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Abstract. The present study explores the connections between work effort, employee satisfaction, 

and self-esteem, focusing on the organizational context. The main purpose is to assess the 

relationship between employees' effort at work and their level of satisfaction, and to investigate how 

employees' self-esteem can influence their job satisfaction. Through a representative sample of 

employees, we will collect and analyze data to reveal possible correlations between the amount of 

effort put into work, the level of satisfaction felt and the individual's self-esteem. Research 

methodology includes employee effort assessment tools, measures of job satisfaction and self-esteem 

assessment. Regarding the research hypotheses, it is assumed that there is a significant relationship 

between effort at work and employee satisfaction, anticipating that sustained effort can contribute to 

higher satisfaction. Employees' self-esteem is also hypothesized to positively influence their job 

satisfaction, providing insight into the importance of individual perceptions of value in the work 

context. The results of this research could provide organizations with a deeper understanding of the 

factors that contribute to employee satisfaction and suggest tailored management strategies to 

improve organizational climate. Also, the study could make significant contributions to the literature 

by illustrating how aspects such as effort, satisfaction and self-esteem are interconnected within the 

work environment.  

                                                             

 

Key words: effort at work, satisfaction, self-esteem, organizations. 

 

 

 

 

9

The "Black Sea" Journal of Psychology
Vol. 14, Special Issue, 9-23, Fall, 2023

ISSN: 2068-4649
www.bspsychology.ro

mailto:marialuminitamusat@yahoo.com1
mailto:nicoletaninavarzaru@gmail.com
mailto:adriana.tegus@yahoo.com3,%20mihaela_naidin@yahoo.com4
mailto:adriana.tegus@yahoo.com3,%20mihaela_naidin@yahoo.com4


 

 
 

1.  Theoretic aspects 

1.1. Conceptualization 

Before exploring the complex relationships between work effort, satisfaction, and self-

esteem, it is essential to conceptualize these aspects in the organizational setting. Modern 

organizations are characterized by diversity, dynamism and constant challenges, and the way 

employees engage in effort, perceive their own value and feel satisfaction at work plays a crucial 

role in organizational performance and success. 

The concept of effort at the workplace does not only refer to the amount of work performed, 

but also to active involvement, motivation and dedication in carrying out professional tasks (Locke 

et al., 2002). Previous studies have shown that an adequate level of effort can contribute to 

productive results and high performance. In this context, it is assumed that employees who make a 

sustained effort at work can experience increased satisfaction, due to the feeling of fulfillment and 

professional achievement (Deci et al., 2008). 

Self-esteem, defined as the subjective assessment of one's own worth and competence, 

plays a key role in how employees perceive their work environment. Previous research suggests 

that a high level of self-esteem can contribute to job satisfaction through a positive perception of 

one's own contribution and abilities within the organization (Baumeister et al., 1996). 

Exploring the relationship between work effort, satisfaction and self-esteem requires an 

integrated look at these concepts (Maslach et al., 2001). Research hypotheses suggest that sustained 

effort at work can positively influence employee satisfaction, and self-esteem can play a mediating 

role in this relationship. Understanding how these variables interact provides significant insights 

into organizational dynamics and employee well-being. 

Based on the results obtained from analyzing the relationships between effort, satisfaction 

and self-esteem, organizations can develop customized management strategies to improve 

organizational climate and employee engagement. Future research directions can explore 

additional aspects such as the impact of leadership and the role of work-life balance on these 

complex relationships in the organizational context. 

 

1.2. Effort and satisfaction at work 

Effort in the organizational environment is a crucial aspect that influences not only the 

performance of employees, but also their level of satisfaction at work. This complex relationship 

between effort and satisfaction is influenced by a variety of factors, including the nature of work, 

human resource management, and individual employee perceptions. Within this theoretical 

analysis, we will explore more deeply the connections between the effort made within 

organizations and how they can affect the level of job satisfaction (Broeck et al., 2010). 

Effort at work is often conceptualized as the amount of mental and physical energy an 

individual invests in performing tasks and achieving occupational goals. This effort can be seen in 

daily tasks, in involvement in complex projects or in the development of professional skills. The 

importance of this aspect is reflected in the way employees allocate their resources to respond to 

organizational demands (Broeck et al., 2010). 

The nature of the work exerts a significant influence on the effort exerted and, implicitly, 

on job satisfaction. Tasks that provide stimulating challenges and opportunities for professional 

growth can generate sustained effort while contributing to employee satisfaction. On the other 
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hand, monotony and lack of challenges can lead to a decrease in effort and, implicitly, to a decrease 

in job satisfaction. 

A critical component in the relationship between effort and satisfaction is how the 

organization manages and recognizes employee effort. Effective human resource management 

systems include recognizing and rewarding outstanding efforts. This can help increase satisfaction 

by giving employees a sense of appreciation and validation of their contributions to organizational 

success. 

Individual perception also plays a vital role in influencing effort and job satisfaction. 

Employees who perceive that their efforts are connected to clear organizational goals and that those 

efforts are valued by peers and managers tend to have higher levels of job satisfaction. In contrast, 

lack of recognition or the perception of unrewarded effort can negatively affect engagement and 

satisfaction (Broeck et al., 2010). 

Work effort and job satisfaction are intricately interconnected. By understanding the impact 

of effort on satisfaction, organizations can adopt effective strategies to promote a motivating work 

environment and encourage employees to make their maximum contribution. Careful effort 

management and appropriate recognition are the keys to building an engaged and satisfied 

workforce. 

Job satisfaction is employees' subjective assessment of their experience within the 

organization and the degree to which their needs and expectations are met. It is an essential 

component of the organizational climate and has significant implications on individual and 

organizational performance as a whole (Dogaru et al., 2016). 

Job satisfaction is not only an indicator of employee well-being, but also a source of 

efficiency and productivity for organizations. Therefore, understanding and managing the factors 

that influence this dimension becomes essential for the long-term success of an organization. 

 

1.3. Self-esteem and job satisfaction 

Self-esteem is a person's subjective assessment and perception of their own worth, 

competence, and importance. It is an essential component of self-esteem and significantly 

influences how individuals interact with the world around them and how they perceive themselves 

(Schiraldi, 2019). 

Self-esteem refers to how a person evaluates and perceives himself in relation to his own 

worth and merit. It is a subjective and personal assessment of one's own identity. Self-esteem 

includes the individual's perception of his own competence and capabilities in various areas of life, 

such as career, interpersonal relationships, hobbies or other activities. It is related to the degree to 

which a person feels valued and important within their relationships and community. It involves 

feeling that one's contribution is significant (Schiraldi, 2019). 

Self-esteem affects how individuals handle failures and successes. A person with healthy 

self-esteem can look at failures as learning opportunities and genuinely enjoy the successes 

achieved. It is characterized by how stable the individual's perception of his own worth is over 

time. A stable self-esteem means that the individual maintains a relatively constant self-image, 

regardless of challenges or changes in life. 
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Self-esteem is associated with the degree to which a person accepts and embraces their 

authenticity. Understanding and accepting personal flaws and qualities contributes to balanced self-

esteem. 

Self-esteem influences interpersonal relationships and an individual's emotional health. 

People with healthy self-esteem tend to develop positive relationships and cope more effectively 

with stress and social pressures. 

These definitions illustrate the complexity of the concept of self-esteem and the diversity 

of factors that contribute to its formation. It is an essential aspect of personal development and has 

a significant impact on the quality of individual life (Schiraldi, 2019). 

Self-esteem and job satisfaction are two essential components in organizational 

psychology, having a significant impact on employee behavior and performance. This theoretical 

section explores the connections between self-esteem, defining an individual's perception of their 

own worth, and the level of job satisfaction, highlighting significant studies that have examined 

this complex relationship (Pierce et al., 1989). 

Job satisfaction represents the subjective assessment of the individual's work-related 

experiences, including aspects such as relationships with colleagues, the work environment, 

recognition of efforts made, and the fulfillment of professional goals. Job satisfaction is a crucial 

indicator of psychological well-being and can influence commitment, productivity and retention in 

the organization (Broeck et al., 2010). 

Studies have shown that there is a significant correlation between self-esteem and job 

satisfaction. Individuals with high self-esteem tend to feel more competent and confident in their 

abilities, which translate into greater job satisfaction. A positive self-esteem can also contribute to 

more effectively dealing with challenges and managing stress in the professional environment. 

Various researches have examined the relationship between self-esteem and job 

satisfaction. A study by Xie and Johns identified that employees with high self-esteem are more 

likely to perceive the work environment in a positive way, thus contributing to higher satisfaction. 

Also, Judge and Bono's research indicated that there is a significant correlation between the self-

esteem of leaders and the satisfaction of subordinate employees (apud Broeck et al., 2010). 

Self-esteem and job satisfaction are interconnected elements that mutually influence the 

quality of an individual's professional experience. Healthy self-esteem can serve as the foundation 

for lasting job satisfaction, contributing to employees' psychological well-being and professional 

success. In light of these issues, organizations can adopt strategies to develop self-esteem and 

promote a work environment that supports personal satisfaction and achievement. 

 

2. Research methodology 

2.1. The overall objective 

The general objective of the research is to identify the relationship between effort at work 

and employee satisfaction, but also the relationship between self-esteem of employees and their 

satisfaction at work, offering a perspective on the importance of professional effort, satisfaction 

and esteem of oneself in the professional context. 
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2.2. The specific objectives 

The specific objectives were: identifying the relationship between the effort made at work 

and employee satisfaction; and identifying the relationship between self-esteem and job 

satisfaction. 

 

2.3. Research hypotheses 

Two hypotheses were established: 

• It is assumed that there is a significant relationship between work effort and employee 

satisfaction, anticipating that sustained effort can contribute to higher satisfaction (the dependent 

variable is satisfaction and the independent variable is effort). 

• It is assumed that employees' self-esteem positively influences their job satisfaction, 

providing insight into the importance of individual value perception in the professional context (the 

dependent variable is satisfaction and the independent variable is self-esteem; here, however, 

between the two there can be a double determinism). 

 

2.4. Research sample 

The research group is comprised of 30 subjects, employees of an organization from 

Constanţa county, which deals with renewable energy. The distribution according to biological 

gender is uneven, with a majority of male employees working within the company. Thus, of the 30 

subjects, 17 are men and 13 are women. Their age is between 25 and 47 years. 

 

 
Figure 1. Diagram of biological gender 

 

2.5. Tools used in research 

To achieve the objective and verify the hypotheses, the following tools were used: 

• Work effort scale (De Cooman et al., 2009) 

The scale includes 10 items, divided into 3 subscales: perseverance, direction and intensity. 

For each item there are seven response options, in the form of a Likert scale, from 1 to 7, 1 meaning 

total disagreement, and 7 meaning total agreement. The minimum score is 10 and the maximum 

score is 70. 

• Scale of satisfaction of basic needs at work (Broeck et al., 2010) 

M
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F
43%

Gender

M F

13

The "Black Sea" Journal of Psychology
Vol. 14, Special Issue, 9-23, Fall, 2023

ISSN: 2068-4649
www.bspsychology.ro



 

 
 

The scale includes 18 items, the answer options being in the form of a Likert scale, from 1 

to 5, where 1 means total disagreement, and 5 means total agreement. There are a number of R-

marked items that are reverse rated. Scoring is summative. 

• Self-esteem related to the organization (Pierce et al., 1989). 

The scale includes 10 items, and scoring is done on a Likert scale from 1 to 5, ranging from 

strongly disagree to strongly agree. The individual score is calculated by summing the 10 items 

and dividing the sum by 10. The authors recommend using the following ranges: 

4.5-5: high score; 

3.5 - 4.5: average score; 

3.5 or less: low score. 

 

2.6. Descriptive data analysis 

Before applying the statistical tests that aim to verify the hypotheses, we analyze the starting 

indices, the dispersion indices and the distribution of the variable scores. 

 

Table 1. Indices of baseline, dispersion and distribution of effort, satisfaction and self-

esteem scores 

 Variables  M Md.  Mo. SD V. Sk. Ku. Kolmogorov-S 

           (Sig. 2- tailed) 

Perseverence            15.03     15 12 2.98 8.93 .040 -1.383  .001 

Direction                       15.06 16 18 3.38 11.44 -.399 -1.428  .002  

Intensity            18.36 18 23 5.65 32 .048 -1.585  .006 

Satisfaction            57.33 52 34 19.78 391 .097 -1.747  .003 

Seld esteem            3.80 4 5 1.17 1.39 -.278 -1.546  .000 

 

 Analyzing the starting indices for all research variables, we notice that there is no equality 

between the mean, median and mode. For the persistence scores (dimension 1 of effort) the SD is 

equal to 2.98, and the variance is equal to 8.93. The skewness value indicates a distribution slightly 

inclined to the right (.040), and the negative kurtosis value indicates a platykurtic distribution (-

1.383). The significance level of the Kolmogorov-Smirnov test, which indicates the normality of 

the distribution for the perseverance scores, is equal to .001, thus p < .050, which means that the 

distribution is abnormal/non-Gaussian. 

For direction scores (dimension 2 of effort) the SD is equal to 3.38, and the variance is 

equal to 11.44. The skewness value indicates a slightly left-leaning distribution (-.399), and the 

negative kurtosis value indicates a platykurtic distribution (-1.428). The significance level of the 

Kolmogorov-Smirnov test, which indicates the normality of the distribution for the direction 

scores, is equal to .002, thus p < .050, which means that the distribution is abnormal/non-Gaussian. 

For intensity scores (dimension 3 of exerted effort) the SD is equal to 5.65 and the variance 

is equal to 32. The skewness value indicates a slightly right-skewed distribution (.048) and the 

negative kurtosis value indicates a platykurtic distribution (-1.585) . The significance level of the 

Kolmogorov-Smirnov test, which indicates the normality of the distribution for the intensity scores 

is equal to .006, thus p < .050, which means that the distribution is abnormal/non-Gaussian. 

14

The "Black Sea" Journal of Psychology
Vol. 14, Special Issue, 9-23, Fall, 2023

ISSN: 2068-4649
www.bspsychology.ro



 

 
 

For job satisfaction scores, the SD is equal to 19.78, and the variance is equal to 391. The 

skewness value indicates a slightly right-skewed distribution (.097), and the negative kurtosis value 

indicates a platykurtic distribution (-1.747). The significance level of the Kolmogorov-Smirnov 

test, which indicates the normality of the distribution for the satisfaction scores, is equal to .003, 

thus p < .050, which means that the distribution is abnormal/non-Gaussian. 

For the self-esteem scores, the SD is equal to 1.17, and the variance is equal to 1.39. The 

skewness value indicates a slightly left-leaning distribution (-.278), and the negative kurtosis value 

indicates a platykurtic distribution (-1.546). The significance level of the Kolmogorov-Smirnov 

test, which indicates the normality of the distribution for the self-esteem scores, is equal to .003, 

thus p < .000, which means that the distribution is abnormal/non-Gaussian. 

 

2.7. Inferential data analysis – hypothesis testing 

 It was observed that for all variables, the level of significance of the Kolmogorov-Smirnov 

test was less than .050, which indicates an abnormal/non-Gaussian distribution, in which case we 

will use non-parametric tests to verify the research hypotheses. 

 

Hypothesis 1 - It is assumed that there is a significant relationship between workplace effort 

and employee satisfaction, anticipating that sustained effort may contribute to higher satisfaction. 

In a professional environment characterized by rapid changes and continuous challenges, 

the relationship between the effort made at work and the level of satisfaction of employees becomes 

a particularly relevant aspect for the effective management of human resources. Research 

hypothesis 1 explores this link by assuming that there is a significant relationship between 

employee effort and their level of job satisfaction, suggesting that sustained effort can contribute 

to greater job satisfaction. 

Underlying this hypothesis are fundamental principles of organizational psychology, which 

suggest that employees who exert sustained effort in their tasks may experience a greater sense of 

achievement and fulfillment, which ultimately could positively influence their level of job 

satisfaction. The effort, seen as an investment in one's own professional activity, can contribute to 

the achievement of personal and organizational objectives. 

The current labor market environment imposes increasingly complex demands on 

employees and constant pressures for performance. In this framework, understanding the impact 

of effort on job satisfaction becomes essential for promoting a balanced and stimulating work 

environment. 

By researching this hypothesis, we aim to shed light on relevant aspects of the dynamics 

between effort and employee satisfaction, providing information that can be useful for the 

development of effective personnel management practices. A deeper understanding of how effort 

at work contributes to job satisfaction can serve as a basis for organizational initiatives and policies 

designed to encourage employee engagement and performance. Thus, this research supports efforts 

to optimize the organizational climate and build a framework conducive to individual and 

collective development in the professional environment. 
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Table 2. The relationship between dimension 1 of workplace effort (perseverance) and employee 

satisfaction 

Spearman Correlation   Coef. Corel.    Sig.(2-tailed) 

Perseverence and satisfaction   .890**    .000 

 

 The correlation coefficient between persistence (dimension 1 of effort at work) and job 

satisfaction is equal to .890**, and the significance level of the correlation is equal to .000, thus p 

< .050. The correlation is positive and statistically significant. 

The significant and positive correlation coefficient of .890 between persistence (dimension 

1 of job effort) and job satisfaction indicates a strong relationship between these two variables. The 

psychological interpretation of this correlation highlights essential aspects of the behavior and 

psychological state of the employees. 

The high correlation coefficient indicates that employees who exhibit high levels of 

persistence at work are generally the most engaged and engaged. Perseverance, defined as the 

ability to make sustained efforts and overcome obstacles, can contribute to successfully addressing 

professional challenges and maintaining a high level of commitment within the organization. 

Job satisfaction, in this context, can be perceived as a result of perseverance in carrying out 

professional activities. Employees who put forth continuous effort and persevere in their tasks are 

more likely to achieve positive results and, by implication, experience an increased level of 

satisfaction with their work environment. 

This strong correlation shows that encouraging and supporting employees in developing 

persistence skills can bring significant organizational benefits. Improving employees' ability to 

cope with demanding efforts and maintain their commitment can contribute to increased individual 

and collective performance within the organization. 

Organizations could implement strategies to develop persistence, including providing 

resources for managing stress, providing constructive feedback, and facilitating a culture that 

encourages persistence in achieving professional goals. 

This significant correlation confirms that persistence at work has a significant impact on 

employee satisfaction. Investing in the development of this trait can be a key component in 

organizational efforts to increase commitment and job satisfaction. 

 

Table 3. The relationship between dimension 2 of workplace effort (direction) and employee 

satisfaction 

Spearman Correlation    Coef. Corel.    Sig.(2-tailed) 

Direction and satisfaction    .873**    .000 

 

 The correlation coefficient between direction (dimension 2 of the effort at work) and job 

satisfaction is equal to .873**, and the significance level of the correlation is equal to .000, thus p 

< .050. The correlation is positive and statistically significant. 

The significant and positive correlation coefficient of .873 between direction (dimension 2 

of job effort) and job satisfaction reveals important aspects of employee behavior and 

psychological state within the organization. This correlation indicates a strong relationship between 

effort in a specific direction and employee satisfaction. Attributes such as focus, orientation, and 
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the direction in which effort is channeled can significantly influence how employees perceive and 

feel about their work. 

Employees who direct their efforts in a direction consistent with their professional goals 

and values are more likely to experience job satisfaction. This can contribute to greater intrinsic 

motivation and, implicitly, to improved performance in their professional tasks. 

Direction of effort suggests consistency and clarity in how employees plan and implement 

their work tasks and goals. Coordinating efforts in a well-defined direction can contribute to a 

positive professional experience. 

To support this dimension of effort, organizations can invest in developing personal 

management skills, focusing on prioritization, strategic planning, and alignment with 

organizational goals. 

This correlation suggests that directing effort in a manner that is consistent and aligned with 

individual and organizational goals is positively associated with job satisfaction. Encouraging and 

supporting employees in setting clear directions for their professional endeavors could help 

increase overall job satisfaction and engagement. 

 

Table 4. The relationship between dimension 3 of workplace effort (intensity) and employee 

satisfaction 

Spearman Correlation   Coef. Corel.    Sig.(2-tailed) 

Intensity and satisfaction   .793**    .000 

 

 The correlation coefficient between intensity (dimension 3 of effort at work) and job 

satisfaction is equal to .793**, and the significance level of the correlation is equal to .000, thus p 

< .050. The correlation is positive and statistically significant. 

The significant and positive coefficient of .793 between the intensity of work effort and job 

satisfaction brings to the discussion essential aspects of the relationship between how employees 

invest their efforts and their state of satisfaction within the organization. 

This correlation underlines that when employees exert intense effort in performing their 

work tasks, there is a clear tendency to experience job satisfaction. The intensity of effort can be 

associated with the level of commitment and dedication in carrying out everyday responsibilities. 

Employees who invest their efforts intensively in their tasks are likely to show a higher 

degree of involvement in their professional activities. This involvement can contribute significantly 

to overall job satisfaction, providing a positive outlook and fulfillment in professional activities. 

The intensity of effort can be considered an indicator of the desire to achieve significant 

results and personal fulfillment. Employees who invest sustained effort may derive additional 

satisfaction from achieving professional goals, which contributes to their well-being at work. 

This correlation suggests that motivational factors, such as the desire for excellence and 

self-actualization, may play a critical role in shaping job satisfaction. Employees who experience 

increased satisfaction from intense effort may find fulfillment in the process of professional self-

improvement. 

Intense effort in work activities is significantly associated with high levels of job 

satisfaction. Understanding this aspect can help organizations encourage and support employees in 
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achieving maximum levels of engagement and personal fulfillment, having a positive impact on 

organizational climate and overall performance. 

 

Table 5. The relationship between effort at work and employee satisfaction 

Spearman correlation           Cor. Coef.  Sig. (2-tailed) 

between   and     between 

Perseverence  work satisfaction   .890**   .000 

Direction   work satisfaction   .873**   .000 

Intensity   work satisfaction   .793**   .000 

 

The three non-parametric correlations (Spearman) between the three dimensions of effort 

at work and job satisfaction are positive and significant (p = .000; p < .050), which indicates that 

between these three dimensions and satisfaction there is a directly proportional relationship. High 

scores of effort at work correlate with high scores of job satisfaction, confirming hypothesis 1 of 

the research. 

 
Figure 2. The relationship between the three dimensions of effort and job satisfaction 

 

Interpreting the statistics provided in the context of the three nonparametric (Spearman) 

correlations between dimensions of job effort and job satisfaction is crucial to understanding the 

significance of these relationships in a psychological context. High job effort scores that correlate 

positively and significantly with job satisfaction indicate that employees who exert more sustained 

and intense effort generally perceive a higher level of satisfaction with their work. 

This relationship can be associated with motivation theory such as self-determination 

theory, which suggests that when employees actively engage and put effort into a job that provides 

them with personal satisfaction, they experience higher levels of satisfaction. 

Confirmation of hypothesis 1 of the existence of a significant correlation between effort 

and job satisfaction, supporting the idea that higher levels of effort are associated with higher levels 
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of satisfaction. This result could suggest that organizations would benefit from strategies that 

encourage and reward employee efforts to increase levels of job satisfaction and commitment. 

The directly proportional direction of the correlations indicates that when an employee 

exerts increased effort, he or she is more likely to experience a corresponding increase in 

satisfaction. In a management context, this understanding could guide efforts to develop work 

environments that recognize and reward employee contributions, thereby encouraging a positive 

relationship between effort and satisfaction. 

These results suggest that investing in fostering a work environment that values employees' 

effort can have a significant impact on their level of job satisfaction. 

 

Hypothesis 2 - Employees' self-esteem is hypothesized to positively influence their job 

satisfaction, providing insight into the importance of individual perceptions of value in the 

professional context. 

In today's era of human resource management, understanding the complexity of factors 

influencing employee satisfaction is becoming crucial to organizational success. A significant 

aspect of this equation is employee self-esteem, a psychological dimension that can have a 

profound impact on their perception of job satisfaction. 

Research hypothesis 2 explores the relationship between employees' self-esteem and their 

level of job satisfaction, thus providing insight into the importance of individual perceptions of 

self-worth within the professional environment. In a climate where job market competition is fierce 

and demands for performance are increasingly high, understanding how self-esteem interacts with 

job satisfaction becomes essential to building a healthy and productive work environment. 

Self-esteem is the subjective assessment of one's own worth, skills and personal 

capabilities. In the professional context, this perception can influence how employees engage in 

their tasks, interact with colleagues, and perceive the satisfaction derived from professional 

activity. The hypothesis that self-esteem positively influences job satisfaction is based on the 

premises of psychological theories that claim that a positive self-image is associated with higher 

levels of resilience, motivation and commitment in the professional environment. 

By analyzing this hypothesis, the research brings to the fore the importance of 

psychological aspects in organizational dynamics and provides the opportunity to identify effective 

personnel management strategies. Finally, a better understanding of how self-esteem contributes 

to job satisfaction can serve as a foundation for implementing human resource practices that 

promote not only work efficiency, but also employee well-being and personal development. 

Figure 3 shows the pie chart of the structure, which shows the frequency of the subjects 

according to the level of self-esteem. We observe that there is an approximately equal percentage 

between those with a high self-esteem and those with an increased self-esteem, a very small 

percentage being represented by subjects with an average self-esteem. 
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Figure 3. Pie diagram - employees' self-esteem 

 

Table 3 shows the data obtained after applying the Kruskal Wallis test. The Kruskal-Wallis 

test is a nonparametric statistical procedure used to assess whether there are significant differences 

between three or more independent groups of observations. It is a variant of the ANOVA test, for 

data that do not meet the normal distribution conditions required for this parametric test. 

 

 

Table 3. The relationship between employees' self-esteem and their job satisfaction 

     Satisfaction range Chi square  Sig. (2-tailed) 

Kruskal Wallis test     

High self-esteem   23.50 

Medium self-esteem  14   22.979   .000 

Low self-esteem   7.71 

 

The Kruskal-Wallis test presents the average ranks for job satisfaction according to self-

esteem reported to the organization. Thus, employees who have a high self-esteem, have an average 

of job satisfaction equal to 23.50, a higher average, compared to that of employees who have an 

average (M = 14) or low self-esteem (M = 7.71). It is observed that there are differences between 

the three environments, depending on the level of self-esteem. The Chi-square value of the test, 

together with the level of significance, are what confirm whether these differences are statistically 

significant. The Chi-square value of the test is equal to 22.979, at a significance level equal to .000, 

which means that p < .050, thus confirming that there are statistically significant differences 

between the means of satisfaction, differences in depending on the level of self-esteem related to 

the organization. 
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Figure 4. Means plot - the correlation between self-esteem and job satisfaction 

 

The results of the Kruskal-Wallis test suggest the existence of significant differences in job 

satisfaction according to the level of self-esteem related to the organization. The interpretation of 

these data provides a deep insight into the complex relationship between employees' self-esteem 

and their level of job satisfaction and, at the same time, confirms hypothesis 2 of the research. 

Employees with high self-esteem show significantly higher average job satisfaction 

compared to those with average or low self-esteem. This indicates that the individual who perceives 

himself positively and has confidence in his own abilities and worth generally experiences greater 

job satisfaction. This result can be related to a positive attitude towards professional tasks, 

colleagues and the work environment in general. 

The p-value of less than .050 (p < .050) confirms that the differences between job 

satisfaction means by level of organizational self-esteem cannot be attributed to chance and are 

statistically significant. This aspect suggests that employees' self-esteem plays a significant role in 

shaping their perception of job satisfaction. 

The results can provide useful guidelines for management practices and organizational 

development. Improving employee self-esteem can help increase job satisfaction, which in turn 

can have a positive impact on organizational performance and commitment. 

It is important to recognize that self-esteem is an individual characteristic and can be 

influenced by a variety of factors, including personal experiences, feedback from peers and 

managers, and organizational policies. Understanding and managing these factors can help create 

a healthier and more productive work environment. 

The results provide a clear insight into the relationship between employees' self-esteem and 

job satisfaction, highlighting the importance of the individual approach in the management and 

development of human resources within organizations. 
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 Conclusions 

             The research results confirm hypothesis 1, regarding the existence of a significant 

relationship between the effort made at work and the level of employee satisfaction. The central 

observation is that employees who exert sustained effort generally show higher levels of job 

satisfaction. This emphasizes the need to recognize and appreciate individual efforts to maintain 

increased commitment and continued satisfaction within the organization. 

             In agreement with hypothesis 2, the results indicate that employees' self-esteem positively 

influences their level of job satisfaction. Employees who show higher self-esteem generally show 

a higher degree of job satisfaction. This finding emphasizes the importance of cultivating a positive 

perception of self-worth within the organization, thereby contributing to a beneficial work 

atmosphere. 

              The research provides relevant guidelines for management and organizational 

development practices. Implementing strategies that recognize and reward employee effort can 

significantly contribute to improving organizational satisfaction and performance. Also, the 

emphasis on the personal and professional development of employees can be an effective way of 

strengthening self-esteem and, implicitly, increasing job satisfaction. 

              It is essential to consider that the results obtained are specific to the context and the group 

of subjects involved in the research. External factors, such as economic conditions or 

organizational changes, can influence the dynamics between effort, self-esteem, and job 

satisfaction. Thus, the interpretation of the data must be carried out with attention to the specific 

particularities of the environment in which the research was carried out. Another limitation of the 

paper is given by the small number of subjects. 
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