test the differences betwéaedifferent levels of tightness in the labour markedr Likert-
scale statementsere presented to the respondent. These four statemermd ttesttightness in the
labour market for the specific position of the respondafdrmation a the group specifics is included
in paragraph 4.2.4.

The survey exigtdof two main forms of questions. The respondest asked to respond to statements

on a5-point Likert-scale, tesear e r ef er r ed t dheastatemértshserve gottemsttsegbme nt s
research question Bhe statements were presented in a random order, to decrease the anchoring effect
(Hitczenko, 2013)The respondenivas also asked toesmpnd totwo multi select multiple choice

guestions, which clas#d the factors into motivational and hygiene factdrisese are referred to as
dnultiselect questiorfisThe multiselect questions serve to test sub research questions 2.

The statementwere created to teshefactorson a deeper level, namely the interview codes Herzberg
(1959)used to create his factors. These statenveats based on the interview codes Herzlé&H9)
has used for the motivational and hygiene facttierefortheytesedthe factors in a deeper meaning

than themultiselect questionshe questionsvere phrased as folloget Al find it . .this
have acertain factorat my | ob 0. Tedietherinepsriareenal that dertain testadtor.
Thecertain factorwas tested by a statement based on Herfberg ( ibt&nbe® fodesT he fimy j obo

partwas aimed to be interpreted in a general way, adny current jold or a (potential jold The
statements belonging to motivational and hygiene fastere phrased in a similaway, to prevent
framing. The results of the statementaild be used to create a ranking, whiatuld be seen as a
ranking ofrelativeimportance of a factgob satigaction. Job satisfaction in this meaning ewigthe
increase of job satisfaction or the prevention of job dissatisfactiors this questiorrould not
distinguish motivational factors from hygiene factors

The multiselect questionsgere created to werstand which factors could be classified as motivational

or hygiene factors in a tight labour market. Testing whether a tight labour marketdratiite of

factors between motivational and hygiene factorgmiportant to know when usinthe theory of
Herzberg (1959)The motivational factorgere found by asking a respondent what factors motivates
them in their job. Hygiene factors are found by asking which factors would cause dissatisfaction if they
would be absent in their job. Tm@mberof times these factomsere selected by the respondec#s
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be used to create an order of importance for motivational or hygiene factors. This question has the
strength of classifying betweemotivational, or hygiene factors, but has the weakness of only
containing literal translations tiefactors and lacthe deeper meaning of the interview codes Herzberg
(1959)used when creating the twactor theory factor§Herzberg et al., 1959)Both survey question
methods hd strengths and weaknesses, as is display@dhie4.

Table4: Srengths andveaknesses of survey question methods.
STRENGTHS WEAKNESSES
Teskdthe interview codes by Could nottest which factors
Herzberg(1959)by asking  were motivational factors anc
STATEMENTS multiple statements based o which arehygiene factors.
those interview codes.

Teskedwhich factorswere TeskdDutch translations of

motivational factors and He r z b(@959)féckwors
MULTI SELECT whichwere hygiene factors ir without letting the responder
a tight labour market respond to the deeper

meaning of thee factors.

As seen infable4, the strengths of each method compermktite weakness of the other method. The
multiselect questionwere first used to test whether factors have shifted between being motivational
factors and hygiene factorEhe factorsvere classified to motivational or hygiene factors according to
the number of times the respondents hamed them imthiselect quesons. After the factorswere
classified, the relative importance of the factors determined by the statemasnised to create the
relative importance for the motivational and hygiene factors. The stateweeatased for this because
theyweretestedom deeper | e v(e9b9)factbrs(tHecintervieve aodes.s

4.2.1.1 Use of Herzbedg&l959)factors

The factors of Heetor theogwer 6eatral(inlttds 5tady. However, not all factors
were included in the survey. The fact@lationssubordinatewas purposely left out of the survey
becauselte researcher aimed to prevarlengthy surveyand with thisthe risk of highdropoutrates.
Furthermore, the researcher reasdnot all employeesauldrelate to this factor, as not all respondents
had subordinatedn addition relationssubordinatevas one of the least important factors for predicting
job satisfactionKlerzberget al, 1959).

4.2.3 Survey distribution

As explained in 4.2,1this study airedto gain at least0 respondents to the survejhe study use
stratified sampling in order to attain responde
labour market. As the studgquiredrespondentsf various degrees dfghtness in théabourmarket,

a representative population per gravgsneededConsequently, thiensionindicator of theUWV was

usedto get a sense of the professions with tightness in the labour market of the specific profession
(UWV, 2022). The tensionindicator was only used as an indication of tightness, the surigyaok

include a question asking the specific profession of the respondent. This is because the study examinates
the influence of tightness in the labour market on Herzbg§s9)factors, and not the influence of a

speci fic pr of e £95D)tactorsMWithinhrefessidne a différence tightness in the
labourmarket can occur, for instance between different employers.
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The survey was distributed in different LinkedIn groupekedin is a social media platform aimed at
work relations and maiahance of business connections. LinkedIn has numerous designated groups, in
which users wh similar professios are clustered to receive relevant professional news. The survey
was distributed in certain LinkedIn groups according to some requirements; tRiestension

i ndi ctansianrsdbre of a certain professiwas relevant to include the profession in the survey.
Second, a relevant LinkedIn group must exist. Third, the administrator of the group must approve for
t he r es e aptotesondoghe suaveyl If these stepgre taken successfully, the responses

of the members of the LinkedIn growgre included in data collection.

4.2.4 Data analysis

The questionstestiHe r z b e r g 6 sfactorithedsydactors witlo the method of @éint Likert
scale. The choice for 5 points on the Likert segdschoserto be able to compare the results to similar
studies, as similar studies made the same choice (Sanjeev & Sbitga,Kimar, 2022). With this
method, the respondents raakhe factors ormportancefor job satisfactionThe datavascollected
with Qualtrics and analysed with SPF®r studyingthe changeén classification of motivational and
hygiene factorsn labou markets with high or low tightnesthe respondents were dividedhigh or
low TLM groups The groups of high and lowightness in the labour markevere constructed
combining four Likert-scale questiongegardingthe respondents perception of tieM in their
profession, in to the variabkgghtness in the laboumarket The average score on theggestions
assigned respondents in a group with H@gko 5)or low (1 to 3.75 tightness in the labour market

A linear regression was performed to measure the influence of a tight labour market on the importance
of Herzber@ €1959)factors for job satisfactigmnd with the output the ranking of relative importance

was constructedrhe independent variablgeasthe tightness in the laboumarket and the dependent
variable was the importance ofactors for job satisfactionRegarding the ranking, the following
calculations were mad&he general regression model equation was Y = b0 + b1*x. The constant (b0)
was tle mean score of the particular factor with zZ€tdv. As all sectors show some tightness, low

TLM was expected as minimal tightness in present labour markets (UWV, 2022igfthess in the

labour marketof the respondent variated between 1 (low) to §h(hiightness in the laboumarket

The factors were ranked on the mean score in a low tightness and high tightness labour market. The
ranking of factors in a lowightness labour marketas calculated per factor by Y=b0+b1*1, while the
ranking of hightightness in the labour marketas calculated per factor by Y=b0+b1*5.

Table16 (Appendix5) displays the percentage of each factor named as a motivational or hygiene factor

in Herzber gbs ( 18 @mpendixsesanesaprthede perc@ntapelipés to create a
ranking of relative i mportance of Herzbergbs (19
(1959) original study. The influence of factors as a motivational and hygiene factor is summed up
together for sake of comparison sasne factors could have changed of typology (Herzéieafy 1959)

Therefore, the mean scores of factors in a labour market with high or low tightness (this study) are
compared to the percentage points assigned by Herzberg (1959) to the influence ref dacto
motivational and hygiene factors in his original work.

Both reliability and validity were assessed. To
been performed in SPSS. A Cronbachoés diemha abo
Cronbachés alpha above 0.8 indicates good relial

be carefully transferrddcfoomtheoebhpern®dst hi B9 559t
questions. For this, the interview codes used by Herzly 6 s ( -1a®tdr ¢h¢ory weveoused in
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constructing the survey questions to increase content validity. Extensively piloting the survey among
subjects in the study population to increase interpretability of the survey questions contributed to
content \alidity as well as construct validity(inivasan, Srinivasan & Lohith, 2017)
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5. Operationalization of key concepts

To answer the central research questioi

Central research question

Wh_at_ eXt?nt do _ _l'éTo what extent do Herzb
motivational and hygiene factors explain jg hygiene factorsexplain job satisfaction in tight labou
satisfaction in ,ttheq markets?o

conceptsvithin the research questionsed to _
be operationalizedto quantify relevant| StPesearch questions:

1. Wh at is the r el ev anrfacter
variables The main subjects to study afee | theory factors for job satisfactidn a tight labour market
tightness in the labounarketandthe relative
importance of motivational and hygien 2 Tp what extent doeg Herzberg's (1959) distinqtion ket
factors for job satisfactianThe tightness in 22:"2’;22”"’“ and hygiene factors apply to tight labg
the labour market was tested by the
interpretation of the respondent. TH 3. To what extent does labour market tightness influence]
respondents have deep knowledge of th relative importance of motivational and hygiene factors for
functionthey practice and are most aware | Satisfaction?
their negotiation power in their profession.
Therefore, the respondenasasked how tight they feel the labour market for their professidris.
concept ofthe relative importance of motivational and hygiene factorsjob satisfactionwas
measured by the use of v(a99twol laecs oirn tthheeo rfydrsm moft i
hygiene factors. These factors have been used in research to measure job satisfaction and can also be
used to measure the chamgjipreferences in a specific professidhe specific part oimportancewas
measured by ranking the factors on a scale of importdieeyvariables in need of operationalisation
are found within the relevant (sub)research questimhare displayed ifable5.

Table5: Operationalisation of key concepts.
Concept Variables Measured on
Tightness inthe  Measure offLM of the respondents profession, as
labourmarket interpretation by the respondent.
Her z b(@9%59
two-factor theory

5-point Likert scalé

Six motivational anchinehygiene factor¢Herzberg 5-point Likert scalé

factors et al., 1959)explained inTable6. Multi-select questions
L pbint Likert scales ranges from 1= not i mportant to 5 =
Table6:Oper ati onalisation of Herzbergbs (1959) factors in the
Factor Survey question Measurement
| find it € that my work has an impact. Importance on a-5
Achievement | find it € to see the results of my work. point Likertscalé
Achievement reaching goals Multi-select questions
If i nd feteiveéecogndion for my work Importance on a-5
Recognition If i nd it eréployefackriowledgesny work point Likertscalé
Recognitioni appreciation Multi-select questions
I find likemygobt hat | Importance on a-5
Thifs\gl?rk I find it é that my wor pointlLikertscaléd
The work itself Multi-select questions
Ifindit é to have promot i olmportance ona-b
Advancement Co
company point Likertscalé
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[findité to be able to move
more responsibilities
Promotion opportunitiesfuture prospects Multi-select questions
Ifindi t é to be able to | (Importanceona-S
Possibility of | find i t e t hat my empl oyer point Likertscalé
growth opportunities

Development opportunitisspersonal development

Multi-select questions

I | i k eavaraspbnsiblity at work

Importance on a-5

. I find it e that 1 can point Likertscalé
responsibility _work
Responsibility Multi-select questions
[findi t ¢ to work for a con
reputation Importance on a-5
Company Ifindit € that the company point Likertscalé
Policy and  Personnel policy
administration _!findité t o agree with the
Company policyi personnel policy Multi-select questions
If!nd! t e to have a skil!l Importance on a-5
Supervision- I findi t ¢ to have a manag oint Likertscalé
tgchnical employees equally b
Competence of supervisor{sequal treatment of : .
Multi-select questions
employees
Ifindité to have a good re
_ _ . Importance on a-5
Relationship— SUPErvisor : point Likertscalé
superior Ifindit € that my supervisao
Relationship with your manager Multi-select questions
Ifindit €& that | have a ni Importance on a-5
Worl_q_ng Ifinditée that | don't have point Likertscalé
conditions _or dangerous work
A pleasant working environmentvorking conditions  Multi-select questions
Ifindité to earn a high sa
Salar ifindi t & that | have the [MPONanceon&s
y my employer P
Salay Multi-select questions
Ifindité to function as a Importanceona-b
Relationship— Ifindi t € t o have a good r e pointLikertscalé
Peers relationship with colleagues Multi-select questions
Ifindité to have a job tha
my personal life. Importance on a-5
Personallife !findi t € t o have a job t ha pointlLikertscalé
impact on my personal life
Good worklife balance Multi-select questions
I _ f_ [ nt@t my job gives me some form of prestig Importance on a-5
Status Ifindi t ~e to get extras wi oint Likertscalé
telephone, etc.) P
Status- prestige Multi-select questions
: Ifindi té to have a j ob wh e Importance ona-5
Job security

about losing my job

point Likertscalé
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Ifindit é that my employer
for the future

Job security Multi-select questions
English transl atiopendioxi gi nal in Dutch in Ap
L' 5poiLitker tr amdyaelsens 1= not i mportant to 5 = very important
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6. Results

The goal of the survewas to quantitatively test what effect a tight labour mahiestonthe typology

ofFr eder i ¢ k H etwozfduterthgobfactors, arel BsIe)ative importance for job satisfaction

The study aimed to do this by answerthgeesubresearchjuestionsThe first sutresearchjuestion:

i Wh at i's the r el(l®ypwodaetor théory Fetarszfdy ply satifactiom a tight

labour mark2 6 was answer ed by dtherdawosub tesearch guestians areeghei e w.
base structure fomti s r esul t section. Sub Toevhat exterdt Hoesq ue st i
Herzberg'§1959)distinctionbetweermotivational and hygiene factors apply to tigiiiourmarkets® .

To answer this questioan analysis of datawas conduct&u b r esearch queT®ti on ni
what extent doelgbour marketightness influence the relative importance of motivatiamalhygiene

factors for job satisfactiol@?To answer this question, a simple linear esgion was performed on the
Likert-scale questions from the survélhe output of te regression analysis was used to create a
rankingof relative importance.

6.1 Descriptives

Table7 shows the descriptive statistics of the perceptive of the respondehtsimportance of certain
factors from F(@¥tecfactorkheddydar thelr phr sgtiéfaction. 44 responses were
recorded in total. The factors were measured with each two, a@drfigpany policy and administration
three, 5point Likertscale (1= not important, 5= very important) questions in the guestionnaire. The
mean scores of the factors ranged from 2 toSt&ushad the lowest mean score of 2.03, thedwork

itself scored highest with a mean score of 4.53. The Standard Deviation (SD) ranged from 0.53 for
supervisiortechnicalto 1.05 foradvancement

Tab7t eDescriptive statistics on the perspect({(Vv¥eb®)f jthle respc

satisfaction. Anpwéms-swakerdilvemodn ianp®rtant, 5= very i mpo
;igtraerg' s (195 Minimum score Maximum score Mean score SD
Achievement 2.50 5.00 4.06 0.60
Recognition 2.50 5.00 4.26 0.69
The workitself 2.50 5.00 4.53 0.57
Responsibility 1.50 5.00 3.99 0.70
Advancement 1.00 5.00 3.00 1.05
Possibility of growth 1.50 5.00 3.82 0.92
Company policy 2.00 4.67 3.73 0.61
Supervisioni technical 3.50 5.00 4.48 0.53
Relationshig superior 3.00 5.00 4.24 0.60
Working conditions 2.50 5.00 3.90 0.74
Salary 1.00 5.00 3.23 0.92
Relationshipg peers 2.00 5.00 4.31 0.77
Personal life 2.50 5.00 4.32 0.70
Status 1.00 4.50 2.03 0.94
Job security 2.50 5.00 4.01 0.69

Tot al numleesmonM)eSa fs= =Stdadndar d Devi ati on
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Tightness in the labour markist a variable measured with the combination of four differepoibit

Likert scale questions, ranging from 1=strongly disagree to 5=strongly agree. 8T tidevariable
tightnessn the labour market is displayed, together with Likegrale questions the variable is composed
of. To balance the number of respondents between the groups of high aightoess in the labour
market participants were divided into two groups basedtmir perceived level dfightness inthe
labour market The lowtightness in the labour markgtroup included 24 respondents who had a
tightness level between 1 to 3.75 in their profession's labour market, while thighigiess in the
labour marketgroup included 20 respondents who reported a tightness level of 4 to 5 in their
professionds | abour mar ket . I n order to ensure
respondents and prevent any overlap in the participants' scores in the two dreup®ups were
classified with a cubff point of the mean score of 3.75 antightness in the labour market

Tab8t eDescriptive statisttcghohesamaalkleds VAmisovenr gscveaste tgh e e
Li keaal el.es(sl t=i ghtness in the | abour market, 5 = more tight
Low group High group
Variable w v v v
N M- M& " Mean sp | N M M8 Mean  sD
score  score score  score

Tightness in the labour market 24 200 375 316 059 20 400 500 439 0.36
Selfassessed labour shortage int -,y o5 540 342 125 | 20 300 500 460 060
specific work field of respondent
Selfassessed replaceability of | )1 g 509 329 133 | 20 300 500 440 060
respondent in their current job
Self-assessed power iregotiation

. 24 100 400 258 0.78 20 100 500 375 121
with current employer
Self-assessed amount of job
opportunities i 24 100 500 333 124 20 400 500 480 041
field

Tot al number (N) of respondents = 44, SD = Standard Devi at

Four Likertscale questions were combined into one variable in order to increase reliability on the
perception oftightness in the labour marketf t he respondent s agwlyof essi
combined variablé tightness in the labour marketwas lower than the SD of the individual questions,

what indicated less variability around the mean. T8ldisplays the mean score, standard deviation,

and standard error of the mean on the importance of Hezl§8H9)factors on job satisfaction of

both groups with high and lotightness in the labour market
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TabdtMean, sdeawidatridons (SD), and standard error of mean ( SEM]

the | abour mar ket ondétlh%eb & gnipoorrst aonnc e oobf sHaetrizsbfearcgt i on .
Herzberg factor Mean LOWS(ND:24) SEM___ Mean Highs(g:m) SEM
Achievement 4.02 0.68 0.14 4.10 0.50 0.11
Recognition 4.21 0.72 0.15 4.33 0.67 0.15
The work itself 4.44 0.70 0.14 4.65 0.37 0.08
Responsibility 3.94 0.70 0.14 4.05 0.72 0.16
Advancement 2.73 1.07 0.22 3.33 0.95 0.21
Possibility of growth 3.60 0.99 0.20 4.08 0.78 0.18
Company policy 3.69 0.65 0.13 3.77 0.57 0.13
Supervisioni technical 4.54 0.49 0.10 4.40 0.58 0.13
Relationshig superior 4.04 0.66 0.13 4.48 0.41 0.10
Working conditions 3.96 0.74 0.15 3.83 0.77 0.17
Salary 2.96 1.03 0.21 3.55 0.67 0.15
Relationshig' peers 4.29 0.81 0.16 4.33 0.75 0.17
Personal life 4.38 0.70 0.14 4.25 0.72 0.16
Status 1.79 0.72 0.15 2.33 1.10 0.24
Job security 3.90 0.74 0.15 4.15 0.63 0.14

Tot al number (N) of respondents = 44

SD St andard Deviation, SEM = Standard Error of the Mean

In the hightightnessin the labour markegroup, respondents placed more importance on all factors
exceptsupervisiontechnical( €=4.4),working conditiony €=3.82), andpersonal life( €=4.25) than

in the lowtightnessin the labour markegroup (€=4.54; £€=3.96; and €=4.37, respectively). Some
notable differences in means between the high/low groupslaaamcemeribigh £=3.32; lowe=2.73),
possibility of growth(high £=4.07; low £€=3.60),relationshipsuperior(high £=4.47; low £=4.04),
salary (high €=3.55; low £=2.96), andstatus(high £€=2.32; low £€=1.79). However, no statistical
significant differences between the groupse proven. The standard deviation diffger factor and
high or low group from 0.37 to 1.09. This implies the variability of dedavery different per factor
and group. The standard error of the mean deviates between 0.08 and 0.24.

6.1.1 Reliability score

To assess relilaphaitegl i &biolnibaxy htesta has been per
0.829, what indicated good reliability (Bland & Altman, 1997).

6.2 Typology of factors

This section presents the f i nTdwhatgedentrdeddeszbethgsng t he
(1959) distinction between motivational and hygiene factors apply to tight labour méarkets?F o r
answering this sub research question, no statisticaw@sperformed instead an analysis of the

collected datavasconducted

Frederick Herzberg (1959) recorded the number of tenespondent in his reseanthmeda certain
factoras a positive or negative influence on job satisfaction. With this information, he classified the
factors as motivational factor or as hygiene factor (Appendtiglye 1). This studwglsorecorded the
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frequency that the survey respondents have reported a factor to be a motivational and/or a hygiene
factor. A multiselect question waskedo measurevhat factors would motivate the respondent in their

jobs (motivational)anothermultiselect question was provided to measure what factors would make the
responded unsatisfied at their job if the factor would be missing (hygiene). With this information, a
possiblechangeof factors between the motivational and hygiene classification could be noted.

Table D showsthe numberof times a factomwvas named by respondents to be a motivational or a
hygiene factorln this researchhefactors were classified themotivational or hygiene classification

in which they were counted mo3table 10 gives information on which factawsuld be classified as
motivational or hygiene factors in the 2023, as a combination of all degrees oésigimirthe labour
market(TLM). The current motivational factoecording to the resulege Achievementecognition

the work itself responsibility advancementpossibility of growth supervisioatechnical salary;,
relationshippeers personal life andjob security The current hygiene factoexcording to the results
are:Company policy and administratipandrelationshipsuperior The factorsvorking conditiongnd
statuscould belong to both motivational factors as hygiene factors as the counted times are even across
the categories.

In addition to classifying factorss motivational or hygiene factors, the resultSable 10also indicate
whichfactors are counted mdstbothcategoriesThe motivational factors thatere counted most are
personal life(36), relationshippeers(33),the work itsel{32), andworking condition§32). Thefactors
counted most as hygiene factarare working conditiong32), Relationshippeers(32), andpersonal
life (31).

Table D: Number of respondents that associated a factor as a motivational and/or hygiene factor, determined with a
multiselect questian

Counted as motivational

Herzberg factor Counted ashygiene factor

factor
Achievement 12 7
Recognition 31 28
The work itself 32 28
Responsibility 20 16
Advancement 9 6
possibility of growth 23 16
Company Policy and administration 15 19
Supervisiori technical 19 18
Relationshig superior 13 17
Working conditions 32 32
Salary 21 19
Relationshig peers 33 32
Personal life 36 31
Status 1 1
Job security 15 14

Total number (N) of respondents = 44 for both motivational and hygiene factors
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As thetightness in the labour market the respondertiould also havéhadan impact on the findings,

the number of counts is classified per high and tigivtness in the laboumarketgroup inTable 11.

The most important motivational factors in a low tightness labour markeeesenal life(21),working
conditiony(19), andrecognition(18). In a high tightness labour market, the most important motivational
factors areThe work itsel{16), relationshippeers(16), andpersonal life(15). The same trend occurs

for the hygienefactors. The most important hygiene factors in a low tightness labour market are
personal life(19), relationshippeers(18), andrecognition(17). In a high tightness labour market, the
most important hygiene factors ai&orking conditiong17), relationship-peers(14), andthe work

itself (15). A noteworthy dissonant in the datasthe factorstatus whichwas counted only one time

a motivational factor, and one time as a hygiene factor.

The factors do not only change importance whercthieentlabou market becomes tight, factors also
variate in classificationTable 1L shows when a factor changes between the motivational and hygiene
classification when théghtnessin the labour markebecomes highThese factors are highlightéa

Table 11The change from low tightness to high tightness groups in the labour market in 2023 can be
interpreted from the resulihe factorsadvancementvorking conditionssalary, andjob securityturn

from motivational to hygiene factovghenthe labour marketn 2023becomes tightOn the contrary,

the factos responsibilityandrelationshippeerschangegrom a hygiene factaio a motivational factor

when the labour markat 2023becomes tight.

TablLé&uimber of respondkeertzsh arifgtS &scgtsoorenioa t et & on a l and/ or hyg
hi g

determined with a multiselect guestion, .and divided in i I
Motivational factor Hygiene factor
Herzberg factors
Low High Low High
Achievement 7 5 2 5
Recognition 18 13 17 11
The work itself 16 16 15 13
Advancement 6 3 2 4
Possibility of growth 12 11 5 11
Responsibility 9 11 10 6
adminisuation | 10 5 1 8
Supervisiori technical 11 8 11
Relationshig” superior 6 7 8
Working conditions 19 13 15 17
Salary 13 8 9 10
Relationshig” peers 17 16 18 14
Personal life 21 15 19 12
Status 0 1 0 1
Job security 9 6
Tot al number (N) of respondents = 44, N Low = 24, N High =
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However, the sub research question questions the change between the original classification of Herzberg
(1959) and the classification of a tight labour market. As displayed in Tajs@me factors belong to

a new classification in the result of this studomparing to the results of Herzberg (1959). Comparing

to Herzber gbs (supersidoptectnicahrslaionshippears andpersonal lifehave

shifted from hygiene (Herzber959 to motivational (current study) factors in a tight labmarket.

On the contrary, the fact@dvancemenbecame a hygiene factor (current study), as it used to be
classified as a motivational factor (Herzbet§59 in a tight labour market.

Tablke Typologweofzb@®ag®dr study and the current study

Herzberg’ s | Currentstudy s resul ts
o : Motivational Hygiene
Motivational Hygiene Cow High Low High
Achievement | CompanyPolicy & | Achievement Recognition Responsibility  Company policy
administration & administration
Recognition Recognition  The work itself | Company policy
Supervisiori & Relationshipi
The work technical Thework itself  Responsibility | administration superior
itself
Relationshig Advancement  Supervisioni Relationship Working
Responsibility superior technical superior conditions
Possibility of
Advancement Working growth Relationshipi Relationship Salary
conditions peers peers
Possibility of Working Job security
growth Salary conditions Personal life
Advancement
Relationshig Salary
peers
Personal life
Personal life
Job security
Status
Job ecurity
I nconcobws b upetkevcihsniiocnal , st atus
I nconcl usive High: status, achievement, possibility of gro\

6.3 Ranking the factors

This section presents the fi ndowhgtextentedoes labburng t
market tightness influence the relative importance of motivational and hygiene factors for job
satisfaction® For answering this sub research quest@rsimple linear regression analysis was
conducted to examine the influence oightness in the labour marketn t he i mpor t ance
(1959)factors on job satisfactignandto create a ranking of relag importancef factors.

The assumptions of linearity, independence, homoscedasticity, and normality were tested for the
regression model. The linearity assumption was assessed by examining the scatterplot of the dependent
against the independent variablThe independence assumption was tested with the Budison

test. Homoscedasticity was checked with a scatterplot of the residuals against the predicted values,
while the normality assumption was checked with normal probability plots. There wasito cbeck

the multicollinearity assumption as the analysis included only one independent variable.
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Several of the dependent variables showedImear relationships with the independent variable,
according to the findings of the initial linear regressianalysis. In order to address this, a new
regression model was created by subjecting these variables to an exponential transformation. The
scatterplots of the variablesalary, relationshipsuperior, and the work itselfshowed that the
exponential transformation improved the linearity of the relationship between the independent and
dependent variables. The new model's coefficient of determinatisgu&ed) rose from 0.072t0 0.116
(salary), 0.060 to 0.065rélationshipsuperiol), and 0.060 to 0.07QHe work itself, demonstrating a

better fitof the data. The transformed variables also significantly improved their association with the
independent variable, as evidenced byajfues falling from 0.077 to 0.0234lary), 0.108 to 0.094
(relationshipsuperioh and from 0.108 to 0.084 fdhe work itself These results indicate that the
exponential transformation was an effective method for enhancing the correlation between these
dependent variables and the independent biaid he assumption of homoscedasticity was checked
with scatterplots of the residuals against the predicted values. The patterns in the scatterplots did not
indicate a violation of homoscedasticity most factors. The fatétmswas the only dependentnable

which indicated homoscedasticity. However, transforming the variable exponentially increased
homoscedasticity for this variable to an acceptable level. Normal probability plots were used to check
the assumption of normality. For all factors the agsion of normality seemed to be passed, as all
normal probability plots showed the residuals to follow a reasonably straight line. However, the
ShapireWilk test indicated only one normally distributed fadta@alary. To ensure nonmormality had

no impac on the results, a ngmarametric test without the assumption of normality was performed. The
Spearman Rank Correlation indicated precisely the same significance levels as the parametric simple
linear regression analysis. This suggests thenoomality ad no impact on the results. The output of

the Spearman Rank Correlation is to be found in Appentdixtde13.

According to the findingspresented inTable X4, the tightness in the labour marksignificantly
predictedstatusandsalary. The regressiomodel forstatuswas: importance for job satisfaction = 0.81

+ 0.22*(tightness labour market). The regression was statistically significa.(®; F(1,42)=7.18;

p = 0.01). It was found that an increase intthbtness in the labour marksignificantly predicted the

importance of the Factstatusf or j ob s at i sf a cThenooretightbess ofthedabgur p < (
market,the higher the importance ttie factorstatusfor job satisfactionThe regression model for

salarywas: imporance for job satisfaction = 1.82 + 0.14*(tightness labour market). The regression was
statistically significant (R=0.12; F(1,42)=5.54; p = 0.02). It was found that an increase ifilthe

significantly predicted the importance of the Fadalaryfor jobs at i sf acti on @AH= 0. 14
the TLM increases, the factsalarybecomes more important in determining job satisfaction.

Some results were borderline significant, which could indicate a relationship between the independent
and the dependent vable. Borderline significant relationships between tigatness in the labour
marketandrelationshipsuperior, possibility of growthandthe work itselfvere found through analysis.

The regression model forelationshipsuperior was: importance for job satisfaction = 3.50 +
0.05*(tightness labour market). The regression was borderline significan0@RF(1,42)=2.94; p =
0.09). The regression model fpossibility of growthwas: importance for job satisfaction = 2.58 +
0.33*(tightness labour market). The regression was borderline significa@.(08; F(1,42)=3.74; p =
0.06). The regression model fohe work itselfwas: importance for job satisfaction 375 +
0.05*(tightness labour markefjhese findings suggest thagh TLM mightresult in an increasaf the
importance of the factorselationshipsuperior, possibility of growth andthe work itselffor job
satisfactionlt should be noted that these results are marginally significant and may indicate a trend
towards a meaningful association between the two variables even thoughetiie plid not reach the
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conventional level of statistical significance (p < 0.05). Ttyfekplore the potential effects, additional
research with a larger sample size or a different strategy might be required.

Betweentightness in the labour markeind achievement(p = 0.26), recognition (p = 0.52),
responsibility(p = 0.79), advancemen(p = 0.26), company policy and administratiop = 0.60),
supervisiortechnical(p = 0.39),working conditiongp =0.37),relationshippeers(p =0.78), andob
security(p =0.89), no statistical significant association were discovered.

TabWhe Slimple | inear regression anal yst biemptohretffaenfcfeaoaots dfort ij @l
satisfaction.

_ Model Summary Parameter Estimates
Dependent Variable .
R? F dfl df2 Sig. Constant bl
Achievement 0.03 132 1 42 0.26 3.56 0.13
Recognition 0.01 042 1 42 0.52 4.59 -0.09
The work itself 0.07 314 1 42 0.08 3.75 0.05
Advancement 0.03 1.32 1 42 0.26 2.14 0.23
Possibility of growth 0.08 374 1 42 0.06 2.58 0.33
Responsibility 0.00 0.07 1 42 0.79 3.85 0.04
Company policy and
administration 0.01 027 1 42 0.60 3.45 0.06
Supervision technical 0.02 077 1 42 0.39 4.81 -0.09
Relationshig superiot 0.06 294 1 42 0.09 3.50 0.05
Working conditions 0.02 083 1 42 0.37 4.38 -0.13
Salary 0.12 554 1 42 0.0 1.82 0.14
Relationshig peers 0.00 007 1 42 0.80 4.45 -0.04
Personal life 0.01 034 1 42 0.56 4.61 -0.08
Status 0.15 718 1 42 0.0r 0.81 0.22
Job security 0.00 002 1 42 0.89 3.94 0.02
IExponential transformation for linearity
Exponential transformation for homoscedasticity
*Signiwa camceat p O 0.05, significant values are indicated
RR= R squared, df = degrees of freedom, Sig. = Significance,

Using the results of the regression analysisrking of relative importanceoald be constructed. As
Frederick Herzberg (1959) instructed his reader§ hh e mot i v a fuithermesetaroh waso r k 6 ,
needed to explore the relative importance of the motivational and hygiene factors in a sipeatifin.

The results of the regression analysis can gisightson the factors in the situation of a tight labour
market.Table 5 displays the rankings of relative importance of factoralabour market with high
tightness, and a labour market with loightness.The calculation of the factors in the rankiigg
explained in paragraph 4.2.4.
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Table B displays the rankingsf eelative importance of Herzberg factors in labour markets with high
or low tightnessSupervisiortechnicalranks most importaran both rankingswhile salaryandstatus
rank significantly lowestPersonal lifeandrecognitionrank high in a labour market witbw tightness

but decrease in importance and rank in a labour market with high tightwegsngconditionswas the
factor with the largest relative decrease in importance when a labour market tightness ir@retees.
contrary,the importance ofchievemenandpossibility of growtHor job satisfactioincreasevhen a
labour market gets tighter.

Some factors can increase in rankéhging an increase in tightnea$en declining in importance, or

the other way aroundRelationshippeersdeclines in importance, whitee factor rises in rankinghe

work itself job security andrelationshipsuperiorincreasen importance, while they are found lower

on the ranking in abour market with high tightnesghe results suggest two reasons for thisstly,
therelative increase and decrease varigtedfactor. Secondly, the regriesscoefficientwasnegative

for the upper five factors ranked in a low tightness labour market. The factors ranking lower than the
top five all have positive regression coefficiemgth increasingly higher positive coefficients when

the factor ranks loer on the lowl'LM ranking.

T ale 15: Ran k ihreggl aotfi ve i mpdotranod shthstamoadonmar ket with high

(1=low,. 5=high)
Herzberg factors Constant bl [Ranking low tightness bO+b1*1 |Ranking hightightness bO+b1*5
Achievement 3,56  0.13[Supervisioritechnical 4.72 |Supervisionitechnical 4.36
Recognition 459 -0.09[Personal life 453 |Relationshig peers 4.25
The work itself 3.75 0.05 [Recognition 450 |Possibility of growth 4.23
Advancement 214  0.23 [Relationship peers 441 |Achievement 421
Possibility of growth 258  0.33 |Working conditions 425 |Personal life 421
Responsibility 3.85 0.04 Job security 3.96 [Recognition 4.14
Com_pany p_ohcy and 345  0.06 [Responsibility 3.89 [Responsibility 4.05
administration
Supervisioritechnical 4.81  -0.09[The work itself 3.80 Job security 4.04
Relationshigi 350  0.05|Achievement 369  [The work itself 4.00
superiof
Working conditions 438 -0.13|Relationshipg superiot  3.55 Com_p_any p_ollcy and 3.75

administration
Salary 182 014 Compgny pohcy and 351 |Relationshig superiot 3.75
administration

Relationshig peers 445  -0.04|Possibility of growth 291 |Working conditions 3.73
Personal life 461 -0.08/Advancement 2.37 |Advancement 3.29
Status 081 0.22|Salary 196 [Salary 2.52
Job security 3.94 0.02|Status 1.03 |[Status 191
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7. Discussion

The twofactor theory of Frederick Herzberg (1959% baenextensivelyresearched in job satisfaction

literature. However, therig alack of literature on the effect of a tight labanarketon the twefactor

theory. Cahill et al. (2015pund that different macroeconomic situations, such as labour shortages,

affect job sasfaction.Herzberg (1959) suggested further research was needed on the importance of his
factors in different situation3.he objective of this studyas to examine the importance of factors for

job satisfaction in the specific situation of aight labou market. This chapter presents the
interpretations on the results of this study in reference to earlier written literature. Sub chapter 7.1
discusses the interpretations on the sub research québtiowhat extent does Herzberg's (1959)
distinction between motivational and hygiene factors apply to tight labour madrkets?Sub chapt er
el aborates on the inter pr eToavhat exterst doesflabduthnearkes u b 1 ¢
tightness influence the relative importance of motivalcand hygiene factors for job satisfaction?

7.3 includes the limitationandrecommendations for further research.

7.1 Typology of factors

This sub chapter elaborates the subr e s e ar ¢ h Togvhat extent does Herzberg's (1959)
distinction betwen motivational and hygiene factors apply to tight labour marets? The di st i nc
must be made between which factors change from H
environment, and which factors change between &M and TLM-high within a modern labour
environment . For i nstance, i f a factor changed
labour market in 2023, this could be caused by the tightngbe labour markefTLM), but also by

the contemporariness of the labour kedr Tablellin paragraph 6.2 displays the results on which the
typologies are based, and Table 12 in paragraph 6.2 shows the typology of factors in different situations.
Figure4 shows how the factors are influenced by time and TLM.

The changed factorsan be classified in four categories. First, the factors which changed from
He r z b(@959study to the contemporary labour market but were not subject to a change by a tight
labour market. This includes only one factpersonal life which changed from hygiene factor to
motivational factor in TLMlow and TLM-high (Figure 4) This study found thapersonallife has
changed classification from hygiene to motivational factoréorgemporaryabour market. Herzberg
(1959) foundpersonal lifeto be a hygiene factor and to be the factor which contributed the least as a
motivational facto(Appendix5, Figurel). Earlier literature suggests thagrsonallife contributes as

a motivational as well as a hygiene factor (Rantz, 1996; Thant & Chaf@). Z&reenblatt (2002)
argued that work/life balance had become more important over time as internet enabled flexible working
for, for example, parents with young childr@ihe results and literature couldisequestions on the
contempordnessrelevanceof He r z b e r gréssits ¢nlifisS&rt)cular factasthe motivational
classification is confirmed in both this study similar replication studies in a more contemporary
labour environmeniRantz, 1996; Thant & Chang, 2020).

Second, the factors which changed from Her zber g¢
changed back to Herzbergds (1959) <classificatior
These factorsinclude responsibility working conditions salary, and job security (Figure 4)
Responsibilitychanged from motivational classification (Herzberg, 1959) to hygiene {[bull to
motivational (TLM-high). So, this study found that both the contemporary environment afdthe



influenced the classificain of responsibility Bundtzen (2020) tested the tfactor theory in a modern
VUCA world, and found responsibility to be a motivational factor. This could be compared te TLM
low, as the modern day labour environmesas tested, but no labour shortagasmentioned in the

work of Bundtzen (2020). The findings of Bundtzen (2020) puts the result of responsibility in a different
perspective, as these results are opposing each other. However, as the study population is different,
crosscultural differences cdd explain such disparate resulsirthermoreworking conditionssalary

andjob securitychanged from hygiene factor (Herzberg, 1959) to motivational factor (lou, to
hygiene factor (TLMhigh). This means both the contemporariness of the labour environment as the
TLM influenced the classification of these factdf¢orking conditionssalay andjob securitycan
increase job dissatisfaction in a low TLM, while it can prevent dissatisfaction in a high TLM. These
factors could have changed over the years to behave like motivational factors in modern labour
environments, while th&LM changedthe classification in a hygiene factor agaithe work of
Bundtzen (2020) can compare the contemporariness as an influence of typology. Bundtzen (2020)
confirms the motivational classificationwbrking conditionsn a contemporary environment with low
labour tightness. Howevesalary andjob securityare classified as hygiene factors, while this study
classifies them as motivational factors in THdv (Bundtzen, 2020). Differences in study population
could explain these differences, for instance secanomic status could explain the importance of
salaryandjob securityfor job satisfaction. The TLM turnsorking conditionssalaryandjob security

in to hygiene factors (Figurd). Employees could gain extra demands when a tight labour market
increaseghe room for demands and this could makarking conditionssalary andjob securitya
precondition for a job, rather than an appealing supplementary aspect (Lesser et allH&63nge

of these factors could be explained with the ideawmaking conditions salary andjob securityare
easilyadapted by the employer whanneed of employees. Employees are worth nsatary when

labour is scarce, and longer contractstapeded to employees with more eflsendry et al. 2017,

Brunow et al. 2022Akomah et al., 2020

Third, the factors which did not change from He
market with low TLM, but changed when the labour market became tight. These factors include
relationshippeersandadvancemenffFigure 4) Advancementhanged from motivational (TLNbw)

to hygiene factor (TLMhigh). Relationshippeerschanged from hygiene (TLNbw) to motivational

factor (TLM-high). The factorelationshippeerswas <c¢cl assi fied in Herzbergb
hygiene factor, howeverhé current study suggests that in a tight labour market the factor has become

a motivationalfactor. Likesupervisiortechnica) the factorelationshippeersacts slightly more as a

hygiene factor than a motivational factorinBldser gés (1959) <cl assificatio
However, the relationship with peers in other literature tends more to the motivational classification
(Bundtzen, 2020; Rantz, 1996). A noteworthy result of this study isetaionshippeerswas oneof

the most influential factors in both low and high tightness labour markets, both as a motivational and

as a hygiene factor. The results of this study as well as the literature suggest the relationship with peers
was influential for increasing job saféction as well as preventing job dissatisfaction (Herzberg et al.,

1959; Bundtzen, 2020; Rantz, 1996). In practice, this could mean that a good relationship with peers
could not only prevent an employee from becoming dissatisfied, yet also could certrimdreasing

ones satisfaction at work. However, this study foraldtionshippeersto be a more influential factor

than in other literature (Herzberg et al., 1959; Bundtzen, 2020; Rantz, ©30#ie contrary, the factor
advancemerttecame a hygiene factor (current studya tight labour market, as it used to be classified

as a motivational factor (Herzbegg al, 1959) Rantz (1996) found little influence, while Thant &

Chang (2020) found no influence of advancement to eithendtvational or hygiene classification.
Tamosaitis & Schwenker (2002) foumd advancemerds a highly influential factor for leaving a

company in the federal factor, and suggessidgancemerntb be a hygiene factorhe reason for this
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switch could behat peoplen a tight labour marketonsider advancement opportunities as something

a job must have. Does the job not contain advancement opportunities? Then the employee will become
dissatisfiedIn a tight labour market, an employee could have more caportunities, what might
increase the need for advancement opportunities

Fourth,thefactorsupervisiortechnicalc hange d f r o(b®59%sridy adachygierie $actor to
inconclusive results in TLMow, and changed to a rivational factor when the contemporary labour
market became tighDue to inconclusive results in TL#bw, this factor was not included in Figure 4.
Howeverbecause the typology of the fact oltM-highanged b
this fador was important for answering sub research questiorSiBervisiorechnical was in
Herzbergds (1959) s tsigdfigantmotivatiornpi cenributiohsa(Appendix 1wi t h
Figure 1). Also, in the current study in tlog tightness in the labour markgtoup the results indicated

even distribution among both the motivational as the hygiene classification. Literature indicated
supervisbrrtechnicalto be able to be classified as both a motivational and hygiene factor (Thant &
Chang, 2020; Rantz, 1996). As 8 people in a high labour market named supdrghitinal as a
motivational factor and 7 as a hygiene factor, results and literatith indicatesupervisiortechnical

to be contributing to both providing job satisfaction, and preventing job dissatisfaction. However, when
interpreting thasupervisiortechnicalwould switch from a hygiene to a motivational factor in a tight
labour maket, one could reason that the competency and fairness of the supervisor can no longer induce
job dissatisfaction, but is now able to increase job satisfaction .In practice, this could mean that the
negative impact of the supervisor on the employee iscext] and supervisors can now increase job
satisfaction by behaving with acts of competency and fairness.

To answer t he s uTo whakeextena doeshHerzpergss(1959) distinétion between
motivational and hygiene factors apply to tight labmarkets® , information on both
the contemporariness of data and the TLM is required. The change betweelowlavid TLM-high
provides information about the influence of a tight labour market on the typology of factors. The change
betweerHer zber gbés (1959) -logvishmsssvhat changet over timeabecduseronl
with this differentiation, the distinction between the influence of time and TLM can be made. 6 of the
15 measured factors changed classification induced by Halary, working conditionsjob security
andadvancementhanged from motivational factor to hygiene facResponsibilityandrelationship
peerschanged from hygiene factor to a motivational fackamhievementecognition the work itself
possibility of growthcompany policy and administratipsupervisioptechnical relationshipsuperior,
andstatuswere not subject to an conclusive change in typolaffigcted by a tight labour market.
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7.2 Ranking the factors

This sub chapter el abor dawha extem doesHaboursmaret tiglenessa r ¢ h
influence the relative importance of motivational and hygiene factors for job satisfaciibis?study

does this byompaimgt he r el ati ve i mportance of Herzbergds
Herzbe gb6s (1959) original n7aim Rgpendix 5 aHows thenielativet a n ¢ e .

i mportance of Her zber gos,andvsssréaledvithalata from Babld16r | o b
(Appendi x 5), extract e dable 15dasectiohé.B of thie stugydisplagsthe 59 ) w
relative i mportance of Herzbergbés (1959) factors
tightness. To answer sub research question 3, th
the orignal research (Tabl&7 in Appendix5), was compared with the relative importance in a labour

mar ket with high tightness found in this study |
importance of the factonshen the TLMwas low could be sed as contextevealing how the factors

have changed over time. This is because stating
study and the TLMigh, would be to neglect the influence time had on the importance of factors.

Between the rankgs of TLM-low and TLM-high in the results of this study occurs an interesting trend.
The five most important factors in the ranking when the M#4low, supervisiortechnical personal

life, recognition relationshippeers andworking conditionsturn out to be the only factors which
decrease in importance when the TLM increases (THyhlédppendix 5). All factors beneath the top

five factors on the ranking of TLNbw increase in importance when thbour markebecomesighter.

An evenmore interesting result is that the factors underneath the top five of factors in the ranking of
TLM-low seem to have a gradually higher regression coefficient, the lower the factor is on the ranking.
This means that the lower the factankedwhen the TM is low, the more peunit-increase occurs

when a labour market increases in tightness.

38



This trendsuggests hat t here are a set of O6ébase factorsbo,
the TLM. I n addition to t hel ebafsac tfoarcstéo,r st htehseer ef aacrteo
when the TLM is low but increase when thbour market becomes tight@hese variable factors tend

to be less important when employees can permit themselves less deRmmeger, when the TLM

increases, theariable factors become more important for the employee, because the employee has now
more bargaining powdBrenzel et al., 2013)These arguments also imply that the mean values of the
factors in the survey are relative values instead of absolute veiheemployegives relative scores

regarding their interpretation of importance of the factors for job satisfaction. The anchoring effect
states that the rating given to one question influences the ratings given to other quiditneska

2013). Thismeans that the negative regression coefficient does not necessarily imply that the factor
becomes less important in a tight labour market, however, it could imply that the variable factors
become more important, and the base factors suffer only a deargastance in theespondents'

mind, relative to the increasing factolshi s study <c¢cl assifies a 6édbaseb
regression coefficient, and a O6variable 9 actor

TabBe Rankihegl aotfi ve of mpact anse fiom Jobnalaa s s ifafadicat sheoinmm
v ar ifaabcdteor

Factors in TLM -low constant bl _Base or
variable factor

Supervisioni technical 4,81 -0,09 Base

Personal life 4,61 -0,08 Base

Recognition 4,59 -0,09 Base

Relationshig peers 4,45 -0,04 Base

Working conditions 4,38 -0,13 Base

Job security 3,94 0,02 Variable
Responsibility 3,85 0,04 Variable
The work itself 3,75 0,05 Variable
Achievement 3,56 0,13 Variable
Relationshig superior 3,50 0,05 Variable
Company policy and administration 3,45 0,06 Variable
Possibility of growth 2,58 0,33 Variable
Advancement 2,14 0,23 Variable
Salary 1,82 0,14 Variable
Status 0,81 0,22 Variable

Created withedatasfoommbHdel
TLMTightness in the Labour Market
bfregression coefficient

Supervisiortechnicalwas foundo bethe most important factor for job satisfaction in this st(ichble

15, paragraph 6.3 he factor was ranked on tfiest placein bothTLM-high and TLM-low scenario
compared to an eigipiace onHerzberg's (1959) ranking of importanééwever, as this factor also

shows its importance in a labour market with low tightness, the reasaredsed importance is likely

the contemporary importance in 2023, instead of Thé1. The TLM-low was constructed to
differentiate the timeffect from the TLMeffect. Assupervisiortechnicalcould be classified in this

study as a base factor, this factor does not necessarily increase in importance when the TLM increases.
Therefore supervisiortechnicalcan be seen as a factor that is important for job satisfaction, no matter
the TLM.

The factorsrelationshippeersandpossibility of growttseem to be relatively more important when the
TLM is high than i n Her (Zdble 15gparagraphlso ®Hmadng a regativg i n a | r
regression coefficient, the predicted importanceetdtionshippeersdecreased from a labour market
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with low TLM towards high TLM in a contemporary environment, yet the relative importance increased

on the ranking. This is becausersonal lifeandrecognitionhad a larger negative regression coefficient
betwea TLM-low to TLM-High in a contemporary environment. So, althouglationshippeers

increased in ranking, the negative regression coefficient indicated a decrease of relative importance
when the labour market becomes tighRelationshippeerscould bejust as important in low TLM as

high TLM scenarios, as the anchoring effect coul
2013). The factopossibility of growttclimbs up in the ranking significantly when a labour market
becomes tighfTable 15, paragraph 6.3y his factor has the largest positive regression coefficient from
TLM-low to TLM-high of all factorsPossibility of growthc an be cl assi fied as a
this study, meaning that this factor becomes more important whdalibur market becomes tighter.

The question arises as to whpgssibility of growthhas such significant increase in importance, and
further research could provide answers. A reason could be that employers ask increasingly more skills
and qualificationsand employees would like to secure those skills and qualifications for times with

less TLM Qorfler & Van de Werfhorst, 2009)

The factorachievemenshoweda particular tren@Table 15, paragraph 6.3)he factorankedhigh on

Her zbergdbs (1959) i +ightbutarheddutitodeé of relatigely lessdr impodaasicei n T L
to job satisfaction when the TLM is low. The relatively unimportancacbievemenin a low TLM

indicates the variability of achievememt relation with TLM. In a contemporary environment,
achievement is likely to be of lesser importance for employees when employee demands are low, but

in a TLM-high, achievement appears to become an important demand for the emp{gees.
explanation woulde thatan employerin aneffort to attract and retain employees in a tight labour

market, increasingly rewards employee achievemdh@ndry et al.,, 2017)This incentivizes the

employee toincrease their achievement&lternatively, the factorworking conditions shows the

opposite trend ofichievemen(Table 15, paragraph6.3) Bot h i n Her zbergds (19°¢
and in a TLMhigh working conditionsshow relatively lesser importance on the ranking. However,

when the TLM is low, the factavorking conditiongs relatively important on the rankingvorking
conditionshas the largest decrease per unit when the TLM increases, indicated by the regression
analysis. These results indicate the contemporary importance of working conditions, and the
insignificant increase in importance when the T
results on the factaworking conditionsas his research subjectnsisted of solely accountants and
engineers. Further research on a wider variety of professions could provide more information on the
factorworking conditionsn a contemporary environment.

The results of this study indicate thmtsefactors are morékely to be important for job satisfaction,

no matter the TLM. Following this reasoning, the results indicate iudhble factors increase in
importance when a labour market becomes tight. This could medra&ctors are most important

for job saisfaction in a TLMlow, when employee demands are low. When the TLM increases, the
variablefactors become increasingly more important, because employees can demand more from their
potential next employelSupposeghe TLM would increase even further, tfactors with the highest
regression coefficients would become increasingly more impoahtulating the extra high TLM
with bO+b1*10,possibility of growtlwould be the most important factor if the TLM would continue to
increase (Tabl0). Advancementanks very low in a tight labour marketnd ranks very high in a
hypothetical extra high labour markBmployers should be aware of this trenddapt thei strategies
accordingly
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Talb2 ORe | at i ve

i mpofrar@anjceb oism fialkN dc @iveah TRMhi gh

Rankingextra high

Herzberg factors Constant bl [RankinghightightnessbO+b1*% tightness bO+b1*10
Achievement 356  0.13|Supervisioritechnical 4.36 [Possibility of growth 5,88
Recognition 459  -0.09|Relationshipg peers 4.25 |Achievement 4,86
The work itself 3.75  0.05 |Possibility of growth ~ 4.23 |Advancement 4,44
Advancement 2.14  0.23|Achievement 4.21 |[The workitselfl 4,25
Possibility of growth 258  0.33 |Personal life 4.21 [Responsibility 4,25
Responsibility 3.85  0.04 |Recognition 4.14 Job security 4,14
company olicy: 345 006 [Responsibility 405 [ZomPpany poliog 4,05
Supervisiontechnical  4.81  -0.09{Job security 4,04 |Relationshig peers 4,05
Relationship superiof 350  0.05 [The work itself 4.00 [Relationshig superiorl 4,00
Working conditions 438 -0.13 ggr?i‘r)l?s?/agglrllcw 3.75 Supervision' technical 3,91
Salary 1.82  0.14 |Relationshig superiot 3.75 [Personal life 3,81
Relationshig peers 445  -0.04\Working conditions ~ 3.73 |[Recognition 3,69
Personal life 461 -0.08|Advancement 3.29 [Salary 3,22
Status 081  0.22|Salary 2.52 |Working conditions 3,08
Job security 3.94  0.02|Status 191 [Status 3,01

bEregressi on I@menfsftiamitent
transiEopomaenoinall ot r anskear matyi on f o

LExponenti al

7.3 Limitations & recommendations

In addition to the discussion and interpretations of literature and results, it is essential to reflect on the

r

homoscedas

validity, reliability and usability of this studyThis studyhad been conducted in the Netherlands,
meaning generalizability is limited to the Netherlands. Further research could includeutoss
data to expand the findings of this research to a wider coftexsscultural data could increaghe
usabilityaacross the borders of the Netherlands.

This study has a relatively small sample size, due to time and funding consiriagsample size was
calculated by using G*Power, a sample size calculator @tall, 2007). The researcher argued a larger
effect size is taken into accountrasearchime andack of fundingconstraints decreases the number

of requiredparticipants in the study.he small sample size decreases representativeness of the study,

as the sample can lack diversity and be sensitive to outlitaiever, this study used stratified

sampling, which enabled the survey to be distributed among several different professions. This
representati venes study,whiah avas finaitedi tcstlte atat o

i mproves

of accountants and engineefssmall sample size can also induce a low coefficient of determination

(R-squared) in regression models, as the model struggles to explain a substantial proportion of the

variance Next tolimited explanatory power, the model with a lowsRuared lacks prediction power
and potential missing variables. These variables could be confounders as age, gender, or socioeconomic
status.This studyexhibitsalimited coefficient of determination, ake highest observed coefficient for

a factorreached only).15 As this study with a small sample size lacks representativeness, reliability,
and explanatory power, further research with larger sample sizes could reaffirm the findings in this
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study.Furthe research could alsoclude confounders to their data collection and analysis, and possibly
test which confounders are most important foichange in typology, or relative importance of
Herzbergbs (1959) factors.

The survey conductedin this study had some limitations, particularly regarding the Likeste
guestionsLikert-scale questions can induce the anchoring effect, in which statements are answered
relatively to the other statements (Hitczenko, 20I8)balance this effect begeen the statements, all
Likert-scale statements were randomized for every respondent. So when the anchoring effect would
have occurred during the response, the effects of that anchoring effect would be somewhat evenly
distributed among all Likerscale sitements. Especially in regard to the mséiect questions where
factors are presented without explanation, the question arises whether all participants interpret the
factors in the same manner. In case of differences in interpretation, unreliableved slaa can be
generated, undermining the validity and reliability of the research. The {sikalé¢ questions are
formulated with the interview codes made by Herzberg (1959), where the original factors are
constructed of. These interview codes offer @eemderstanding of what the factor consistsToe

use of Herzber gobs ( 1thabti®esurveymeasuras therighhtexbofteedactars s ur e s
and increases the reliability of potential replication of this stlithg. ranking of relative iportant is
ultimately created with Likerscale data, supporting the validity and reliability of that sub research
guestion. Although respondents have been assured anonymity, there is still chance of social desirable
answers of participations in the survée factors and their interpretations presented to the respondents
always have some form of value attached to them. The survey is also limited in capturing underlying
motivations of respondents, as no open questions are protldactver, he lack of ope questions

was deliberate choicbecause of survey length concetgtther research could use open questions to
reveal the underlying motivations employees regarding the change in importance of factors for job
satisfaction. However the twlactor thery is extensively researched with open questitmestwo-
factortheory in a tight labour market lackachresearch.

The results of the second sub research question
bet ween motivational and hygi e coeldldeasubjecoaf fesrthappl vy
researchThe results of the question considering tpgges were closely clustered together. This could

mean that nowadays not much difference exists in the interpretation of motivational or hygiene factors,

or the method of data collection was not fit. The way of questioning could have variated in
interpretbility among respondents, or the distinction between motivational and hygiene factor could

have been wrongly formulated by the researcimésinterpreted by the respondent caused by the

small sample sizd-urther research could develop alternativehmgs for testing the typology of factors

in a tight labour market, or the typology of factors in a contemporary labour market. Next to the
guestionable validity of results, this study had no way of testing the statistical significance of the new
typology d factors in a tight labour market. The lack of contextual data made it impossible to distinguish
between chance and relationship. Further research should include such a test of statistical significance

to increase reliability of results.
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8. Conclusnn

To answer thenain research quest@inTo what extent do Herzbergds (1
factors explain job s attheafisaersttoithe thredb researchgydestions ab o u r
can be used. The first sub research questidtit at i s t he r el evancfactoof Her 2
theory factors for job satisfactian a tight labour mark@6 descr i bes t he relevanc
(1959) twaofactor theory factorfor job satisfaction in tight labour markefhe literature suggests that

many factors would bifluenced by the tightness of the labour marBeb satisfactions interlinked

with the tightness of the labour marK&rder et al., 2023; Das & Baruah, 2018jnployee turnover

and employee demands are importighs forchange in factors, influenced by TLNIhe secondub

r esear c hloghatedentidaesiHezberg's (1959) daiton between motivational and hygiene

factors apply to tight labour markefsquestions the typology of factors in a contemporary environment

and a tight labour markeT he r esul t s of t hThese isschangd wbsesvadpiptoer t 6 H
relative i mportance of Herzbergds (19 S&ofthé¢ actor s
fifteen measured factors changed classification induced by T&Mary, working conditionsjob

security and advanementchanged from motivational factor to hygiene fact@esponsibilityand
relationshippeerschanged from hygiene factor to a motivational fackmhievementecognition the

work itself possibility of growth company policy and administratiprsuperisiontechnical
relationshipsuperior, andstatuswere not subject ta conclusive change in typologgffected by a

tight labour marketThe third sub research question: 6To wl
influence the relative importance of wasdined at i ona
to test the relative i mpor t anactoniodtightlgour haeketg ds (1
This results of this studgupport the alternative hypothesid:1 = There is change observed in the
relative i mportance of Herzbergbds (1%9Mskstudyact or s
suggests Obase factorsdéd to be Il ess influenced b
change when the TLM changes (Tabl@, paragraph 7.2)The most important factors for job
satisfaction in a TLMhigh weresupervisiontechnica) relationshp-peers andpossibility of growth

Possibility of growtlwouldbe expected to be the most important factor if the TLM continues to increase

(Table 20, paragrap 7.2) The centralresearchquestionwas6 TwhatextentdoHe r z b (@959 6 s
motivationalandhygienefactorsexplainjob satisfactiorin tightlabourma r k eThiss®idysuggests

that tight labour marketsare interlinked with job satisfaction andtight labour marketsinfluencethe
typologyandrelativeimportanceof factors.The changeof typologysuggestshatfactorscouldexplain

job satisfactionin a differentway in atight labourmarket The changan relativeimportancesuggests
thatmostfactorsexplainjob satisfactiorin adifferentintensityin atight labourmarket.Thisis because
factorsfluctuatein importancefor inducingjob satisfaction.

The motivationfor this researctwasthe lack of literatureof He r z b (@959 t@csfactortheoryin a
tight labourmarket.Herzberg(1959)suggestedor furtherresearchhe relativeimportanceof factors
in specific situationsshouldbe studied.Unlike mosttwo-factor theoryreplicationstudies this study
usedasurveymethodbasednH e r z b(#95QirGesviewcodeq Thant& Chang2020;Rantz,1996)

Thesmallsamplesizeis the mainlimitation of this study,andfurtherresearctof the two-factortheory
in a tight labour marketwith a larger samplesize would be interesting.A larger samplesize could

explainalargerproportionof thevarianceandcouldproveor disprovethechangesn typologyinduced
by atightlabourmarket.Thespecificfinding of this studyregardinghebaseactorsandvariablefactors
are alsoworth investigatingin further researchThe classificationbetweenbaseand variablefactors
coulddistinguishwhich factorsareinfluencedby atight labourmarket,and which arenot. Employers
couldusethis informationin orderto increaseheir attractivenesfor employees.
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Basedontheresults,employersshouldpay attentionto the competencyandfairnessof the supervisors
within thecompany assupervisiortechnicalis the mostimportantfactorfor job satisfactionin atight
labourmarket. However whenthelabourmarketincrease tightnessthe possibilityfor growthfactor
becomesncreasinglymore important. Employersshoud enablethe employeeto increaseits skills
within thecompany asthis will be perceivedasthe mostimportantfactorfor job satisfactionFurther
research could expand this study with a larger samplasdmosscultural dataOpen questions could
reveal underlying motivations aridcluded confounders caxplain a larger proportion of variance.
Further researchers could develop a newethod of measuring thenotivational or hygiene
classification preferably with a test of statistical significance.
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Appendix 1 Extended literature review

TabletHer zbergds .factors (1959)

Motivation Factors Hygiene Factors
Achievement Company Polig and

administration
Recognition Supervisioni technical
The work itself Relationshig superior
Responsibility Working conditions
Advancement Salary

Possibility of growth Relationshig peers
Personal life

Relationshig subordinates
Status

Job ®curity

Factors characterizing 1,844 events on the job

that led to extreme dissatisfaction that led to extreme satisfaction
Percentage | ]
frequency 50% 40 30 20 10 o 10 20 30 40 50% |
I v
=
=
E I
E work itself
=
=
o
company policy -
and administration
N
relationship with supervisor l:-
. Total of all factors Total of all factors

- work conditions I:. contributing to job contributing to job
= dissatisfaction satisfaction
Xl salary [:- Percentage frequency
= 80% 60 40 20 O 20 40 &0 80%
% relationship with peers I:-
2 BBl vouvotors

personal life l:l
relationship with subordinates l:-
status l:.
securiey [T

Figure 1: Factors affecting job attitudes (Herzberg, 1987)

69 Hygiene 19

Factors characterizing 1,753 events on the job
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Appendix2: Survey questions

Wat is uw werksituatie?

Ik werk fulltime (>32 uur per week)

Ik werk parttime (<32 uur per week)

Ik ben werkzoekend (WW) decline participation

Ik ben werkzoekend (Bijstand)decline participation

Ik werk niet (en ook niet op zoek)decline participation
Gepensioneerd / AOWdecline participation

Ik ben niet instaat om te werken (afgekeuiidjlecline participation
Ik ben scholier/studentdecline participation

Anders, namelijk: .1 decline participation

=A =4 =4 4 -4 4 -4 -4 -4

Werkt u voor een voor een vaste werkgever?
T Ja
1 Ik werk voor verschillende opdrachtgeviedeclineparticipation
1 Nee, ben eigen baasdecline participation

Questions on the employees’ profeslpbowmakets on of t i
Results in the factortightnessin the labour market (Hgh,Low)

1- 27 3- 4- 571
Geef aan of je het eens of oneenst ineet de Helemaal| enigzins | neutraal| enigzins| helemaal
stellingen. niet mee | niet mee mee mee eens
eens eens eens

Ik ervaar een arbeidstekort in mijn
beroepsgroep/ functie

Als ik ontslag neem, heeft mijn werkgever
moeite met eenpvolger te vinden

Ik denk dat ik een sterke onderhandelingspos
heb in gesprekken met mijn werkgever

Als ik ontslag neendenkik dat iksnel een
nieuwe baamebgevonden

Questions testing the importance of factorstothe mpl oyee’ s job satisfactior

. 1 R 3: .
Geef aan hoe belangrijk de | onbelangrij| 2 8M92NS | Redelijk | 4: belangrijk| |, > 28"
. " - belangrijk i belangrijk
stellingen zijn voor je werk/baan. k belangrijk

Motivational Factors

Ik vind heté dat mijn werk impact
heeft

Ik vind heté om het resultaat van
mijn werk te zien

Achievement

Ik vind heté om waardering te
krijgen voor mijn werk

Ik vind heté dat mijn werkgever
mij erkenning geeft voor mijn werk

Recognition

Ik vind heté dat ik mijn werk leuk

The work itself | .
vind
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Ik vind heté dat mijn werk me
voldoening geeft

Ik vind heté om
promotiemogelijkhedete hebben
binnen mijn bedrijf

Advancement Ik vind heté om door te kunnen
stromen naar edninctie met meer
verantwoordelijkheden
Ik vind heté om veel bij te kunnen

Possibility of | leren in mijn baan

growth Ik vind heté dat mijn werkgever

mij ontwikkelmogelijkheden biedt

responsibility

Ik vind heté om
verantwoordelijkheid te dragen op
mijn werk

Ik vind heté dat ik zelfstandig
beslissingen kan maken in mijn we

Hygiene Factors

Ik vind heté om bij een bedrijf met
een goede reputatie te werken

Company
Policy and
administration

Ik vind heté dat het bedrijf waar ik
werk een goed personeelsbeleid
heeft

Ik vind heté om het eens te zijn
met de doelen van het bedrijf

Ik vind heté om een kundige
leidinggevende te hebben

Supervision—
technical

Ik vind heté om een
leidinggevende te hebben die
zijn/haar medewerkers gelijkwaard
behandelt

Relationship—

Ik vind heté om een goede
verstandhouding te hebben met mi
leidinggevende

superior

Ik vind heté dat mijn
leidinggevende naar mijn ideeén
luistert

Working

Ik vind heté dat ik een fijne
werkomgeving heb

conditions

Ik vind heté dat ikgeen
lichamelijk zwaar of gevaarlijk werk
hoef te doen

Ik vind heté om een hoog salaris t
verdienen

Salary

Ik vind heté dat ik de kans heb on
meer te gaan verdienen bij mijn
werkgever

Relationship -

Ik vind heté om samen met mijn
coll egabs als t g

peers

Ik vind heté om een goede band
met coll egabs te

Personal life

Ik vind heté om een baan te

hebben die ik makkelijk kan
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combineren met mijn persoonlijke
leven.

Ik vind heté om een baan te
hebben die geen negatieve invioeg
op mijn persoonlijke leven heeft

Status

Ik vind heté dat mijn baan me
enige vorm van aanzien geeft

Ikvindhett om extr ads
baan te krijgen (bedrijfsauto,
telefoon,etc.)

Security

Ik vind heté om een baan te
hebben waar ik me geen zorgen hc
te maken over het verliezen van m
baan

Ik vind heté dat mijn werkgever
vertrouwen in mij toonvoor de
toekomst

Deze factoren motiveren mij in mijn werk: (multiple choice, multiple answers allowed)

Achievement

Succesvol ziji iets bereiken

Recognition Waardering/erkenning

The work itself Het werk zelf

Advancement Promotiemogelijkhedentoekomstperspectief
Growth Ontwikkelmogelijkhederi persoonlijke

ontwikkeling

Responsibility

verantwoordelijkheid

Company Polig and administration

Bedrijfsbeleidi personeelsbeleid

Supervisioni technical

Competentie vateidinggevende(n) gelijke
behandeling van werknemers

Relationshig superior

Relatie met je leidinggevende

Working conditions

Een fijne werkomgeving werkomstandigheder

Salary Salaris

Relationshig peers Rel atie met je colle
Personal life Goede werkprivé balans

Status Statusi aanzien prestige

Security werkzekerheid
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Als deze factoren afwezig zijn, word ik ontevreden: (multiple choice, multiple answers

allowed)

Achievement

Succesvol zijii iets bereiken

Recognition Waardering/erkenning

The work itself Het werk zelf

Advancement Promotiemogelijkhedentoekomstperspectief
Growth Ontwikkelmogelijkhederi persoonlijke

ontwikkeling

Responsibility

verantwoordelijkheid

Company Polig and administration

Bedrijfsbeleidi personeelsbeleid

Supervisioni’ technical

Competentie vateidinggevende(nj gelijke
behandeling van werknemers

Relationshig superior

Relatie met je leidinggevende

Working conditions

Een fijne werkomgevingwerkomstandigheder

Salary Salaris

Relationshig peers Rel ati e met je colle
Personal life Goede werkprivé balans

Status Statusi aanzien prestige

Security werkzekerheid
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Appendix 3:Tables & Figures

Table3: Dataset ottension indicatoby UWV (UWV2022
Minimum van '1

Peilperiode'[Jaa Kwartaa Spannin
2
2022 Kwartaal Databanken netwerkspecialisten 16,00 zeer krap
2022 i(\a/vartaal Elektrotechnisch ingenieurs 16,00 zeer krap
2022 isvartaal Gespecialiseerderpleegkundigen 16,00 zeer krap
2022 iﬁvartaal Ingenieurs (geen elektrotechniek) 16,00 zeer krap
2022 isvartaal Keukenhulpen 16,00 zeer krap
2022 iﬁvartaal Machinemonteurs 16,00 zeer krap
2022 isvartaal Managers detailengroothandel 16,00 zeer krap
2022 iﬁvartaal Overheidsbestuurders 16,00 zeer krap
2022 isvartaal Software en applicatieontwikkelaars 16,00 zeer krap
2022 ?\elvartaal Vuilnisophalers en dagbladenbezorgers 16,00 zeer krap
2022 isvartaal Productieleiders industrie en bouw 15,50 zeer krap
2022 ?\elvartaal Elektriciens en elektronicamonteurs 15,06 zeer krap
3e Transportplanners en logistiek
2022 Kwartaal medewerkers 14,67 zeer krap
2022 ?\elvartaal Verpleegkundigen (mbo) 14,58 zeerkrap
2022 sl;svartaal Kelners en barpersoneel 13,94 zeer krap
2022 iﬁvartaal Financieel specialisten en economen 13,24 zeer krap
2022 i\e/vartaal Vrachtwagenchauffeurs 12,60 zeer krap
2022 iﬁvartaal Automonteurs 11,53 zeer krap
2022 i\e/vartaal Bouwarbeiders afbouw 11,06 zeer krap
2022 iﬁvartaal Gebruikersondersteuning ICT 10,73 zeer krap
2022 isvartaal Laboranten 10,61 zeer krap
2022 i?/vartaal Managers ICT 10,18 zeer krap
2022 isvartaal Technici bouwkunde en natuur 10,15 zeer krap
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Koks
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Veetelers

Specialisten personeekn
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Verzorgenden

Vertegenwoordigers en inkopers
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9,92
9,78
9,76
9,69
9,52
9,41
8,94
8,61
8,37
8,15
8,15
7,86
7,66
7,61
7,41
7,39
7,13
7,11
6,81
6,75
6,73
6,65
6,47
6,43
6,41
6,39

6,25

zeer krap
zeer krap
zeer krap
zeer krap
zeerkrap
zeer krap
zeer krap
zeer krap
zeer krap
zeerkrap
zeer krap
zeer krap
zeer krap
zeer krap
zeer krap
zeer krap
zeer krap
zeer krap
zeer krap
zeer krap
zeer krap
zeer krap
zeer krap
zeer krap
zeer krap
zeer krap

zeer krap

55



2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

2022

3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal

Callcentermedewerkers outbound en
overige verkopers

Assemblagemedewerkers
Artsen

Schilders en metaalspuiters
Medisch vakspecialisten
Adviseurs marketing, public relations et
sales
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Algemeen directeuren

Managers onderwijs

Docenten beroepsgerichte vakken
secundair onderwijs

Fotografen en interieurontwerpers

Sportinstructeurs

3,47
3,46
3,38
3,31
3,29
3,28
3,15
2,90
2,87
2,64
2,53
2,52
2,46
2,43
2,39
2,38
2,38
2,36
2,35
2,24
2,20
2,17
2,16
2,16
2,15
2,12

1,93

Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap
Krap

Krap
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2022

2022

2022

2022

2022

2022

2022

2022

2022

3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal
3e
Kwartaal

Procesoperators

Radio en televisietechnici

Managers commerciéle @ersoonlijke
dienstverlening

Verleners van overige persoonlijke
diensten

Hulpkrachten bouw en industrie
Uitvoerend kunstenaars
Reisbegeleiders

Beeldend kunstenaars

Onbekend

1,84
1,61
1,57
151
1,49
1,43
1,28
0,18

0,06

Krap
Krap
Krap
Krap
Gemiddel
d
Gemiddel
d
Gemiddel
d

Zeer ruim

Zeer ruim
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Appendix 4:Extended resulectiontables

TablBe Results Spearman Rank Correlati on

Herzberg factor Pearson correlation Sig.
Achievement 0.175 0.256
Recognition -0.100 0.520
The work itself 0.264 0.084
Responsibility 0.041 0.791
Advancement 0.175 0.257
Possibility of growth 0.286 0.060
Company policy anddministration 0.080 0.604
Supervision technical -0.134 0.386
Relationshig superiot 0.256 0.094
Working conditions -0.139 0.367
Salary 0.341 0.023*
Relationshig peers -0.040 0.799
Personal life -0.090 0.560
Status 0.382 0.010*
Jobsecurity 0.022 0.888

*Signifiaiaheed) (s set at p O 0.05, significant correlati ons:c

IExponentially transfor med

Tot al number (N) of respondents = 44
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Appendix 5: Discussion tables

4AAHYRer cent age -Loefv eH a cFha cRimo ¢ ii wa tHi gtaywg Ae he) ude

Factors high low total
Achievement 41 7 48
Recognition 33 18 51
The work itself 26 14 40
Advancement 20 11 31
Possibility of growth 6 8 14
Responsibility 23 6 29
Company policy& administration 3 31 34
Supervision technical 3 20 23
Relationshig superior 4 15 19
Working conditions 1 11 12
Salary 15 17 32
Relationshig peers 3 8 11
Personal life 1 6 7
Status 4 4 8
Jobsecurity 1 1 2
The totals are > 100% because more
by F. Her zberg, B. Mausner, and B.

than one

f

Snyder man,

Tablie 1Rel ative i mposthdbcércHebabeogés (1959)

Her zber g’ s-factofdti®edbrgfactons wo

Percentage
score (sum)

Recognition
Achievement

The work itself
Company policy & administration
Salary

Advancement
Responsibility
Supervisioni technical
Relationshig superior
Possibility of growth
Working conditions
Relationshig peers
Status

Personal life

Job security

51
48
40
34
32
31
29
23
19
14
12
11
8
7
2

Created by auttherrzbvertd

(dlag =9 )f r om

Sequence

study,
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TablBe Ranking of rodl dtaicuerismgdaomt Jrimdde sati sfacti on

Factors in TLM -low constant bl

Supervision' technical 4,81 -0,09
Personal life 4,61 -0,08
Recognition 4,59 -0,09
Relationshipg peers 4,45 -0,04
Working conditions 4,38 -0,13
Job security 3,94 0,02
Responsibility 3,85 0,04
The work itself 3,75 0,05
Achievement 3,56 0,13
Relationshig superior 3,50 0,05
Company policy and administration 3,45 0,06
Possibility of growth 2,58 0,33
Advancement 2,14 0,23
Salary 1,82 0,14
Status 0,81 0,22

Created with data from the regression model



