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Abstract

Achieving employees’ self-esteem via job satisfaction is a major concern in public sector organizations in
Nigeria. Therefore, this study examined the effect of job satisfaction on employees’ self-esteem in Kwara
State Office of the Head of Service, Ilorin, Nigeria. The descriptive survey research design was adopted
The study population comprises both administrative and executive staff of the Kwara State Office of the
Head of the service. A hypothetical sampling technique was used to select a sample size of 298 employees
Jrom the organization. 263 (88.3%) copies of questionnaires were retrieved and found appropriate for this
study. The primary source of data collection was used, and the data collected was analyzed through
regression analysis. The study's findings revealed that compensation and job security have a significant
impact on employees’ self-esteem. Therefore, the paper concluded that there is a significant impact of job
satisfaction on employees’ self-esteem. The study recommended that the management of the Kwara State
office of the head of the service consider job satisfaction a vital tool for achieving employees’ self-esteem

and retention.
Keywords: compensation, job security, employees’ self-esteem, job satisfaction and public-sector.

1.0 Introduction
Job is an essential aspect of human life. It is a means of generating income for well-being and self-esteem.

It is pertinent for employees to be satisfied with their jobs to perceive the organization positively.
Satisfaction is the mode of an expected level of pleasure attained from a product or services. Esteem, on the
other hand, refers to a subjective internal measure placed on oneself. Therefore, achieving self-esteem
through job satisfaction in the public sector is critical to human resource experts and public administrators.

Job satisfaction notably depicts the level of intimacy between an employee and his job (Ellickson &
Logsdon, 2001). It tells the perception of one about the nature of his livelihood positively or otherwise
(Spector, 1997). Without a doubt, employees prove more satisfied having attained expectations. Effective
utilization of job satisfaction factors such as compensation, promotion and advancement, co-workers
relations, working environment and job security serves as a supportive element to self-esteem, positively

influencing organisational performance.

As reported by Solomon (2014), contented employees are loyal and motivated to attain self-esteem. High
esteemed workers seize competitive attributes such as; job personalization, swift decision-making,
challenge confrontation and mutual working with peers (Ferkany, 2008). On the other hand, low esteemed
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Table 1 Model Summary
Model R R Square Adjusted R Squaré Std. Error of the Estimate
[ 934° 872 866 E

Source: Field Study, 2020
a. Predictors: (Constant), compensation

From table 1 above, the coefficient (R) value of 0.934 (93.4%) indicates the existence of strong positive
examined compensation on employees’ self-csteem. The Co-efficient of Determination (R?) value of 0.872
(87.2%) explains the proportion of the total variations in employees’ self-esteem (Value Added) was

accounted for by variations in compensation. The adjusted R? value is 0.866 (86.6%), which indicates that

the actual variation in employees’ self-esteem (Value Added) could be attributable 86.6% of compensation.
It also suggests that compensation has a significant and vital effect on the self-esteem of employees.

Table 1.1 Coefficients”

Standardized

Unstandardized Coefficients Coefficients
Model ) B Std. Error Beta T Sig.
1 (Constant) 276 .057 4.852 .000
pay 1.442 0.34 .075 56.146 .002
salary 1.665 0.44 .045 28.224 .001
compensation 1.786 0:22 .880 35.175 .000

Source: Field Study, 2020
a. Dependent Variable: Value Added
Table 1.1 displays the coefficient used to test if the three independent variables contributed information to

the predictor of the dependent variable, “employees’ self-esteem”. The t-value was found to be relevant at
0.05 levels in this study. Both proxies were found to be significant (Sig. t <0.05) for independent variables
in the regression model. There is also a significant difference in pay and salary, wages and self-esteem of
workers. The result implies that for one additional unit of “pay”, the value-added, which is the proxy for
esteem, increases by 7.5%. This means that the organization should consider the payment
to its employees to increase the value-added by employees. It is also found that the result of “salary”
positively impacted employees’ self-esteem. The result revealed that a unit adoption of “compensat.ion_"
will bring about 4.5% increases in the value-added and extension employees’ self-;s.teem.. This is
statistically significant at 5%. The result of “compensation” shows that recognition positively impacted
employees’ self-esteem. The magnitude of the beta coefficient is statistically significant, at 5% for the
sample. The result shows that recognition affects employees’ self-csteem by 88% for the total sample.

employees’ self-

HO,: Job security does not influence employees’ Sclf-esteem

Table 2.: Model Summary

Model Summary :

Model R R Square Adjusted R Square Std. Error of the
Estimate

I 778* 605 603 94258

a. Predictors: (Constant), job security
Source: Field study, 2020
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wd Frror | Beta
B SR e 9.325 000
1 (Constant) 1.158 124 - 22,869 000
job security .770 .034 - —

a. Dependent Variable: employees’ self-esteem

Source: Field study, 2020
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Table 2.1 above shows that the regression model (R) is eql'Jal fo 0.778, su%gte:;l:?n 25;5;51;.;;:?%{ OfJQb
security on employees' self-esteem level. The R-squared estlma.tlons show.t a £ ia. B im 10 explain
60.5% of the variations in employees' self-esteem. The regression coefﬁmept of the ';1 Y fe%equanon for the
model proposes that an improvement in the job security un'lt would SlgmﬁC_fmt_y aftect the leve] o
employees' self-esteem. Also, the P-value of (0.000), which is less thar.l tbe Slgnlﬁcance level at 0.0,
suggests that the result is statistically significant. Thus, the null hypothesis is denied. It can be concluge
that job security has a major impact on employees' self-esteem.

Discussion of Findings

The study aims to examine the effect of job satisfaction on employees’ self-esteem in the Kwara State
Office of the Head of Service regarding job satisfaction components such as compensation and job securiy.
In testing hypothesis 1 in table 1 the coefficient R=0.934 indicates a strong positive impact of
compensation on employees’ self-esteem. Table 1.1 posited that the calculated P-value of (0.000, ic.
positive) is less than the tabulated (alpha) value of 0.05 at 95% leve] of confidence. The testing of the Null
hypothesis, which posits that compensation does not have a significant impact on emplovees’aself-esteem,
is rejected. In contrast, the alternative hypothesis that established that compensation doesdhave a significant

impact on employees’ self-esteem is accepted. The finding indicates that compensation has a significan!
effect on employees’ self-esteem. This aligns with Ldama °

. ) X and Peter (2 i 0sitive
relationship between compensation and self-esteem. (2017) view, who reported a p

Moreover, the coefficient in hypothesis 2 shows the v
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5.0 Conclusion and Rccommcndatiom

The study aims to examine the impact of job ‘sati

Office of the Head of Service. Fin; alisfaction , : 2
employees’ self-csteem Tl‘::s(z g-md‘ngs showeg o0 employees® self.cstcem in the KWz o 0
: hdicated thag 4 ; Pensation has q significant effect of - ons

impact on their self-esteem. A|gq it was NCrease iy, emp] ) o a S
. ’ I . 0 : , ve i
self-esteem. Therefore, job security rela('evealed that job SCCuprit),/ee S COmpensation ould ha mploy:.e'
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concluded that compensal{on al}(l Job sccurity significantly impact employces’ self-csteem in the Kwara
state Office of the Head of Service.

The following recommendations were proposed, based on the findings of the study;

i The management of public organizations should consider job satisfaction as a tool to achicve high
employee self-esteemed. d
ii. Adequate compensation and rewards should be the priority of Icadership in the Office of the IHead of
Service to enhance high job satisfaction, quality service delivery and employces’ sclf-esteem.
iii. Although job security is usually funded in most of Nigeria's public institutions, the government should
ensure that more workplace sccurity increases workers' cngagement and sclf-esteecm to achicve
organizational objectives.
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