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Abstract 
Job satisfaction is one of the most heavily researched employee attitudes over the 
last 50 years. Studies have shown that job satisfaction is a multidimensional 
construct consisting of intrinsic job satisfaction and extrinsic job satisfaction. 
Several studies indicate that has been a substantial increase of migrant workers 
entering the UK economy, particularly since opening of the European Union 
(EU). Although there is classical literature on job satisfaction, but existing 
literature on job satisfaction in relation to migrant workers is not adequately 
addressed What Keeps Migrant workers going? The objective of the research is 
to undertake a quantitative analysis by distributing survey questionnaires to 
samples of selected migrant worker respondents (n=30 out of 60). The 
respondents will be selected by using a Respondent-Driven Random Sampling 
(RDRS). For the purpose of the study Pearson correlation and step-wise 
multiple regression used find out relationship among the variables and test the 
Hypothesis. The overall findings indicate that migrant workers seem to have a 
higher level of job satisfaction. The finding shows that migrant workers seem 
less affected by working conditions. In this sense, although they do not enjoy 
working in the company owing to reported higher shift work and less influence 
on the situation at work, in general, they have a higher level of job satisfaction. 
This means that migrant workers can be ‘satisfied’, even if they are not working 
in their chosen profession and seem to have a positive attitude and adjustment 
toward their work. 
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INTRODUCTION 
Job satisfaction is one of the most heavily researched employee attitudes over the last 50 years (Rayton, 
2006). Locke (1976) defined it as “a pleasurable or positive emotional state resulting from an appraisal of 
one’s job or job experiences”. It is an effective response to specific aspects of the job and plays a role in 
enhancing employee commitment to an organisation. Studies have shown that employee absenteeism, 
turnover and other behaviours are related to a person’s satisfaction with his or her job and the 
organisation (Vroom, 1964). 
Studies have shown that job satisfaction is a multidimensional construct consisting of intrinsic job 
satisfaction and extrinsic job satisfaction (Maidani, 1991; Volkwein and Zhou, 2003). Intrinsic aspects of 
the job comprise ‘motivators’ or ‘job content’ factors such as feelings of accomplishment, recognition, 
autonomy, achievement, advancement among others. Extrinsic aspects of the job, often referred to as 
‘hygiene’ factors are job context factors which include pay, security, physical working conditions, 
company policies and administration, supervision, hours of work, union relations with management 
among others. Herzberg found that hygiene factors were mainly disruptions in the external work context 
while motivators dealt with internal states of the mind (Smerek and Peterson, 2007). Most studies have 
found that job satisfaction is influenced by an array of personal and job characteristics such as age, 
gender, tenure, autonomy, teamwork, relationships with co-workers and supervisors, job variety, 
satisfaction with pay, training among others (Volkwein and Parmley, 2000; Lambert, 2003; Volkwein and 
Zhou, 2003; Lambert, 2004; Lambert, Hogan and Griffin, 2007). Stressful work conditions were found to 
negatively affect employees’ job satisfaction (Volkwein and Zhou, 2003; Ngo et al., 2005; Lambert et al., 

2007). 
Studies indicate that migrant workers have made a positive net economic contribution to the UK 
economy. It is also reported that the migrant workers’ share of tax paid in the UK economy exceeds the 
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cost of supplying public services (TUC Report, 2007). Migrant workers are defined in this study as 
individuals who are born in another country than the UK Over the past 10 years, the role of migrant 
workers has taken on greater significance than ever before as the UK economy has become more 
globalised. There are now over 100 million migrant workers on the move throughout the world, with 
around 6 million being in Europe (Jackson et al., 2008). The world is on the move as people aspire to a 
better standard of living. Research reveals that the main cause of the creation of migrant workers is the 
differences in wages between countries (Jackson et al 2008, Stewart 2004, Portes and French, 2005). It is 
expected that a substantial increase of migrant workers into the UK economy in the near future will come 
from Europe. In fact, recent estimates indicate the inflow of migrant workers entering the UK has grown 
at an increasing rate (Jackson et al., 2008). 
 

Figure 1 Inflow of Migrant Workers in the UK from 1991-2006 

 
According to the literature (inter alia Locke and Latha 2008, Berry 1997), there are various factors that 
influence job satisfaction such as remuneration, working relationships, status, job security, achievement, 
recognition, the work itself, responsibility, advancement, growth and others. Recently, there has been 
growing interest and more research undertaken in the area of job satisfaction owing to the fact that the 
knowledge of job satisfaction may improve organisational performance. Conversely, the absence of job 
satisfaction leads to poor motivation, stress, absenteeism, higher staff turnover etc. It is basically an area 
of inquiry concerned with both sorts of influence: the influence of work organisations on people, and vice 
versa.  
Several studies have suggested that job satisfaction has a positive correlation with employees’ 
perceptions and mental/physical health (Franco and Bennett, 2004). Dissatisfaction in work has affects on 
both individual employees and organisational performance. The challenge facing managers is to identify 
the types of rewards that lead to improved performance (Kossek & Lobel, 1996). For the incentives that 
organisations offer to be effective, they should attempt to align employee goals with organisational goals 
and objectives and provide a return to each employee’s contribution (Milkovich & Newman, 2002). 
Empirical studies of job satisfaction on migrant workers have produced mixed results (Gail 2002). Some 
indicate that the common determinants of job satisfaction are found to be age, education, occupation and 
personal income. The criteria that migrant workers consider most important when choosing a job are job 
stability, a high income and professional development. 
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Principally, there are important reasons why organisations should be concerned with job satisfaction. 
First, from a humanitarian perspective, people deserve to be treated fairly and with respect. Job 
satisfaction is, to some extent, a reflection of 'good' treatment in the workplace. It can also be considered 
an indicator of employees' emotional wellbeing or psychological health. Second, from a utilitarian 
perspective, job satisfaction can lead to enhanced positive work behaviour. It indirectly affects and 
reflects organisational functioning. In addition, differences among organisational units in job satisfaction 
can be used as a diagnostic tool for identifying potential trouble spots in an organisation (Beatty, 1996).  
Accordingly, each reason is sufficient to justify concern with job satisfaction among migrant workers as 
the rationale for this research. It is intended that by understanding the elements of migrant worker job 
satisfaction, strategic Human resource (HR) implications can be derived accordingly for UK institutions 
that employ migrant workers. The study has also public policy implications for the Government for 
designing a supportive HR policy to enhance the job satisfaction of the migrant workers. This, in turn, 
would improve organisational performance, hence boosting the macro performance of the UK in the 
global market (see figure 6.1, 6.2 and 6.3). In figure 6.2, extrinsic job satisfaction focuses on the work 
environment, conditions, co-worker relations, supervision, company policy, salary, and job security. 
Further, intrinsic job satisfaction deals mainly with the contents, tasks and responsibilities involved in the 
workplace in terms of responsibility, variety, skill and autonomy, opportunities for personal growth, self 
actualisation, development and feelings of accomplishment. 
In addition, although there is abundant literature on job satisfaction (Berry 1997), it is argued that the 
existing literature on the job satisfaction of migrant workers itself is not adequate. Some research 
(Verkuyten, de Jong, and Masson, 2008) reveals that migrant workers have a higher level of job 
satisfaction due to their different levels of cultural and psychological perseverance than those of domestic 
workers. This psychological perseverance is due to the fact that most migrant workers enter the country 
in order to obtain a higher level of standard of living. In addition, migrant workers always evaluate job 
satisfaction and working conditions in the UK as being much more superior to those of their home 
country. It is therefore intended that the objective of this research will examine job satisfaction among 
migrant workers, providing an analytical exploration of migrant worker job satisfaction to fill this gap in 
the literature.  
 
STUDY RESEARCH METHOD 
The objective of the research is to undertake a quantitative analysis by distributing survey questionnaires 
to samples of selected migrant worker respondents (n=30 out of 60). The respondents will be selected by 
using a Respondent-Driven Random Sampling (RDRS). For the purpose of the study Pearson correlation 
and step-wise multiple regression used find out relationship among the variables and test the 
Hypothesis.  
In this study, the population of migrant workers can be regarded as a ‘hidden’ population in the 
literature. A hidden population can be defined as a rare subgroup of a population of research interest, for 
example diabetic customers, Turkish musicians etc. Such populations are difficult and costly to identify 
because the target population is ‘thinly’ dispersed among larger populations. A sampling frame was also 
unavailable as data on migrant workers cannot be obtained from directly from publicly available 
information such as from Yellow Pages, electoral registration roles etc. 
Unfortunately, standard sampling procedures, such as snowball or referral sampling and estimation 
techniques, cannot be used on these hidden populations. In fact, the literature indicates that the standard 
methods for studying hidden populations can produce misleading results (Heckathorn, 1997, Sudman 
and Kalton 1986, Heckathorn, 2002). A more up-to-date approach to investigating hidden populations has 
been discovered very recently by selecting respondents from the social network of existing members of 
the sample – known as ‘respondents-driven’ random sampling (RDRS). This type of sampling is very 
effective at penetrating a hidden population. Accordingly, RDRS can be used in this study instead of 
‘traditional’ snowball sampling. Using a quantitative analysis, RDRS allows researchers to make 
asymptotically unbiased estimates about hidden populations. The literature also shows that sample 
reliability can be estimated and some sample bias can be eliminated. Hence, RDRS can provide a valid 
basis for statistical inference such as correlation analysis. 
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RDRS is a further enhancement of a chain-referral-sampling technique, which was initially known as 
'traditional snowball' sampling in the literature. In RDRS, respondents are initially selected from the 
friendship network of existing migrant workers. The randomisation begins when the researcher selects a 
small number of seeds, i.e., the first respondents to be included in the sample. The literature (Salganick 
2006, Salganick and Heckathorn 2004) indicates that the estimates of RDRS are asymptotically unbiased, 
no matter how the seeds are selected. In addition, this enhanced sampling can be efficient if the total 
population is small and identifiable. There is also some evidence that it is consistent with the idea that 
respondents recruit randomly from their friends. While the traditional sampling method uses a direct 
estimate from sample to population, RDRS employs an indirect method  by initially using a sample to 
make estimates about the social network connecting the population of hidden migrant workers. 
 
DATA ANALYSIS AND FINDINGS 
The findings indicate that the majority of respondents or migrant workers who participated in the study 
were male (66.7%), followed by female migrant workers (33.3%). In terms of migrant workers' roles or 
position within a company, most worked as food shop workers (25.5%). This job was then followed by 
factory workers (25.5%) and administrative or clerical assistants (15.7%). It can be concluded from these 
results that most migrant workers work locally as operational staff in a low-skilled environment. 
Although there were some highly skilled migrant workers, such as doctors and teachers (5.9% and 9.8%), 
the conclusion of this study may only be generalised to low-skilled migrant workers. 
Interestingly, almost 73% of migrant workers possess a higher level of education. They hold BA, BSc and 
Masters Qualifications from their home countries, as well as from the UK. About 21.6% of migrant 
workers have studied up to diploma and college level education. In addition, the majority of migrant 
workers that participated in this pilot study are young respondents, aged between 22-27 years old (62.7% 
of the sample). The largest respondent group came from Bangladesh (37.3%), followed by India (33.3%) 
and Pakistan (11.8%). The rest, or the minority of migrant worker respondents, came from Sri Lanka, 
various African countries, Singapore and China. 
About 58.8% of migrant workers have been in the country for more than one year, or less than a year. 
Older migrant workers have a full-time status, whilst younger migrant workers tend to work part-time 
only (coefficient of correlation of r=0.40). The analysis of the survey questionnaires indicates that migrant 
workers who perceive that their job is a dead-end job (no future) in a low-skilled environment consider 
that (r=0.58) their work colleagues are friendly. Moreover, the workers who view their colleagues as 
unfriendly think there is no future in the company. This finding stresses the importance of cohesion and 
collaboration among colleagues in the workplace to support migrant workers' career progression. 
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Current salary/Previous experience: r = 0.097, Sig. = 0.034 < 0.05. 
Current salary / Education level: r =   0.661, Sig. = 0.0001 < 0.05. 

Previous experience/Education level       r = 0.252, Sig. = 0.0001 < 0.05. 
All of these correlations are significant at the 5% significance level. 
Optional extras of confidence intervals and collinearity diagnostics for the regression coefficients have 
been requested. 
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MODEL SUMMARY 
The multiple correlation coefficient, R = 0.664. 
The coefficient of determination for the multiple correlation, R2 is 0.441 showing that 44.1% of the 
variability in salary can be explained by education level and previous experience. The Adjusted R2 term 
refers to the estimated R2 value for the population. 
 
ANOVA 
F(2,471) = 186.132, Sig. = 0.0001 < 0.05. 
There is significant multiple correlation for current salary with education level and previous experience. 
 
COEFFICIENTS 
The regression equation is  y  =  a  +  b1x1  +  b2x2  where y is the salary, x1 is the education level and x2 is 
the previous experience. 

a = 20978.3,  b1 = 4020.343  and b2 = 12.071 

The equation is therefore  y  =  20978.3  +  4020.343x1  +  12.071x2 

or       salary  =  20978.3  +  4020.343education  +  12.071experience 
The significance for both of the regression coefficients b1 and b2 are calculated using the t-statistic. Both of 
the Sig. values are 0.0001 <0.05 and are therefore significant. 

The standardised regression coefficients, 1 = 0.679 for education level and  

2 = 0.074 for previous experience shows the relative impact on salary. i.e. education level has almost ten 
times as much influence on salary as previous experience. 
The values given under the heading Tolerance give the information concerning multicollinearity, and is 

derived from 1  multiple r for each independent variable. 
When the tolerance is low (close to zero), the multiple correlation is high and there is a possibility of 
multicollinearity. Since the tolerance values are high, 0.936, then multicollinearity is unlikely. 
The values in the VIF (variance inflation factor) are the inverse of the tolerance values and hence give no 
other information. 
 
CONCLUSION 
Overall, this study reveals that demographic characteristics do not seem to exert significant influence on 
the job satisfaction of migrant workers, as none of the control variables such as age, gender, income and 
education showed a significant impact on the job satisfaction level. It seems that this study is not, 
therefore, in line with previous studies on the common determinants of job satisfaction. The literature 
indicates that the common determinants of job satisfaction are found to be age, education, occupation and 
personal income. Another explanation is that although the majority of migrant workers participating in 
the study work were low-skilled labourers, they were highly educated up to University level. Hence, the 
demographic factors of migrant workers may not be important for determining their job satisfaction level 
as they are motivated merely by obtaining income in the country (although this finding is not in line with 
the past literature on job satisfaction). 
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The overall findings indicate that migrant workers seem to have a higher level of job satisfaction. It is 
reported that about 49% of the respondents considered that they were paid more than their domestic 
workers. The majority of respondents (66.7%) also considered that they look forward to working every 
day. This is an indication toward the positive motivation of migrant workers, which affects their level of 
job satisfaction. Although 84.4% of the migrant workers stated that they do not enjoy working in their 
current company, 78.4% of the respondents thought that their job gives them a sense of accomplishment. 
The finding shows that migrant workers seem less affected by working conditions. In this sense, although 
they do not enjoy working in the company owing to reported higher shift work and less influence on the 
situation at work, in general, they have a higher level of job satisfaction. This finding is in line with 
previous studies on migrant workers and job satisfaction. This means that migrant workers can be 
‘satisfied’, even if they are not working in their chosen profession, as the findings indicate that most 
migrant workers have a higher education level but merely as low-skilled labourers. Migrant workers 
seem to have a positive attitude and adjustment toward their work. 
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