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ABSTRACT: With the growing attachment of older workers to the labor force and their engagement in
alternative work arrangements, it is important to investigate the characteristics of older cohorts of
individuals who are in the labor market and the factors that influence job satisfaction, as job satisfaction
may be a predictor of which older individuals are likely to continue to work and in what type of work
arrangement. This study uses several recent years of the General Social Survey to both explore the
characteristics of older workers and investigate what contributes to job satisfaction, controlling for both
gender and work arrangement. It splits the sample of workers into two cohorts to test for differences in
job satisfaction between those who are nearing retirement age (55-64) and those who continue to work
post the traditional retirement age (65-80). For the sample as a whole, and similar to other studies, we
find that job satisfaction is higher for women and for those who work in alternative work arrangements as
compared to those in regular jobs. We also find that there are differences in what contributes to job
satisfaction between the two groups of older workers. These outcomes may inform firms about what they
might do in order to keep these workers as well as informing the government on whether it is necessary to

rethink how some benefits are both provided and paid for.
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Happy at Work — Possible at Any Age?
Introduction

Decisions about work, including whether to work or not and what type of work to do,
may be different for older individuals than for younger ones. Individuals who are older face
different constraints and circumstances, such as health limitations and retirement income from
social security and savings, which may influence more significantly their work decisions and
overall well-being (Cannas et al 2019). !

According to the Bureau of Labor Statistics (2009), there was a 33 percent increase in the
overall number of workers in the U.S. civilian labor force between 1988 and 2018. The
percentage increase of older workers in the civilian labor force was particularly significant. Over
the thirty-year period, the number of workers 65 years of age and older in the labor force jumped
by 205.4 percent, with increases of 182 percent for men and 240 percent for women. In 2018,
nearly 20 percent of those 65 years of age and older were in the workforce. By gender, the
participation rates were 24 percent and 15.9 percent for older men and women, respectively.

Older individuals may want to stay working, all or in part, because they are living longer
in good health, enjoying work, or needing to accumulate additional assets for retirement
(Edelson 2019; Manpower Group 2017; Collison, Rowey, and Cho 2019).? In a study of
financial asset inequality, Bond and Rhee (2019) find that the share of assets owned by the

bottom 50 percent of Baby Boomers in 2016 is just 2 percent. By gender, women, on average,

! Karoly and Zissimopoulos (2007) find that movements to retirement rise with age, financial wealth, poor health,
access to retiree health benefits, and less education.

2 Younger workers, by contrast, put greater weight on opportunities for career advancement, learning new skills, and
work-life balance.



are considered to be at greater risk than men because of lower lifetime earnings and longer
lifespans.?

Among work types, the percentage of the labor force engaged in nonstandard work
changed little over the past three decades and remains popular with older workers (Katz and
Kruger 2019; Appelbaum, Kalleberg, and Rho 2019).> Alternative work arrangements include
self-employment or independent contracting, on-call work, and work for temp agencies or for
contractors who provide services for others. Many of these jobs allow workers greater flexibility
and control over what they do.* Those who are self-employed or independent contractors, in
particular, may also derive higher procedural utility from the work they do that comes from a
greater level of self-determination, autonomy, and interest in what they are doing (Benz and Frey
2008a,b).> On the flipside, problems associated with non-traditional work include lack of access
to retirement plans and health insurance coverage, and less or no job security. Moreover, desired
flexibility might not come from the work type itself, but from working fewer hours which
translates to less earnings and accumulated savings.® The differences in how non-traditional
work is viewed may vary by demographic characteristics, such as age, gender, and marital status,
and whether the decision to work in such employment is by choice or out of necessity (Manyika

et al. 2016).

3 In a 2020 survey of 800 executives on workforce disruptions from the Covid-19 pandemic, McKinsey Global
Institute found that some workforce trends, including increased reliance on remote work and greater demand for
independent contractors, were expected to accelerate (Lund et al. 2020). The flexibility to work at an employer’s
location or from home with no childcare responsibilities may particularly increase demand for older workers.

4 A May 2020 report by The Hamilton Project and the Brookings Institution highlighted the vulnerability of
nontraditional workers to changing macroeconomic conditions as these workers were more likely to have lower rates
of health insurance coverage and participation in retirement plans, and experience greater volatility in hours of work
(Nunn and O’Donnell 2020).

> Abraham, Hershbein, and Houseman (2020) find a strong positive relationship between education and employment
for older workers. The higher employment rate among those who are more educated is largely due to the prevalence
of independent contracting work in professional and managerial occupations.

6 Karoly and Zissimopoulos (2007) find that the transition from full-time to part-time work is much higher for
individuals who were initially self-employed (including independent contractors) than those who were in traditional
jobs.



With a high percentage of older workers remaining in the work force and engaged in
alternative work arrangements, it is of interest to examine the characteristics of older workers in
various work types, and the factors that influence job satisfaction, as job satisfaction may be a
predictor of which older individuals are likely to continue to work and in what type of work
arrangement. These outcomes may inform the government on whether it is necessary to rethink
how some benefits are both provided and paid for.” For example, older workers who use certain
nontraditional jobs for prolonged periods of time may be less financially secure for full
retirement and may need additional safety nets (Munnell, Sanzenbacher and Walters 2019).
Some older workers may need training or access to technology to be employable and the
government may need to support these efforts (Abraham, Hershbein, and Houseman 2020).
Employers too may want to rethink the structure of payroll jobs or risk losing older, well-trained
and productive workers to retirement or to these other job arrangements.

This study uses several recent years of the GSS (Smith et al. 2015) to both explore the
characteristics of older workers and investigate what contributes to job satisfaction for older
workers. Job satisfaction is investigated separately by gender. ® It extends the work done in
previous studies on job satisfaction by examining possible differences in outcomes among older
workers. By splitting older workers into two cohorts, it tests for differences in job satisfaction
between those who are nearing retirement age (55-64) and those who continue to work post the
traditional retirement age (65-80). Workers in this older group potentially have fewer work-

family conflicts and less financial insecurity because of eligibility to receive benefits under

7 Given declining fertility rates in the U.S. there will be fewer labor force entrants to replace aging workers. Keeping
older, productive, workers in the labor force, regardless of work type, will be important to sustained economic
growth (Burtless 2013).

8 The GSS survey is administered to a sample of U.S. residents every other year by the National Opinion Research
Center at the University of Chicago. Its purpose is to collect demographic characteristics and attitudes.
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government pension and medical programs. Because of this, job attributes, personal
characteristics, and work types may influence job satisfaction differently for older workers.
Literature Review

Many studies have examined factors that impact job satisfaction.” While earlier studies
investigate job satisfaction for men only (Borjas 1979; Bartel 1981; Hamermesh 2001),
subsequent works include women in their analysis (Clark 1997; Donohue and Heywood 2004;
Sousa-Poza and Sousa-Poza 2003; Bender et. al. 2005; Sloane and Williams 2000; Carleton and
Clain 2012). More recent studies on job satisfaction include various alternative work
arrangements, though most of them, with the exception of Carleton and Kelly (2019), use non-
U.S. data, examine only one type of alternative work arrangement, or treat alternative work

arrangements as fairly homogeneous.

Several authors look specifically at job satisfaction and age (Warr 1992; Andrade and
Westover 2018; Gazioglu et al. 2006; Kalleberg and Loscocco 1983; Riza, Ganzich, and Liu
2018). Hill et al. (2014) find that, with fewer work and family conflicts, workers age 55 and
older report greater work and life success relative to middle-aged workers (age 35-54) and
greater work success, life success, and job satisfaction relative to young workers (less than 35
years of age).!? Hochwarter, et. al. (2001), using a sample of U.S. employees, investigate the
relationship between age and job satisfaction to test if the relationship is linear or non-linear.

Their results support a finding of a U-shaped relationship between age and job satisfaction. This

9 Katz and Krueger (2019) analyze questions from the RAND-Princeton Contingent Work Survey that ask
respondents if they have work preferences different from their current arrangements. While the outcome may be
correlated with job satisfaction, it is not the same as specifically asking about job satisfaction.

10 Using survey data from a multi-national corporation in 79 countries (N = 41,813, n = 2,700), the authors explore
how job characteristics and family characteristics might influence work success, job satisfaction, and life success.
The job characteristics consisted of job responsibilities, hours of work, job flexibility, and work-family programs.
Family characteristics included dependent and/or elderly care and spouse employment.
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would suggest that there are indeed differences among age groups, lending support to the need to
study age groups separately. In the Clark, Oswald, and Warr (1996) study, the authors suggest
that the increase in job satisfaction for older workers may be attributed to better compensation,
expecting less, or caring less about comparisons.!! The authors also find that the U-shaped
relationship between job satisfaction and age is particularly strong for full-time workers and
somewhat stronger for men than women. . In terms of job characteristics, several authors find
that flexibility, predictability, and autonomy are job attributes that may be particularly important
to older workers (Golden, Henley, and Lambert 2013; Gracia et al. 2011; McNall, Masuda, and
Nicklin 2010; Hill et al. 2014; Nikolova and Graham 2014). In measuring the importance of
certain job attributes by age, the Rand Corporation (2017) study finds that, relative to younger
workers (25-49), employed older workers (50+) place a higher value on the ability to control

how they work and its pace.

Eichar et al. (1991) examine job satisfaction of older workers returning to work and find
that job satisfaction is most influenced by having a job that requires high skill and autonomy. A
more recent study by Cavanagh, Kraiger, and Henry (2020) investigates how age, work
autonomy, and annual income impact job satisfaction, and how the relationship might change
with age.!? Similar to the Eichar et al. study, the authors find that autonomy becomes

increasingly important to job satisfaction as workers age. !

"'Ng and Feldman (2010) suggested that individuals experienced less negative emotions as they age—based on how
long they perceive they would live.

12 The authors utilize the ASOC data set that surveys Americans aged 18 to 95 at three periods of time, the latest
being 2000-2001. The data set has no direct measure of job satisfaction. Rather, it uses a proxy question to measure
job satisfaction.

13 The study uses a sample of individuals who are studied at three points over 8 years.

6



Drabe, Hauff and Richter (2015) investigate job satisfaction and age in the United States,
Japan and Germany using the 2005 International Social Survey Program. Their data set only
includes individuals who work for others. Utilizing three age categories, 35 and younger, 36-49,
and 50 years and older, the authors find that what matters for job satisfaction for older workers
differs from the factors that impact job satisfaction for younger workers. The authors find that,
older employees in the United States place less emphasis on advancement opportunities and job
security. Hence, job satisfaction for these older workers is less likely tied to job security and

career advancement opportunities.

Raab (2019) investigates job satisfaction for older workers in Europe using the Survey of
Health, Aging, and Retirement for those ages 50 to 70. The author finds that health and self-
perceived workplace attributes, such as autonomy in one’s job, the ability to develop new skills,
and receiving recognition for one’s work, are the primary contributors to job satisfaction. Job
attributes are of less importance. Wilks and Neto (2013) examine job satisfaction and job-related
affective well-being by age and gender utilizing a small sample of full-time workers in Portugal.
They slotted the respondents into three age categories, the oldest of which encompass those 50
years of age and older. The authors find that age seems to matter more than gender to job

satisfaction and well-being outcomes.

Most previous studies that examine the relationship between gender and job satisfaction
often find that women, on average, are more satisfied with their work than men in spite of lower
pay and poorer working conditions (Clark 1997; Donohue and Heywood 2004; Carleton and
Clain 2012; Carleton and Kelly 2019). This is referred to in the literature as the “paradox of the
contented female worker.” Some of the job satisfaction premium may be attributed to women

having lower expectations of work (Sousa-Poza and Sousa-Poza 2003; Green et al. 2018; Pita



and Torregrosa 2020). Bender, Donohue, and Heywood (2005) suggest that when the attribute,
flexibility between work and home is accounted for, the difference in job satisfaction between
the genders disappears. The authors build on the work of Konrad et al. (2000), Sloane and
Williams (2000), Donohue and Heywood (2004), and others who argue that women place a
lower importance on earnings, hours of work, and responsibility. Those preferences influence
occupational choices and can contribute to gender differences in job satisfaction outcomes
without consideration of age. But, if flexibility is less important for older female workers, other

job attributes, such as income, may be given greater weight in job satisfaction outcomes.

Turning to studies that examine the relationship between job satisfaction and work type,
many indicate that those who are self-employed or independent contractors tend to be happier in
their jobs than those in regular employment (Carleton and Kelly 2019; Hardy and Walker 2003,
Houseman 2001; Booth, Francesconi, and Frank 2002). The job rewards of higher pay and
flexible hours are particularly valued by women with family care responsibilities (Marler and
Moen 2005).'* By contrast, individuals who work for others in non-traditional employment,
regardless of gender, are likely to be less satisfied with their work as they are more often
involuntarily employed, have less control over hours, and suffer from a large wage and fringe
benefit penalty (Houseman 2001; Marler, Barringer, and Milkovich 2002; Bardasi and
Francesconi 2004; Booth, Francesconi, Frank 2002; Wilkin 2013). As one ages, however, job

satisfaction in non-traditional roles may improve, in particular, if the individual voluntarily

14 Budig (2006) and others find that married women are more likely than those who are unmarried to be self-
employed, while for men there is no difference based on marital status.
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remains working with no need or expectation of something better (Nikolova and Graham

2014).'5

Studies thus show that job satisfaction varies by gender and by age and often differs by
work arrangement. The current study utilizes recent U.S. data to explicitly explore differences in
job satisfaction for two older groups of workers, controlling for work arrangement, occupation,

and gender.
DATA

This study utilizes data from the 2006, 2010, 2014, and 2018 GSS (Smith et al. 2015) to
examine the variation in job satisfaction by age and gender, and in non-standard employment
relative to those in regular work.!® Workers are slotted into one of two age categories, a late
career, 55-64, and retirement eligible, 65-80. By age, there are 824 workers in the late career
group, 49 percent of whom are male. In the retirement eligible age cohort, there are 250

workers, 55 percent of whom are male.

Table 1 provides the variable definitions. For the dependent variable, JOB
SATISFACTION (JS), we use the respondents’ answers to: “On the whole, how satisfied are you
with the work you do?” Respondents could select from: 4) very satisfied, 3) moderately

satisfied, 2) a little dissatisfied, or 1) very dissatisfied.

15 Nikolova and Graham (2014) use Gallup World Poll data from 2009-2012 to investigate job satisfaction,
employment status, and work arrangements for workers in several European countries and the United States. The
sample includes late-life workers, ages 66 and older. The job satisfaction measure simply asks if respondents are
satisfied with their job. The authors do not investigate job satisfaction for just the older workers, rather they include
several interaction terms of the age categories with work arrangement. Their results indicate that flexible work
arrangements later in life may have significant well-being benefits.

16 Job satisfaction (dependent variable) and work-type questions were only asked in the selected Survey years.
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Each survey year includes a set of core questions and topical modules of questions on a
rotational basis. For this study, we are particularly interested in participants’ answers to the
question: “How would you describe your work arrangement in your main job?” Response
categories include: 1) independent contractor/consultant/freelancer, obtain own customers, 2) on-
call, work only when called to work, 3) paid by a temporary agency, 4) work for contractor who
provides workers/services, and 5) regular, permanent employee. For our analysis, we collapse
the number of work type categories from five to three. The first category, ICSELF, is comprised
of independent contractors and self-employed others who may have more control over the work
they do and when they do it.!” The second category, FOROTHERS, consists of on-call workers
and those who work for contractors who provide services for others.!® These workers could
select not to work, but, if they choose to work, then they generally have to abide by the
parameters of the job. /ICSELF and FOROTHERS are considered alternative or non-traditional
work arrangements (ALTWARR). The final category, REGULAR, consists of those who have
more traditional jobs where they work for someone else, are paid a wage or salary, have some

sense of job security, and hours and earnings are reasonably predictable (Abraham et al. 2018).

In addition to separating workers into different work arrangements, this study also
controls for occupation by indicting whether workers are in managerial and professional
occupations, MPROF, or not in those occupations. Generally, managerial and professional
occupations pay more and have other characteristics that may contribute to higher job
satisfaction (Rollero et. al. 2016; Van der Meer and Wielers 2013). Controlling for occupation

helps to pick up possible heterogeneity in work arrangements. One might expect that those who

17 Self-employed others were individuals who stated that they had a regular job but were self-employed.
18 The Temp Agency work category is excluded as there are no observations in the oldest age cohort.
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are self-employed or independent contractors in higher paying professional occupations, would
view work more favorably than those who work for others in non-professional roles

(Abramowitz 2020; Manyika et al. 2016; Axelrad, Sherman and Luski 2020).

Table 2 presents data on the proportion of workers who report to be very satisfied with
their job by work type, age, gender, and marital status. Among workers 65 years of age and
older, 71 percent of men and 75 percent of women report to be very satisfied with their jobs,
compared to 55 percent of men and 59 percent of women age 55 to 64. The increase in job
satisfaction with age occurs across all work types. For both age categories, a higher proportion of
men in alternative work arrangements report to be very satisfied with their jobs compared to
those in regular employment. For women, a higher proportion of women in regular employment
report to be very satisfied with their job than those in alternative work arrangements, with the
exception of those working as independent contractors or self-employed in the late career group.
When considering marital status, age, and work type, married workers report a higher level of
job satisfaction compared to unmarried workers, with the exception of 65- to 80-year-old
unmarried workers in alternative work arrangements. When gender is considered, married and
unmarried women are more satisfied in their jobs then men in both age groups. Moreover, men
and women who are married in both age cohorts are more satisfied with their work than those

who are unmarried, with the exception of unmarried female workers in the 65-80 age group.

Table 3 presents the summary statistics of the variables used in our study by age group
and gender. Several differences stand out when examining some of the characteristics. For the
younger age cohort who are nearing traditional retirement age, a majority of working men and
women are married, with the percentage of men who are married (72%) greater than the

percentage of women who are married (61.4%). The percentage with a bachelor’s degree or
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higher is basically the same for both genders, and the men have approximately one additional
year of job experience. The percentage of women who work part time (20.8%) is twice as great
as the percentage of men who work part time (9.5%), with the percent of women who work part
time as independent contractors or as self-employed being 41 percent, and the percent who work
for other contractors being 54.5 percent, substantially higher than it is for men in these
categories. In addition, a greater percentage of the women work in managerial and professional
occupations (46%) than do men (40.7%). In terms of work arrangements, a smaller percent of

men (67.4 %) than women (81.4%) work in regular jobs.

For the older cohort, ages 65 to 80, there is a large difference in the proportion who are
married. As opposed to the younger cohort, the proportion of working women who are married
is about half (42.8%) what is for the men (80.5%). The difference in the percentage with a
bachelor’s degree or higher is also greatly different, with the percentage of women holding such
a degree (24.6%) being about half that of men (47.4%). Similar to Abraham, Hershbein, and
Houseman (2020), we find that the proportion of workers in part-time employment increases
with age. This is true for men and women, though the percentage of women who work part time
(57.6%) continues to be substantially greater than the percentage of men who work part time
(39.4%), though there is variation by work arrangement.'® For this age group, the percentage of
women in managerial and professional occupations is greater for men (48.2%) than women
(38.1%), just the opposite of what it is for the younger cohort. In terms of work arrangements, a
smaller percentage of both men (47.4%) and women (69.8%) work in regular jobs than do so in

the younger cohort. In examining the proportion of workers with second jobs, we find it declines

1 For those in regular employment, the percentage working part-time is 33.8 percent for men and 51.9 percent for
women. Among independent contractors and the self-employed, the percentage working part-time is 39.3 percent
for men and 77.3 percent for women. For those who work for others as contractors, the percentage working part-
time is 72.3 percent for men and 58.3 percent for women.
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with age for both men and women, although for older men in alternative work arrangements, the
proportion actually increases.?’ In sum, retirement-eligible women in this sample are more
likely to be single, have less than a college education, work part time, and be in a
nonmanagerial/nonprofessional occupation than men in this age group, and women in the 55- to

64-year-old cohort.

Model and Analysis

This study builds on other models of job satisfaction which relate job satisfaction to
utility (Clark 1997; Sloane and Williams 2000; Green and Heywood 2011; Carleton and Clain
2012, Carleton and Kelly 2019). It is assumed that individuals select their work type and
occupation, along with other uses of their time, to maximize their utility, subject to various
constraints that they face. Utility (U) is measured by job satisfaction, where utility is a function

of individual characteristics (X;), job characteristics (Xj), occupation (Ox) and work type (Ti).
Eq (1): U =f(Xi, Xj, Ok, T1)

Job satisfaction may vary by work type as some work arrangements may allow for a great deal
of flexibility and control, while others may provide more assured work and benefits, or more
income. Job satisfaction may vary by occupation for similar reason. Given the still prevalent
difference in roles in the home for men and women which can change based on an individual’s

stage in life, these outcomes may vary by gender and age (Marler and Moen 2005).

20 For men who are in regular employment and in the 55-64 age group, 16.4 percent have a second job. That
percentage drops to just 1.6 percent for those in the oldest age cohort. Among independent contractors and self-
employed, the percentage of men who have a second job is 20.4 percent for those 55-64 years of age and 23 percent
for those who are 65-80 years of age. For men who work for others, the percentage who have a second job jumps
from 21.1 percent for those in the younger age cohort to 36.4 percent in the oldest age cohort.
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Given the ordinal nature of the dependent variable, the results are estimated using

weighted ordered probit (Clark 1997; Sloane and Williams 2000; Donohue and Heywood 2004;

Green and Heywood 2011; Carleton and Clain 2012; Carleton and Kelly 2019). While one’s
actual level of job satisfaction (JS*) is unobservable, it is hypothesized to be a function of the

variables in equation (1), and is related to the observable level:

JOB SATISFACTION = 1 if JS* <0 JOB SATISFACTION =2 if 0 <JS* <,

JOB SATISFACTION =3 if 1 <JS*<p> JOB SATISFACTION = 4 if n, < JS*
Ideally, one would like to estimate the impact of work arrangement on job satisfaction from a
sample where individuals are randomly assigned to a work type because there is the possibility
that the work type variable is endogenous, that is, the same traits that lead an individual to work
in an alternative work arrangement could lead them to state that they are more or less satisfied
with their job (Alvarez and Sinde-Cantorna 2014; Bradley and Roberts 2004; Lange 2012).2! If
this is the case, the estimated coefficient on job satisfaction would be biased downward.
Additionally, specific characteristics such as greater work autonomy and flexibility, could affect
job satisfaction and, not controlling for them, would bias the coefficients on work type. While
the data set used for this study does not allow us to control for all factors that might impact job

satisfaction and work type selection, we are able to control for several such variables.

Without regard to age, gender, marital status, or type of work, job characteristics

such as high income, advancement opportunities, job security, interesting job, independent work,

2! Alvarez and Sinde-Cantorna (2014) find that the positive effect of self-employment on job satisfaction is due to
the greater work autonomy afforded by self-employment and not to the greater willingness of the self-employed to
report higher levels of job satisfaction. Bradley and Roberts (2004), who control for personality characteristics, find
that such characteristics only diminish the impact of self-employment on job satisfaction. Lange (2012), who
controls for both flexibility and psychological characteristics, concludes that the greater job satisfaction among the
self-employed is due to the greater flexibility and autonomy of those jobs.
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good relationships with management, and good relationships with colleagues are strong
predictors of job satisfaction (Sousa-Poza and Sousa-Poza 2010; Drabe, Hauff, and Richter
2015; Kalleberg and Marsden 2019). Flexibility, predictability, and autonomy are other job
attributes that are determinants of job satisfaction and may be particularly important to older
workers (Golden, Henley, and Lambert 2013; Gracia et al. 2011; McNall, Masuda, and Nicklin
2010; Hill et al. 2014; Nikolova and Graham 2014; Cavanagh, Kraiger, and Henry 2020).
Moreover, the work-family fit may influence the decision of individuals to disengage from the
workforce all together or, if they continue to work, their level of job satisfaction (Hill et al.
2014).%22 Older workers may also be more satisfied with their jobs if they have opportunities to
develop new skills, receive support in difficult situations, and are recognized for their work

(Raab 2020).
Results

Table 4 shows the results of the ordered probit for all age groups. The results in the first
column combine all alternative work arrangements into one variable, ALTWARR, while the
results in the second column separate alternative work arrangements into two variables,
independent contractors/self-employed, /CSELF, and on-call or work for others, FOROTHERS.
The reference category for both equations is a regular work arrangement. The results indicate
that working in an alternative work arrangement increases job satisfaction relative to a regular
work arrangement, and that working as an independent contractor or being self-employed
increases job satisfaction relative to a regular work arrangement. Job satisfaction is higher for

women, and the older an individual is, the greater the probability that they will have greater job

22 More educated workers are more likely to have flexible jobs, although flexibility does not necessarily reduce job
stress and family-life interruptions (Mas and Pallais 2020).
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satisfaction. In terms of various job characteristics, the longer someone works in the same job,
the lower their job satisfaction. Believing their job offers good job security increases job
satisfaction, as does having co-workers who take a personal interest, having opportunities for
development, being treated with respect, and believing that fringe benefits are good. Feeling
discriminated against because of age decreases one’s job satisfaction. Turning to personal
characteristics, being healthy, believing that earnings are fair, and being white are all associated

with greater levels of job satisfaction.

Table 5 shows the results of the ordered probit estimates for the two age groups
separately, and by gender. Table 5b shows the results of these same regressions with ALTWARR

broken into its two components, /CSELF and FOROTHERS.

Turning to the regressions for men, working in an alternative work arrangement is
associated with a higher degree of job satisfaction than working in a regular job for those near
retirement age. It is not significant for the retirement eligible cohort of men. When broken into
its components, those nearing retirement and working as independent contractors or self-
employed, /CSELF, have higher job satisfaction compared to those in regular work
arrangements. By contrast, for those 65 to 80, working in an on-call arrangement or working for
a contractor, FOROTHERS, is associated with greater job satisfaction than being in a regular
work arrangement. Interestingly, having a variable work schedule, ODDSCHD, is associated
with greater job satisfaction for men in the oldest cohort. These variable work schedules may
provide the individual with more control over when they work. Other differences between the
two cohorts indicate differences in what variables contribute to job satisfaction. For those
nearing retirement age, 55 to 64, job security, JSECURE, having earnings one believes are fair,

FAIREARN, having co-workers who take an interest in one’s work, COWRKINT, having an
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opportunity for development, OPDEVEL, and being treated with respect at work, RESPECT, are
all significant and positive. For the older group, most of these factors are not important. The
exception is having an opportunity to develop one’s abilities. Also, for this group of older men,

having a second job, SECONDJOB, decreases job satisfaction.

Turning to the women, the results of working in alternative work arrangements parallels
that of the men. For those in the cohort nearing retirement age, working in an alternative work
arrangement increases job satisfaction. It is not significant for the oldest cohort of women
workers. The results from breaking alternative work arrangements into its two components
indicate that women nearing retirement age who work as independent contractors or who are
self-employed, have greater job satisfaction relative to those in regular employment. For women
continuing to work past the traditional retirement age, those who work in on-call or contract
work arrangements have lower job satisfaction than those in regular jobs, while those who work
in a managerial or professional occupation have higher job satisfaction than those who do not.
There are again differences in what contributes to job satisfaction between the two age cohorts.
For the 55-64 age cohort, job security, having good fringe benefits, having an opportunity for
development, and being shown respect, all increase job satisfaction. For the 65-80 age cohort,
being shown respect increases job satisfaction, as it did for the younger cohort, while believing

one is being discriminated against because of age decreases job satisfaction.

Conclusion

This study investigates job satisfaction for two older cohorts of workers, those nearing
retirement, ages 55 to 64, and those ages 65 to 80 who are retirement eligible but are still
working. Given differences in job satisfaction by gender in previous studies, job satisfaction is

investigated separately for men and women. In addition, given the prevalence of older workers
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in alternative work arrangements, this study also controls for work type. Most studies to date
have concentrated on workers in the prime working years of 25 to 64, and generally only
investigate job satisfaction for those in regular jobs, or at most one type of alternative work

arrangement.

For the sample as a whole, and similar to other studies, we find that job satisfaction is
higher for women and for those who work in alternative work arrangements as compared to
those in regular jobs. We also find that there are differences in what contributes to job
satisfaction for older workers. For the younger of the two cohorts, those ages 55 to 64, being an
independent contractor or self-employed increases job satisfaction compared to being in a regular
job, and this is true for both men and women. For individuals who are 65 to 80 years old, we
find that job satisfaction increases for men working in an on-call arrangement or working for a
contractor who provides work for others compared to those in a regular job. Also, for men in
this age category, having a variable work schedule increases job satisfaction compared to having
a regular and predictable work schedule.?® For the women in this age category, being in an on-
call work arrangement or working for a contractor has just the opposite impact and reduces job
satisfaction compared to a regular job. However, for these women, being in a managerial or

professional occupation leads to higher job satisfaction.

When examining various job characteristics, for men ages 55 to 64, job security, fair
earnings, having co-workers who take an interest in one’s work, having opportunities for
development, and being treated with respect all increase job satisfaction. For women in this age

group, having good fringe benefits, having opportunities for development and being treated with

23 This result reinforces what the Rand Corporation (2017) study finds. Relative to younger workers (25-49),
employed older workers (50+) place a higher value on the ability to control how they work and its pace.

18



respect contribute to higher job satisfaction. Job security and fair earnings are not significant for

the women in this age group as they are for the men.

Turning to those in the oldest age group, 65 to 80, and again considering what adds to job
satisfaction beyond one’s work arrangement, we find that, for men, the only job characteristic
that is significant is having an opportunity to develop one’s abilities, while, for women, being

treated with respect and not facing age discrimination are significant.

It is interesting to note that income is not significant for any of the groups studied. This
does not mean that individuals do not care about income. Instead, for these older workers, once
the work arrangement and other job characteristics are controlled for, income is not significant in

explaining job satisfaction.

With the growing attachment of older workers to the labor force, the potential increased
demand for older workers without school age children to care for, and with the increasing
amount of uncertainty surrounding workers and their finances due to the pandemic, it is
important to investigate the characteristics of these older cohorts of individuals who are in the
labor market. In addition, investigating job satisfaction provides information on what these
workers value and can be useful in predicting whether they are likely to remain in the labor
market or what firms might do in order to keep these workers. Beyond the actions of firms, if
increasing numbers of older workers, both those near traditional retirement age and those
working beyond traditional retirement age, are working in various alternative work
arrangements, government policies may be needed to protect such workers in terms of health

care and retirement income and to be sure those protections are provided for all workers.
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TABLE 1: Variable List

Variable Value
Dependent
Job Satisfaction (JS) = 4 if very satisfied, = 3 if moderately satisfied, = 2 if a little
dissatisfied, = 1 if very dissatisfied

Independent
ALTWARR = 1 if individual works in an alternative work arrangement, = 0 if
otherwise
ICSELF = 1 if individual is an independent contractor or self-employed
other, = 0 if otherwise
FOROTHERS = 1 if individual is on-call or contract company worker, = 0 if
otherwise
REGULAR* = 1 if individual is in regular, traditional employment, = 0 if
otherwise
AGE The respondent’s age in years
MPROF = 1 if managerial or professional occupation, = 0 if otherwise
FEMALE =1 if female, = 0 if male
PTWORK = 1 if individual works part-time, 0 if otherwise
YEARSJOB Number of years in the same job
BSPLUS = 1 if BS degree or higher, = 0 otherwise
FAMVSWK = 1 if family does not interfere with work, = 0 if otherwise
PROMOTE = 1 if chances for promotion are good is very true or somewhat
true, 0 if otherwise
HEALTHY = 1 if health is generally excellent, very good, or good, = 0 if fair
or poor
ODDSCHD =1 if “have an odd work schedule”, = 0 if otherwise
SECONDJOB = 1 if individual has second job, = 0 if otherwise
JSECURE =1 if “job security is good” is very true or somewhat true, = 0 if
not too true or not at all true
MARRIED = 1 if married, = 0 if separated, widowed, divorced, or never
married
WHITE =1 if white, = 0 if otherwise
FAIREARN = 1 if individual considers earnings to be fair, = 0 if otherwise
WKFREDM =1 if freedom to decide how to do job is very true or somewhat
true, = 0 if not too true or not at all true.
FRINGEOK =1 if “fringes are good” is very true or true, = 0 if not too true or
not true at all
CONINC Family income in thousands of constant dollars
COWRKINT = 1 if individual feels that co-workers take a personal interest in
them, O if otherwise
OPDEVEL = 1 if individual has opportunity to develop, 0 if otherwise
RESPECT =1 if individual feels treated with respect at work, 0 if otherwise
AGEDISCR = 1 if individual feels discriminated against because of age, 0 if
otherwise

*Omitted variable REGULAR workers. Data Source: 2006, 2010, 2014, and 2018 GSS.
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TABLE 2 — Proportion of Workers Reporting to be Very Satisfied with Their Jobs

a. by Work Type, Age, and Gender

Male Female
55-64 65-80 55-64 65-80
ICSELF 0.667 0.803 0.679 0.682
FOROTHERS 0.632 0.909 0.458 0.727
ALTWARR 0.661 0.819 0.613 0.697
REGULAR 0.498 0.585 0.579 0.775
ALL WORKERS 0.550 0.708 0.585 0.752

b. by Work Type, Age, and Marital Status

Married Unmarried
55-64 65-80 55-64 65-80
ALTWARR 0.664 0.750 0.578 0.824
REGULAR 0.572 0.705 0.488 0.655
ALL WORKERS 0.596 0.725 0.509 0.717

c. by Gender, Age, and Marital Status

Married Unmarried
55-64 65-80 55-64 65-80
MALE 0.575 0.727 0.491 0.630
FEMALE 0.625 0.735 0.524 0.766
ALL WORKERS 0.598 0.730 0.511 0.725
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TABLE 3: Descriptive Statistics

55-64 65-80
Male Female Male Female

ALTWARR 0.321 0.186 0.529 0.301
ICSELF 0.273 0.133 0.448 0.199
FOROTHERS 0.047 0.053 0.080 0.103
REGULAR 0.679 0.814 0.474 0.698
MPROF 0.407 0.460 0.482 0.381
PTWORK 0.096 0.210 0.394 0.575
SECONDJOB 0.174 0.117 0.140 0.088
MARRIED 0.720 0.614 0.805 0.428
WHITE 0.811 0.800 0.803 0.860
BSPLUS 0.382 0.383 0.474 0.246
HEALTHY 0.851 0.864 0.824 0.886
COWRKINT 0.861 0.879 0.904 0.867
FAIREARN 0.667 0.533 0.735 0.699
FAMVSWK 0.288 0.269 0.255 0.097
FRINGEOK 0.768 0.721 0.721 0.699
JSECURE 0.874 0.874 0.927 0.903
ODDSCHD 0.141 0.107 0.169 0.189
OPDEVEL 0.825 0.777 0.860 0.781
PROMOTE 0.497 0.461 0.412 0.404
RESPECT 0.952 0.912 0.985 0.947
WKFREDM 0914 0.893 0.956 0.876
AGEDISCR 0.086 0.116 0.066 0.140
Averages

AGE 58.69 58.60 69.13 69.45
CONINC 72,215.03  55,486.56 71,693.06 36,591.38
YEARSJOB 14.27 13.20 18.26 16.43
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TABLE 4: Ordered Probit Results — All Ages
Dependent Variable: Job Satisfaction (JS)

ICSELF &

Variable ALTWARR FOROTHERS
AGE 0.043 0.043
PTWORK -0.109 -0.109
YEARSJOB -0.007** -0.007**
FAMVSWK -0.126 -0.125
ALTWARR 0.263*#*
ICSELF 0.257**
FOROTHERS 0.283
MPROF 0.078 0.078
PROMOTE 0.099 0.098
FEMALE 0.243%*** 0.242%**
HEALTHY 0.251** 0.251**
ODDSCHD 0.068 0.069
SECONDJOB -0.054 -0.055
JSECURE 0.520%** 0.52]1***
MARRIED -0.019 -0.019
WHITE 0.370%** 0.369%**
FAIREARN 0.168** 0.168**
WKFREDM -0.014 -0.013
FRINGEOK 0.301 0.302
CONINC 4.42E-07 4.49E-07
COWRKINT 0.244%* 0.243%*
OPDEVEL 0.580%** 0.581%**
RESPECT 0.829%** 0.829%#:*
AGEDISCR -0.334** -0.334%*
JIS=1 2.833%x* 2.835%**
JIS=2 3.502%#* 3.504%#*
JS=3 5.170%** 5.172%**
Chi-Square 308.514*** 308.532%**

Significance ***1%, **5%, *10%

Source: Own calculations using data from the 2006, 2010, 2014, and 2018 GSS
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TABLE 5: Ordered Probit Results — By Age and Gender
Dependent Variable: Job Satisfaction (JS)

Men Women

55-64 65-80 55-64 65-80
PTWORK -0.467** 0.249 0.078 0.452
YEARSJOB -0.011** 0.003 -0.004 0.004
FAMVSWK -0.118 0.097 -0.277%* -0.104
ALTWARR 0.394*** 0.514 0.421** -0.545
MPROF -0.049 0.079 0.060 1.037%**
PROMOTE 0.183 -0.497 0.043 -0.081
HEALTHY 0.137 0.439 0.529%** 0.453
ODDSCHD 0.100 1.435%* 0.019 -0.642
SECONDJOB 0.010 -0.915%* -0.210 -0.510
JSECURE 0.594*** 0.610 0.361*% 0.787
MARRIED -0.017 0.591* -0.070 -0.171
WHITE 0.296* 0.929%** 0.524*** -1.000
FAIREARN 0.266* 0.435 -0.017 0.176
WKFREDM -0.031 -0.857 0.150 -0.058
FRINGEOK 0.180 -0.297 0.536%** 0.634
CONINC 3.99E-07 4 47E-06 8.46E-07 2.19E-06
COWRKINT 0.536%** -0.117 0.067 -0.243
OPDEVEL 0.356* 0.988** 0.937*** -0.210
RESPECT 0.776*** 1.603 0.913*** 2.050%**
AGEDISCR 0.021 -0.324 -0.295 -2.100%**
JS=1 0.133 0.661 0.548 -1.571
JS=2 0.879%* 1.067 1.294%** -0.821
JS=3 2.533%** 3.704%** 3.060*** 1.408
Chi-Square 104.894*** 54.893%** 161.248*** 57.053%**

Significance ***1%, **5%, *10%

Source: Own calculations using data from the 2006, 2010, 2014, and 2018 GSS
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TABLE 5B: Ordered Probit Results — By Age and Gender
Dependent Variable: Job Satisfaction (JS)

Men Women

55-64 65-80 55-64 65-80
PTWORK -0.465%* 0.243 0.079 0.425
YEARSJOB -0.011** 0.005 -0.004 0.003
FAMVSWK -0.113 0.079 -0.279%* -0.249
ICSELF 0.371%* 0.413 0.434%* -0.079
FOROTHERS 0.502 1.661* 0.390 -1.016*
MPROF -0.046 0.078 0.062 0.999%**
PROMOTE 0.180 -0.546 0.043 0.020
HEALTHY 0.147 0.455 0.530%** 0.579
ODDSCHD 0.102 1.466%* 0.017 -0.922*
SECONDJOB 0.013 -1.234%* -0.205 -0.622
JSECURE 0.600%** 0.372 0.360* 0.762
MARRIED -0.012 0.621* -0.069 -0.922
WHITE 0.292* 0.873** 0.524*** -0.977
FAIREARN 0.267* 0.529 -0.016 0.069
WKFREDM -0.021 -0.806 0.150 -0.064
FRINGEOK 0.175 -0.252 0.535%** 0.634
CONINC 3.95E-07 4.63E-06 8.45E-07 4.57E-2
COWRKINT 0.536%** -0.125 0.068 -0.242
OPDEVEL 0.354* 1.050%* 0.937%** -0.228
RESPECT 0.776%** 1.534 0.913%** 2.041%**
AGEDISCR 0.020 -0.346 -0.295 -2 281%**
JIS=1 0.155 0.450 0.548 -1.795%
IS=2 0.902%* 0917 1.293%** -0.985
JS=3 2.556%** 3.610%** 3.060%** 1.322
Chi-Square 105.041*** 57.588*** 161.265%** 58.877%**

Significance ***1%, **5%, *10%

Source: Own calculations using data from the 2006, 2010, 2014, and 2018 GSS
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