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ABSTRACT
• It is a commonly held notion that there is gender inequality 
throughout the workforce. There is factual evidence such as salary 
differences between men and women that supports this claim. In the 
past, a misconception that men are better in executive, leading roles 
offered an explanation to the differences in wages. More recently, 
such explanations have not held up under scientific scrutiny. Our 
purpose was to continue to dispel the myth that men are better suited 
for power positions in the workforce and push for further progress in 
the fight for gender equality. We questioned workers in the 
Northwest Georgia area regarding their job satisfaction as well as 
their satisfaction with their supervisor. Our results indicate that there 
is no significant difference between male and female supervisors in 
relation to their subordinates’ satisfaction scores.
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METHOD

• Our quasi-experimental design included utilizing the gender of the 
employee’s supervisor and measuring the job satisfaction score of 
each participant. We obtained our job satisfaction scores in the 
form of questionnaires previously assessed by Saane, Sluiter, 
Verbeek, & Frings-Dresen, (2003).  These researchers assessed the 
reliability and validity of instruments measuring job satisfaction. 
Out of the 29 instruments reviewed, they chose the Measure of 
Job Satisfaction, or MJS, as the most reliable and valid instrument 
scoring the highest on internal consistency and test-retest values. 
The MJS was developed in the United Kingdom for nursing 
applications. Although it does have some nursing specific 
questions, the majority are generalizable to any occupation. The 
nursing specific questions were grouped into their own subscale, 
and we simply omitted that subscale from our test instrument. 
Considering we are comparing only subscales and not an overall 
composite score, we felt that the omission would not affect the 
validity of the instrument. Our version consists of 38 questions 
along with 6 demographic questions (e.g., age, gender, gender of 
the supervisor, job type, education level, and time at the job). The 
38 questions in the inventory are reported on a Likert scale 
ranging from very dissatisfied to very satisfied. The questions are 
divided into 6 subscales and one overall score. These subscales 
include personal satisfaction, satisfaction with the workload, 
satisfaction with professional support, satisfaction with training, 
satisfaction with pay, and satisfaction with prospects. We focused 
on the subscale of satisfaction with professional support to obtain 
scores, which asks questions directly about the supervisor, and 
compared those scores between male and female supervisors. We 
sampled 118 people in the North Georgia area. 

RESULTS

• The mean score of job satisfaction for people with 
male supervisors was 3.6888 (SD = 0.79941) and for 
people with female supervisors was 3.6882 (SD = 
0.76559). The results of an independent samples t-
test indicated that for our sample the sex of the 
supervisor has no impact on job satisfaction t(117) = 
-0.04, p = 0.669.
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• While researching job satisfaction, we found it to be the 

most heavily researched topic in Industrial and 

Organizational Psychology. In all of the studies we 

examined, we found many articles discussing various 

elements of management such as communication or style, 

but none looking at the differences between the sexes of 

the actual managers themselves. This is a relevant topic 

considering the clear inequality between men and women 

in the workforce, particularly in positions of power as 

noted by Huffman (1995). We found it important that 

empirical data should support gender equality or equality 

of the sexes, not just assumptions, thus showing our 

confidence in the potential outcome of our research. We 

expect to find that females are as capable as males in 

supervisory roles based on how the employees they 

supervised rated their job satisfaction.

• What is the real reason for the disproportion of males and 

females in power positions?

• What are the real differences between males and females?

• How big of a role does tradition and stigma have?

• Will this inequality vanish on its own as we progress as a 

society?

• How can we make a difference?


