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Abstract 
 

The world is different now. It has experienced the biggest crisis in the humanity. The new labour situation has 

drastically changed due to unforeseen circumstances caused by the new Corona virus. It affected all 

businesses but the hospitality sector suffered the most.The aim of this paper  is to investigate how chefs in 

Colombian perceive job satisfaction and what factors are leading to perceive more or less job satisfaction. In 

order to understand ho  Columbian chefs perceive the job satisfaction of Columbian chefs and their 

professional development, the following objectives are defined. 
 

1. To study the perceptions of Colombian chefs of ob satisfaction?  

2. To define those factors that are leading to perceive job satisfaction? 
 

Hypothesis: First, it is hypothesized that Colombian chefs will be more likely to perceive higher salaries and 

extra benefits as determinants of higher job satisfaction. Furthermore, second, it is hypothesized that 

Colombian chefs will perceive supervision, promotion and career development as a path to achieve job 

satisfaction. An adapted online version of the Job Satisfaction Survey (JSS) comprised of 16 questions has 

been the chosen method of data collection. The JSS was developed to measure job satisfaction in 

organizations in human service, public and non-profit sectors. Participants (N = 26) filled out and returned the 

survey that was distributed via advertisements on social media posted on the 20th of January, then reposted on 

the 10th of February and 22nd of March. The social media platforms use to distribute the advertisement was 

via Facebook groups of chefs working in Colombia. The population of the sample are Colombian citizens, 

who work in the hospitality industry, more specificity as chef, cook and employees that work in the F & B 

industry.Correlation of Job satisfaction and various condition that lead to it, payment satisfaction, workload 

and an introduction of some of the conditions to Work-Quality-Life.Colombian chef may perceive 

supervision, promotion and career development as a path to job satisfaction. This, as supported by the finding 

showing that the benefits, Salary and workload are relevant to have a better performance of employees. 

Moreover, this, orient employees to have high job stability and avoid informality, creating loyalty within the 

company, benefits and the right of the employees to get pay their extra hours and get the fair payment of their 

tips, thus, generate trust from the employee to the supervisor and employers/owners.  
 

Keywords: job satisfaction, JSS survey, hospitality industry, salaries and benefits, Colombian chefs, perceive 

supervision, promotion, career development, work-quality-life. 
 

Introduction 
 

The world is different now. It has experienced the biggest crisis in the humanity. The new labour 

situation has drastically changed due to unforeseen circumstances caused by the new Corona virus.It affected 

all businesses but the hospitality sector suffered the most. 
 

The new virus left 33.5 million people without job since March 2020. — accounting for an 

unemployment rate of 14.7% (Yahoo! Finance). The biggest unemployment rate was in the restaurant industry 

as 2 out of three restaurant employees have lost their jobs (National Restaurant Association). On the other 

hand restaurants, on average, laid off 91% of their hourly workforce and 70% of salaried employees due to 

COVID-19 related closures (James Beard Foundation) 
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According to the data of the World travel and tourism council, 50 million jobs were at risk worldwide 

in the travel and tourism sector, which accounts for 10% of the global GDP (World Travel & Tourism 

Council).  The restaurant industry expects to lose up to $240 billion by the end of 2020 (National Restaurant 

Association). The level of profits is going down, compared to 2019, as over 71% of restaurants had a profit 

margin under 10% in 2019 (Independent Restaurant Coalition) 
 

For example, the statistics shows that about 60% of restaurants made $1.5 million or less in revenue 

the last fiscal year, needing $100,000 over the next quarter to remain viable for a reopening (James Beard 

Foundation). Due to the virus situation,  56% of restaurants have at least $50,000 in new debt as a result of 

COVID-19 (Save Restaurants). 
 

The restaurant industry had to adapt their business model to react to the current situation. In this 

regard, most of them offered home delivery, cut the staff. There has been a shift from visit to restaurants to 

home delivery through different online applications.For these reasons,  51% of consumers have downloaded at 

least one new app to purchase food and essentials since COVID-19 (Bluedot). The staistics shows that, the 

average online ordering check size is 23% larger than in-store checks (Toast).  33% of consumers say they‘re 

getting more takeout than before the pandemic (Restaurant Business). 
 

There is also a tendency of changes in the level of consumption per generations. For example,  50% of 

Gen Z consumers are willing to try out a new restaurant if curbside is an option (Bluedot). This is the most 

active generation online. In this regard, third-party delivery platforms can make meals cost up to 91% more 

for customers (New York Times). 
 

The corona virus situation has a huge impact not only on restaurant business but also on customers. 

For example, the biggest challenges restaurant owners believe they are facing in reopening are: Slow return of 

customers (41%), Cash to pay vendors (35%), Rehiring staff (16%),  Retraining staff (3%), Health Inspections 

(2%) (James Beard Foundation) 
 

On the other hand,  55% of all consumers surveyed expect to see more hand sanitizer dispensers to 

make them feel ‗safe and comfortable‘ inside restaurants (Restaurant Business). It also placed emphasis on 

safety and hygiene measures more than ever. For example, , 38% of people are most concerned with touching 

shared objects (countertops, napkin dispensers, chairs, cash), 28% with being near other people, 15% with 

staff preparing or handling food, 9% with being served from large containers, and 7% with interacting with 

restaurant staff (Datassential) 
 

For other customers, around  41% of consumers are most looking forward to feelings of relaxation 

when they return to restaurants, giving operators the chance to refocus their service on eliciting this 

experience by leveraging technology where possible (Datassential) 
 

The U.S. Travel Association calculates that the whole industry will have losses of over 500 billion 

dollars in 2020, which including food services with $128 billion (see figure 1) (McCarthy, 2020). 
 

The implication of the issues within the hospitality industry has been increasingly affected as a 

consequence of the crisis affecting the job satisfaction of employees. Therefore, the economy collapsed, 

stables have closed and the tourism season has been postponed, affecting the progress after archiving on 2019 

a record of over 4.5 million non-resident visitors, with a grew above 3.3% (The City Paper Staff, 2020) 

Unfortunately, the projection of the president of Colombia, expecting 6 million in 2020 has changed due to the 

pandemic  situation. Therefore, this study sought, first, to investigate the current job satisfaction of chefs in 

Colombia. Second,  aimed to identify different variables that could affect their job-life satisfaction. 
 

Colombia is a South American middle-income country with coasts on the Atlantic and Pacific oceans 

and connecting borders with Venezuela, Brazil, Ecuador and Peru. The high contribution of the hospitality 

industry to the Colombian economy has placed the country as one of the most attractive countries to visit in 

2020 (PRNewswire, 2019). 
 

This country possesses one of the most diversified cultural, gastronomic, and biodiversities territorial 

areas in the South American continent; some challenges need to be faced to ensure sustainable growth over 

the years (OECD, 2013) According to Cuso International, Guitierrez, Martin, and Becerra (2018) indicated 

that there are different reasons for the current precarious economic situation. For instance, workers are 

―employee‖ in unpaid family workers in companies with five workers or less or in companies or businesses 

from other households, which do not receive any fringe benefits.  
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This has caused an increase  in unemployment up to 12.2% to February of 2020, which is the highest 

since 2012 (Gutierrez, Marin, & Becerra, 2018). Consequently, besides the current increased in the 

unemployment rate, more have been forced to move into the informal economy.  
 

Gomez-salcedo, Galvis-aponte, and Royuela (2017) highlighted the existence of quality of work cycle 

which talks about the overall meaningful situation of an employee and not only focus on his/her work. 

Consequently, this generates implications to the social security system. In Colombia, this is already reflected 

in the lower quality jobs service that generates problems to the health and pension funds in the system and the 

economy in general which as a consequence generates a lack of job satisfaction (Gomez-salcedo, Galvis-

aponte, & Royuela, 2017). 
 

Furthermore, Hurtado, Hessel, and  Avendano (2017) supported the concept stated by the 

International Labor Organization (2013) which characterized informal workers with the absence of job-related 

benefits such as pension or unemployment insurance. Also, Hurtado, Hessel, and Avendano (2017) added that 

informal work covers about three-quarters of the global workforce (Hurtado, Hessel, & Avendano, 2017).  
 

As a result, not only the economy of the country may be affected, directly or indirectly, by the 

informal sector due to the absence of tax payment (Osorio-Copete, 2016). Also, informal work practices could 

negatively affect people‘s life-work-quality (Gomez-salcedo, Galvis-aponte, & Royuela, 2017). As defined by 

DANE (2020), Informal Workers are people under situations such as daily workers, domestic employees or 

employees working in companies with five people or less. 
 

Colombia posses an approximated of  14.5 million informal workers and only in the Hospitality 

industry the Colombian Restaurant Association estimates the existence of 86% of the informality workers on 

the 65.000 restaurants that were open prior the outbreak of Covid-19 (Food Export Association of the 

Midwest U.S., 2019). 
 

In addition to the influence of the current economic challenges of the country, causing unemployment 

and informality, another factor that the hospitality industry has to face is the satisfaction of the employees and 

gender equality (Sanchez, Segovia P., Castro-Muñoz, Figueroa-Domecq, & Talon-Ballestero, 2015). Even 

though these issues are still present, it is essential to mention that the government has implemented new 

regulations to prevent the unfair sacking, assure the payment of salaries and holidays as is stipulated in the law 

of wages  (ICCA International Congress and Convention Association , 2018). 
 

Job Satisfaction is a common and well-known issue in the Hospitality industry; nevertheless, it has 

been scarcely studied. Thus, this is added to the issue of the gender gap, which female are vulnerable to 

different scenarios. A research of the Universitat Politècnica de València in 2017, states that female receive 

28,3 % less income in comparison to male in the culinary business. Moreover, another inequality aspect that is 

worth addressing is that worldwide the chef patron of three Michelin star restaurants (i.e., most relevant award 

on restaurants business) from 137 restaurants, only 13 are female (Vozpopuli, 2017).  
 

As overall, the above introduction summarizes the current problems, positioning of the Colombian 

hospitality industry, informality concept and the consequences of it to the work satisfaction. Moreover, the 

potential economic recession due to the global pandemic which has postponed tourism season in Colombia 

can impact even more the labour inequality in Colombia (Lepold, Tanzer, Bregenzer, & Jimenez, 2018). Thus, 

the study aimed to investigate job satisfaction by, first, defining the levels of job satisfaction and, second, 

identifying those factors that could affect job satisfaction on chefs in Colombia. 
 

Methodology 
 

The aim of this paper is to study the perceptions of chefs in Colombian regarding their  job satisfaction and 

what factors are leading to perceive more or less job satisfaction. In order to study these, the following 

questions have been asked: 
 

1.How do Colombian  chefs perceive high or low job satisfaction? 

2.What are those factors that are leading to perceive job satisfaction? 
 

Hypotheses 
 

Hypothesis 1:  Colombian chefs will be more likely to perceive higher salaries and extra benefits as 

determinants of higher job satisfaction.  
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Hypothesis 2: Colombian chefs will perceive supervision, promotion and career development as a path 

to achieve job satisfaction. Also,  predict that there secondary factors that orient employees to high job 

stability and avoiding informality. 
 

At first, we shall present what is job satisfaction. The term job satisfaction explains how happy are 

wprkers with the work they do. It shows the attitude the individual has towards his/her work, the feelings he 

experiences. It reflects also how people perceive the job itself, the place they work, the relationship they have 

with their colleagues and managers. In general, it is defined as the subjective structure in concern with the 

humans' sensations that employees or employers connect with the current workplace. Hence, adequate job 

satisfaction is considered as the level that the job positively stimulate employees‘ feelings and emotions 

(Hulin & Judge, 2003). 
 

The measure of job satisfaction is an essential tool in various research related to the labour market and 

different industries, job satisfaction of an employee has defined in different ways by various researchers 

(Gorenak, Špindler, & Brumen, 2019), reflected on the understanding of job satisfaction and how its definition 

evolves through time:  
 

• Locke (1976) defines job satisfaction as the appraisal of an employees job with the result of an enjoyable or 

assertive emotional condition. 

Vroom (1982) defined job satisfaction as workers‘ emotional orientation toward their current job roles. 

Similarly, Schultz (1982) stated that job satisfaction is essentially the psychological disposition of people 

toward their work. 

Finally, Lofquist and Davis (1991), defined job satisfaction as ―an individual‘s positive affective reaction of 

the target environment as a result of the individual‘s appraisal of the extent to which his or her needs are 

fulfilled by the environment‖. 

• It is defined as the level to which an employee work environment fulfils his or her needs or values 

(Ellickson, 2002).  

• It has illustrated job satisfaction as the employees' mental response to the job that includes a set of positive 

and productive proceeding (Hulin & Judge, 2003). 

• It is understood as the satisfaction  with everyday work activities (Christen, Iyer, & Soberman, 2006) 

• It is defined as the attitude and emotions employees have in terms of their work (Armstrong & Taylor, 

2014). 
 

Job satisfaction is a worker‘s sense of achievement and success on the job as defined by Aziri,
1
 2011. 

It is generally perceived to be directly linked to productivity as well as to personal well-being. Job satisfaction 

implies doing a job one enjoys, doing it well and being rewarded for one‘s efforts. Job satisfaction further 

implies enthusiasm and happiness with one‘s work. Job satisfaction is the key ingredient that leads to 

recognition, income, promotion, and the achievement of other goals that lead to a feeling of fullfillment 

(Kaliski,2007). 
 

To the recent definition of job satisfaction as the satisfaction with relation to the role of employee, 

categorize as intrinsic and extrinsic aspects (Tongchaiprasit & Ariyabuddhiphongs, 2016).  

In summary, however, one can define as a general behaviour of employees in terms of the job and all 

it entails (Kong, Jiang, Chan, & Zhou, 2018). 
 

 According to Christen, Iyer and Soberman (2006) , job satisfaction model includes the  following elements:  

- Job related factors, which is the job itself. 

- Role perceptions, related to how the individual perceives his role for the organization. 

- Job performance, how the individual does the job and receives recognition for performance above normal. 

- Firm performance. It means that the increase of productivity and profitability of the company has a positive 

effect on the staff. 
 

Factors affecting Job Satisfaction 
 

There are numerous factors that define the job satisfaction.  According to Zafer&Ozpehlivana, 2015), 

the effectiveness of job satisfaction is considering humans‘ thoughts about the job in general, hence, 

combining each cognitive job satisfaction facets (Özpehlivana & A. Zafer, 2015). Moreover, the affective and 

cognitive job satisfaction is divided into three dimensions, as presented below; these are the most relevant 

conditions of employees‘ job satisfaction (McPhail, Patiar, Herington, Creed, & Davidson, 2015). 
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According to Hunjra, M., Chani, Aslam, &Muhammad and Kashif-Ur-Rehman,2011
23

the job 

satisfaction is affected by  human resource management practices that are based on compensation type, 

compensation level and jobdesign in terms of autonomy and resources. 

 

Individual factors Job-related factors Organizational factors  

 

• Positive attitude 

• Sociability 

• Planning and organization 

• Self-esteem  

• Self-control 

• Potential to perform well in various circumstances 

•Acquisition of skills 

• Task performance 

• Task significance 

• Autonomy and freedom 

• Feedback • Leadership and supervision 

• Coworker relationship 

• Job security 

• Promotion Compensation 
 

Other theories that speak about this dimension of job satisfaction is as mentioned before the nine 

facets proposed by Spector on 1997 stats 9 points that are present in the job satisfaction dimensions 

(Sumedho, 2015), these are: 
 

• Payment, this is described as wages, salaries and bonuses and can also be related to the raises of salaries 

(Locke, 1976). 

• Promotion, this is described as climbing to a job position above that is applying for higher challenges, 

dominance, and duties, which is achieved due to the performance of employees. Generate a positive and 

loyal employee that committed to the final goal of the company (Kong, Jiang, Chan, & Zhou, 2018). 

• Fringe Benefits, as mentioned in Sumedho (2015) these recall as the financial and non-financial 

compensations. The financial indemnifications are divide on two, such as bonuses which are direct 

compensations and the indirect compensation as retirement planning. The non-financial indemnifications are 

formed of the job liberty, job environment and the working place conditions as flexible schedule and fair 

workload.  

• Contingent Rewards, as mentioned in Tongchaiprasit & Ariyabuddhiphongs (2016), is referred to an 

affective and psychological from the organization to an employee due to excellent performance. Recall as 

swapping of awards and identification for appropriate work. 

• Supervision, defined as the Supervisor with the same duties, positions, and philosophies. Besides, 

employees obtain a higher job satisfaction when there is support by supervisors to achieve not only 

company but employee goals (Noe, Hollenbeck, Gerhart, & Wright, 2010). 

• Operating Procedure, considered to be levels of operational activities which must look after particular 

standards in accordance with rules, laws, and standards of the industrial field. It is perceived on the design 

of policies (e.g. warranty), operations (e.g. steps of production), and regulations (e.g. one minute response 

time) (Dencheva, 2018). 

• Co-Workers, defined to be the overall value, attitudes, and philosophies of Supervisor, co-workers, and 

management support, team spirit and involvement, working atmosphere, the personal relationships that 

might supplement satisfaction, however, transfer to homogeneous with time (Kong, Jiang, Chan, & Zhou, 

2018).  

• Nature of Work, as described by Kong et al. (2018) which defined it as the ―Job itself‖ which include the 

variability of tasks, job regime, job characteristics, job responsabilities, job demands and the status of the 

job itself. 

• Communication, as stated in Noe et al. (2010) which addressed to the committee transmission of the 

particular employees and job applicants of relevant information of benefits, job orientation and feedback. 
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An empirical review of job satisfaction on the example of the hospitality industry Gastronomic 

tourism is  a factor that enhances the development of the region, makes consumers increasingly demanding in 

terms of the quality of production processes; This implies the technification of processes and, of course, the 

increase in quality standards, and leads to products being recognized nationally and internationally (Valdez & 

Fontecha, 2018). 
 

In this order of ideas, gastronomic tourism is understood as an action to consume regional products 

based either on agriculture, production and the typical cuisine of a diversity of regional products that. 

Therefore, various research proves that customer satisfaction is related directly and indirectly with employees 

job satisfaction and employers commitment with employees (Valdez & Fontecha, 2018; Gomez-salcedo, 

Galvis-aponte, & Royuela, 2017; Gorenak, Špindler, & Brumen, 2019). For this reason, this relationship 

between the hospitality industry and workers in the industry can take place due to the lack of reviews related 

to job satisfaction in the hospitality business in Colombia. 
 

Colombian gastronomy represents an offer of significant impact in the tourist development of the 

regions (Food Export Association of the Midwest U.S., 2019). In this way, it is evident how gastronomic 

tourism allows producing an economic impact, since the culinary and culinary experience is irretrievably 

linked to the sociocultural one and allows other activities to emerge from hospitality tourism. 
 

For this, the Great Integrated Household Survey (GEIH), collected and processed by DANE, is used 

in order to study in detail the characteristics of employees such as gender, age, educational level and type of 

occupation. In order to make a first approximation to the structure of the labour market; the returns to 

education and experience for employees in the sector are also estimated (Carvajal M. & Jimenez M., 2016). 
 

There was a significant relationship between age and the subscales ofpay.This result is similar to 

Brush, Moch, and Poovan's study in 1987. Brush et al. conducteda meta-analysis of 19 studies and the result 

was that in general, job satisfaction increaseswith age. Second, there was a significant relationship between 

age and the subscale ofpromotion.(Lee, 1995).Years of employment as a chefor a cook was alsopositively 

related to the job satisfaction subscale of pay. It appears that the increase in thelevel of pay over the years of 

employment meets the expectation ofchefs and cooks(lee, 1995). 
 

Another interesting factor affecting the job satisfaction of ches and cooks is the operation size and the 

nine subscales satisfaction did nothave a significant relationship except between the variables of operation 

size and coworkers. The bigger the operation sizes the less satisfied chefs and cooks were withtheir 

coworkers. Chefs and cooks who work at big kitchens that cater 30,000 meals perday have more coworkers 

than smaller operation size kitchens (Lee, 1995).Nine subscales ofjob satisfaction were testedagainst overall 

job satisfaction. The results of analysis ofthe relationship between the ninesubscales and the total job 

satisfaction score indicated that there were significant positiverelationships between all nine subscales (pay, 

promotion, supervision, benefits, contingentrewards, coworkers, operating procedures, nature of work, and 

communication) and thetotal job satisfaction score. In the study of Lee, 1995 became clear thatChefs and 

cooks who are satisfied with the content oftheir nature of work tend to be satisfied with their jobs overall. Joy 

in the activities of one's work breeds happiness.Chefs and cooks who are satisfied with the operating 

procedures in the workplace tend tobe satisfied with their jobs overall. Simple and clear procedures eliminate 

complicationsand obstacles in the work environment. Chefs and cooks who are satisfied with 

theircommunication in workplace tend to be satisfied with their jobs overall (Lee, 1995). 
 

Colombia is a South American middle-income country, with coasts on the Atlantic and Pacific oceans 

and sharing borders with Venezuela, Brazil, Ecuador and Peru. According to the OECD (2013a) in 2011 

Colombia ranked third among the countries of Latin America and the Caribbean in size of population (46.9 

million people) and labor (22.1 million people); fourth in GDP (474 billion dollars in Purchasing Power 

Parity-PPP); and fifth in area (1,142,000 km2).On the other hand, poverty ratein Colombia has declined as 

well as unemployment, largely  due  to  economic  growth  in  recent  decades  (fueled  bythe  production  of  

raw-hydrocarbon materials), integration of the country into the world economy, better governance and the 

reduction of armed  conflict  (OECD  2014b). In  terms  of  labor  market  indicators,  although  the  

employment  rate ,shows a rising trend since 2000 and is higher than the average of OECD members, it 

remains below the average for Latin America and theCaribbean. According to the OECD (2014a) ,the 

unemployment rate "remains high among OECD and Latin American countries and most people who work do 

so in the informal economy, often in low productivity (Salcedo,Aponte, Royela, 2016) 
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As mentioned previously , the hospitality industry and more specifically, the food and beverage 

industry in Colombia as leader industry on the tourist business has been on constant development. As 

presented on the research made by la Barra 2017 relate to the labour market of the hospitality industry (La 

Barra, 2017). The publication, which it lacks any professional research evidence and present it as an article of 

the magazine with the result of the questionnaire and facts, is the most acquire sources that can be found on 

the hospitality industry and job satisfaction in Colombia, with the relation of the working conditions and 

wages rates of employees in the industry.  
 

The gastronomy as that determining factor that could fulfil this function. In recent time, gastronomy is 

being valued not only as an instrument with which could enhance tourism a region but also as that benchmark 

culture that shapes the historical legacy of a community, territory or region (Valdez & Fontecha, 2018). 
 

As part of the hospitality industry, Colombia faces the reality of informal workers as one of the 

problems that affect the economy, this takes to the inequality of payment of tax and lack of social security and 

possibility of future benefits of retirement, as indicated in figure 2, with 32.2% the Commerce, Hotels and 

Restaurants are the most important economic sectors in Colombia. However, the hospitality industry should 

pay attention to the agricultural field, which is part of the life cycle of the industry, providing resources and 

raw material, besides. As a fact, Colombia, as the 2nd country with more biodiversity in the world, has to keep 

in mind having an of the higher quality model of the food industry as a whole, although, there is not enough 

research to prove this (DANE, 2020).  
 

As mentioned previously , the hospitality industry and more specifically, the food and beverage 

industry in Colombia as leader industry on the tourist business has been on constant development this 

argument is present on the research made by La Barra (2017) relate to the labour market of the hospitality 

industry.  
 

The publication, which it lacks any professional research evidence and present it as an article of the 

magazine with the result of the questionnaire and facts, is the most acquire sources that explain the current 

situation of the employment circumstances, the payment and hiding method that is implement on the 

hospitality industry and reasons of employers to implement strategies to stay sustainable economically. 
 

Moreover. As is considered by Piedrahita Cordoba (2018) (Piedrahita C., 2018) some of the causes of 

informality are the lack of an economical strategic budget, the size of the organization, which present an 

absence of training in administrative personnel to avoid non-compliance with legal and fiscal requirements. 

Therefore, (Estrada J., Polo E., Perez V., & Hahn, 2016) analyze how managers qualify that the consequences 

are not only of financial responsibility, job dissatisfaction, demotivation, tax evasion, low performance and 

the lack of professional development are some consequences of the informality that occurs in the small size 

companies in the industry.  
 

As an overview, the particular chapter has presented an introduction to the primary meenings of job 

satisfaction in terms of the attitude and feelings employees have toward their work. Nowadays, due to the 

outbreak and unexpected closing of the hospitality industry, the most useful tool of contact is the internet; 

nevertheless, there is a deficiency of information and research on factors related to the hospitality industry of 

employees. This research has been done on the current situation and its influence on job satisfaction of chefs 

in Colombia. Moreover, in this thesis, the focus has been put on the economic situation, professional 

development, alongside the cultural perspective of possibilities of transformation on the Colombia chef 

culture. 

 
 

Fig 1. Nine Factors leading to job satisfaction. (Malik, Chishti, & Shahzad, 2016). 
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As a prior explanation, the nine factors that will determine the job satisfaction in this research are the 

following. These represent the economic, social, professional and personal stability; moreover, gender is an 

indirect factor that generates variation on job satisfaction. The  theoretical approach has taken on this research 

allow employees to have a free will of expressing themselves, this is one of the consequences of the 

Colombian stereotype, or in other words, as is stated by various authors the conformity to the poor working 

conditions and employees regulation of wages is the ―the lethal disease of Colombians.‖ (Otero B., 2017). 
 

Methodology 
  

The importance of the Job Satisfaction is not only given because of its strong influence over customer 

satisfaction in any organization but since it has been researched by many authors and academics whose 

investigations have followed theoretical methods primarily by Locke (1976) and following the most recent 

research that implemented the Nine Facets method of Job Satisfaction (Sumedho, 2015). 
 

In this cross-sectional study, the analysis has been focused on data collected with the implementation 

of the primary research method. Moreover, studies on tourism and hospitality in Colombia have explored 

various aspects, showing its growth in recent years. However, very little has been explored in the labour 

market in these sectors. This document contributes to the existing literature with a detailed analysis of the 

gastronomy sector independently from the sector that adds hotels, restaurants and bars (Quintero A. & Lopez 

P., 2015). 
 

Collection of data  
 

An online survey was the chosen method of data collection due to the nature of the work 

implementing the job satisfaction methods. The researcher implemented an adapted version of the Nine Facets  

of Job Satisfaction Survey (JSS) (Spector, 1985; Spector, 1997). The JSS was developed to measure job 

satisfaction in organizations in human service, public and non-profit sectors (Spector, 1985). The tool has 

shown validity and reliability in measuring job satisfaction in different sectors (e.g. health workers, creative 

employees) (Sumedho, 2015). The primary purpose of using this tool has been to gather relevant insight into 

participants‘ work attitudes and potentially better understand how to implement strategies leading towards 

better job satisfaction 
 

The adapted online JSS survey facilitated the collection of the data due to the location of the 

researcher. Moreover, the distribution of the survey was done via social media; however, despite the efforts to 

obtain a large sample, the response was not as expected. The survey was posted on the 20th of January, then 

reposted on the 10th of February and 22nd of March this in Facebook groups of chefs working in Colombia. 
 

The survey had 16 questions, which included participant consent form and information of the 

research. The survey follows the theoretical method implement by Sumedho (2015) to measure job 

satisfaction; the survey is divided into three parts. The first part is the demographic questions with 12 

questions and the second part, the statements of the survey with two questions which each content 12 

statements, then last part is an open question, which is not mandatory to answer to finish the process of the 

survey. 
 

Population and sample 
 

The Population of the sample are Colombian citizens who work on the hospitality industry, more 

specificity  as chef, cook and employees that work in the F&B area. A total of twenty-six participants returned 

the survey, but the data of six participants had to be excluded due to incomplete information. Thus, the final 

sample was comprised of twenty participants (N Male = 16, N Female = 4)  who were included in the data 

analysis. The reason to implement an online questionnaire is corresponding to the facility nowadays to contact 

people via the internet as it is more accessible and to keep the data in a magnetic format.  
 

Validity and Limitation 
 

The researchers aimed to have 150 completed online questionnaires to ensure the validity of the study. 

Nevertheless, the survey did not receive the attention of the population that was expected. Therefore, it  is 

clear that obtaining a large online response came with challenges, and the small sample size is acknowledged 

as one of the limitations presented in this study. Moreover, the validity of the research is on the quality of the 

analysis and constructive discussion of the results to understand the considerations and potential practical 

implications of the problem.  
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Besides, the research has followed the method of primary research that was implemented by various 

authors in other countries (Kong, Jiang, Chan, & Zhou, 2018). Therefore, the reliability of the research is 

possible; Nevertheless, it has to be considered that this research is not looking for any causation but rather an 

understanding of the relations of the variables related to job satisfaction under particular cultural situations in 

Colombia. However, The main limitations in the survey came to the period in which this study has been 

conducted. On the other hand, chefs and restaurant staff in some countries avoid giving answers either 

because they are afraid to lose their jobs. 
 

Data Analysis 
 

 

This research implemented a quantitative analysis which below the descriptive analysis (Appendince 

1) then a detailed analysis of relevant correlations between the relevant variables, for example between ―Job 

Satisfaction‖ and ―Payment Satisfaction‖ can be expected based on the literature (McLeod, 2018). The data 

collected was elaborated with the help of the website QualtricsXM, to then be filled out online by participants.  
 

The data was collected in two languages as per the languages that the survey was distributed; English 

and Spanish. Moreover, the analysis of the data was carried with the help of the report tools from 

QualtricsXM, and the program of data analysis IBM. 
 

Age, Gender, Education 

Figure 2. 

Age range, question Nª 3 

 

The questionnaire has in total of 26 respondents; nevertheless, as mentioned before it is valid only the 

completed questionnaire; therefore, it will be taken into consideration only 20 people. As present it in figure 3 

and the statistical analysis on appendix 1 shows an unequally dispersed among the different age groups, the 

most significant part of them, 50%, is from the age group 36-45. The people on the range between 18 - 25 

counts for 20% and those in the group 26 - 35 are 25%. Last but not least with 5% a person on the range of 46 

– 60. As shown in appendix 3, of twenty participants (N Male = 16, N Female = 4) took part in the study. The 

final sample used for statistical analysis comprised 16 male and four female participants. 

 
Figure 3. Gender, question Nª2 

 

The population, as presented in figure 4 and the statistical analysis on appendix 1, it counts with 16 

male (80%) and four female (20%). Another general characteristic of the participants in the survey is the 

education as shown in figure 5 and appendix 1, the 65% (a total of 13 participants) possess a Technician or 

Technologist degree, which in Colombia is possible to get access for it two years prior to High school 

graduation.  
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Moreover, five participants have a Bachelor degree (25%), and only one participant (5%) posses a 

master degree. As shown in appendix 3, of twenty participants (N Male = 16, N Female = 4) final sample 

used for statistical analysis comprised. 

 
Figure 4. Education Level, question Nª 5 

 

Having in mind that the research is focused on Job satisfaction in Colombia, it is relevant to analyse 

the amount of female and male participants, due to in the industry there is an existence of inequality or gender 

gap on the salary and promotion (Sanchez, Segovia P., Castro-Muñoz, Figueroa-Domecq, & Talon-Ballestero, 

2015). However, we cannot make any assumptions of the inequality or gender gap, because of the low sample 

size and the nature of the study.  
 

Marital Status and Financial support 
 

This research collected data that demonstrate the importance of Family in Colombia, which is directly 

relating to job satisfaction and financial support to the family. The population marital status, as presented in 

Figure 6 and the statistical analysis on appendix 1, 11 participants (55%) are in a married status, and 9 are 

single (45%).  

 
Figure 5. Marital status, question Nª 4. 

 

Furthermore, the family economic support data was requested on the number of people, including the 

participant or just the participant. Therefore, as presented in appendix 1 the distribution of the data is balanced 

with seven participants (35%) are financially supporting only themselves, four participants (20%) are 

financially supporting two people including them. Then, five participants (25%) support economically three 

people, including them and four participants (20%) support four people, including themselves (Family 

financial support: M = 2.3, SD = 1.174). In this order of ideas, Colombian families are most likely to support 

a family of two or more people. This data will be analyzed more in detail with the correlations. 

 

 



Journal of Economics & Management Policy; ISSN Applied (Print) Applied (Online) Vol. 1; No.2 September2020 

 

18 

 

Working experience and Current job 

 

The distribution of the variable of working experience shows that one participant (5%) with 1-2 years 

experience, two participants (10%) with 2-5 years experience and a high tendency of more than five years of 

experience with 17 participants (85%) (M = 3.8, SD = 0.523, Median = More than 5 years of experience).   

11 participants (55%) have less than 1 year on their current restaurant, four participants (20%) have 1-

2 years working on their current restaurant. Then, one participant (5%) have 2-5 years employed on this 

current working place, and 4 participants (20%) have more than 5 years in their current working place (M = 

1.9, SD = 1.21, Median = less than one year). It was found a correlation between working experience and 

time on the current restaurant, which will be analysed detailed in the correlation section. 
 

Workload and Salary 
 

The research has collected data form the workload on day per week and hour per day and if they are 

followed as the law state it on the article 161 of the Substantive Labor Code, modified by Article 1 of Law 

6.a, of 1981, which must be followed as: 
 

“Art. 161. Duration. The maximum legal duration of the ordinary workday is eight (8) hours a day 

and forty-eight (48) a week”(Ministry of labour, 1951) 
 

One participant (5%) has a weekly workload of three days, one participant (5%) has a weekly 

workload of four days, and two participants (10%) have weekly workload. Then, 13 participants (65%) have 

six days workload weekly, and three participants (15%) have the seven days of the week work responsibilities 

(M = 5.8, SD = 0.951, Median = 6 working days).Furthermore, one participant (5%) has Part-Time (4 hours 

max per law), six participants (30%) have Full-Time (8 hours max per law), three participants (15%) have 

more than 8 hours with payment of extra hours. Then, significantly ten participants (50%) have more than 8 

hours without payment of extra hours. (Daily workload on hours and if there is pay the extra hours: M = 3.1, 

SD = 1.021, Median = 3.5/ highly inclination to more than 8 hours without payment of extra hours).  
 

The workload has a relevant correlation with the salary, and the workload weekly with the daily 

workload, this is a common phenomenon present it in the hospitality industry, in Colombia and as LaBarra 

(2017) stated it, employers impose the condition to employees to create a flexible and self-sustainable 

business.  
 

Therefore, as presented in appendix 2 the distribution of the data, one participant (5%) gets a salary 

less than 150 Euros ($550.000 ), three participants (15%) get a salary from 151 to 230 Euros ($550.000 to 

$828.000), 25% of the participants (i.e. five people) get from 231 to 300 Euros ($828.100 to $1.100.000) 

which is in the range of the minimum legal wage in Colombia. Then, three participants (15%) get a salary 

from 301 to 400 Euros ($1,103.569 to $1,466.536) and eight participants (40%) have a salary more than 401 

Euros ($ 1, 470.00) 
 

Overall Job Satisfaction 
 

The overall job satisfaction has been measured from the theoretical method of Spector (1985). 

Therefore, it was developed an adapted online JSS survey which count of 24 statements, none inversed score 

and this as the primary value of the research will be analysed with the different variable as presented on 

Pearson‘s Correlation table (see table 3). Besides, these positive correlations which helps to conclude and test 

the hypothesises of the research. 
 

Moreover, as mentioned the implementation of correlation is a relevant tool for this research, the 

Pearson method will allow analyzing the strongcorrelations that posses low p-values which this means, the 

valuespresented are highly associated with the other values correlated (Moore, Notz, & Flinger, 2018). 
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Table 1 Correlation of overall job satisfaction 

 

Evans (1996) Moore, Notz and Flinger (2018) and suggest the following guides to interpreted the strength of 

the correlation: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Pearson's Correlations  

Variable 
 

FamilyFina

ncialSuppo

rt 

MaritalSta

tus 

TimeCurren

tRestaurant 

WeeklyWor

kload 

DailyWor

kload 

SalaryRang

e 

PaymentSat

isfaction 

JobSatisfact

ion 

1. 

FamilyFin

ancialSup

port  

 
Pearson's r  

 
—  

               

  
p-value  

 
—  

               
2. 

MaritalSta

tus  
 
Pearson's r  

 
0.729  ***  —  

             

  
p-value  

 

< .00

1   
—  

             

3. 

TimeCurr

entRestaur

ant  

 
Pearson's r  

 
0.170  

 
0.077  

 
—  

           

  
p-value  

 
0.472  

 
0.748  

 
—  

           
4. 

WeeklyW

orkload  
 
Pearson's r  

 

-

0.273   

-

0.022   
-0.018  

 
—  

         

  
p-value  

 
0.244  

 
0.928  

 
0.939  

 
—  

         
5. 

DailyWor

kload  
 
Pearson's r  

 

-

0.114   
0.111  

 
-0.034  

 
0.726  ***  —  

       

  
p-value  

 
0.632  

 
0.641  

 
0.887  

 
< .001  

 
—  

       
6. 

SalaryRan

ge  
 
Pearson's r  

 
0.028  

 

-

0.103   
0.348  

 
0.544  *  0.261  

 
—  

     

  
p-value  

 
0.908  

 
0.666  

 
0.133  

 
0.013  

 
0.266  

 
—  

     
7. 

 
Pearson's r  

 
0.172  

 
0.192  

 
0.072  

 
0.155  

 
0.475  *  -

 
—  

   

Evans Messures Moore, Notz and Flinger 

Absolute Value of r Strength of 

Relationship 

Absolute Value of r Strength of Relationship 

.00 - .19 = Very weak r<0.3 Very weak 

.20 - .39 = Weak 0.3< r <0.5 Weak 

.40 - .59 = Moderate 0.5< r <0.7 Moderate 

.60 - .79 = Strong r> 0.7 Strong 

.80 – 1.0 = Very strong 
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Pearson's Correlations  

Variable 
 

FamilyFina

ncialSuppo

rt 

MaritalSta

tus 

TimeCurren

tRestaurant 

WeeklyWor

kload 

DailyWor

kload 

SalaryRang

e 

PaymentSat

isfaction 

JobSatisfact

ion 

PaymentS

atisfaction  

0.155  

  
p-value  

 
0.469  

 
0.417  

 
0.763  

 
0.515  

 
0.034  

 
0.514  

 
—  

   
8. Job 

Satisfactio

n  
 
Pearson's r  

 
0.396  

 
0.522  *  0.025  

 
0.195  

 
0.442  

 

-

0.091   
0.848  ***  —  

 

  
p-value  

 
0.084  

 
0.018  

 
0.916  

 
0.411  

 
0.051  

 
0.702  

 
< .001  

 
—  

 
* p < .05, ** p < .01, *** p < .001  

 Table 1. Correlation of Relevant Variables 

Correlation 

 

The strong correlations are those with a low p-value and -1.0 to 1.0 r-value, the correlation to analysis will be 

all positive, which are: 

 Family financial Support – Marital Status; r = 0.729. (Strong Correlation) 

 Payment satisfaction – Job satisfaction; r = 0.848. (Strong Correlation) 

 Payment satisfaction – Daily workload; r = 0.475. (Moderate Correlation) 

 Salary range – Weekly workload; r = 0.544. (Moderate Correlation) 

 

After running Pearsons‘ correlational analysis (see table 3), it was found a strong positive correlation 

between Family financial support and Marital status (r = 0.729, p< .001). This means that participants who 

are married are more likely to support more family members than just themselves. Therefore, as mentioned 

before, in average Colombian families are comprised of two or more people per household. This which 

generates an affective higher work satisfaction and the perfect scenario to obtain Work-Quality-life (i.e. 

balance workload, high income and benefits) (Gomez-salcedo, Galvis-aponte, & Royuela, 2017) 

 

Furthermore, the most interesting correlation found was the strong positive relationship between 

Payment satisfaction and Job satisfaction (r = 0.848, p< .001). This means that the higher the Payment 

satisfaction, higher job satisfaction. Therefore, this relationship supports our initial hypothesis as ― It is 

hypothesized that Colombian chefs will be more likely to perceive higher salaries and extra benefits as 

determinants of higher job satisfaction.‖ (see Figure 7). Moreover, this is evidence by various authors that 

stated that in the hospitality industry, there are determinant factors for employee turnover intention, salary and 

fringe benefits (Santhanam, Kamalanabhan, Dyaram, & Ziehler, 2017). Moreover, supporting this based on 

the open question of the survey, a participant stated: 

“Here, as in many South American countries, salaries are not appropriate, it is a job that is undervalued.” 
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Figure 1. Scatterplot of the correlation of Job Satisfaction Scale and Payment Satisfaction (Linear 

relationship) 
 

Consequently, the relation of Payment satisfaction and Daily workload is a moderate positively 

correlated (r = 0.475, p< 0.034). This means that the higher the days of work, the higher the payment. Thus, it 

can be assumed that participants with higher payment may tend to experience higher payment satisfaction. 

The actual approach of employers of being more ―self-sustainable‖ does not help and provides poor quality 

work conditions. Thus, payment satisfaction is relevant to higher job satisfaction and even Work-Quality-Life, 

if there are extra benefits and fair payment of extra hours. 
 

Lastly, the correlation between Salary range and Weekly workload was found to have a moderate 

positive relationship (r = 0.544, p < 0.013). This can be interpreted that the higher weekly workload, the 

higher the salary range, which could support a previous relationship between job satisfaction and high 

payment satisfaction. However, this could also mean that to achieve high job satisfaction, and one needs to 

work more days per week.  
 

In conclusion, the previous variables that showed significant correlations are related to a high level of 

job satisfaction. Nevertheless, working conditions and the daily workload without payment of extra hours, the 

low legal wages, poor working conditions, lack of job security, uncertain growth opportunities are some of the 

issues for problematics such turnover, burnout and the informality. 
 

Conclusion  
 

 In case the employers want to create job satisfaction for their employees, they should keep the 

following things into consideration: 

1. Grievance-Handling Procedure: 

In case there are complaints on behalf of the workers, the management should listen and take actions in 

advance. Organizations with unhappy workers are not productive as the workers lose confidence in the 

management and become frustrated(businessmanagament ideas.com) 

2. Career growth opportunities to be clear: 

Every worker be acquinted with the career growth opportunities. If the factory rules clearly lay down the 

conditions for promotion and advancement, and if the worker gets the expected promotion and improvement 

in pay scales at the right time, then he/ she feels more satisfied with his/her job and becomes confident of 

his/her future(businessmanagament ideas.com) 

3. Testing the Worker‘s Ability and Progress: 

The prganization should take care of the progress of the worker and to pay, according to his/her ability. If 

he/she has undergone some new training or has increased his/her ability to work in some way, then he/she 

should be compensated for his/her better ability through a rise in salary.(businessmanagament ideas.com) 
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If people in one organization become too qualified but not rewared for the extra training or qualification, they 

will be dissatisfied and leave the organization. 

4. Reward creative workers. 

The creativity of workers should be praised and rewarded. It is very applicable for chefs when they introduce 

new concept or new menu. . If suggestions are neglected, then the worker feels dissatisfied and over a period 

of time his/her creativity is killed.businessmanagament ideas.com 

5. Increase in Wages: 

Material rewards is very effective in all kind of business organization. It can be applied as rise in the salary 

based on good feedback from customers received. It is one of the most crucial factor leading ton  job 

satisfaction. 

6. Promotion According to Ability: 

As it became clear from the survey, promotion opportunities are determining the level of job satisfaction of 

chefs. 
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