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Proposal for Research 

 

I. Tentative Title 

A Case of the Mondays: Self-Determination Theory Applied to Job Motivation 

 

II. Research Problem 

There has been an abundance of research in the fields of industrial psychology and 

organizational behavior, resulting in changes to the core curriculum of business schools and new 

self-help or management books ad nauseam; however, little research has been conducted into the 

intrinsic motivation of the individual to wake up every day and continue to work, highlighted by 

statistics of 70% of the population being unsatisfied at work (O'Donnell, 2018) and 85% globally 

disengaged (Clifton, 2017). If Self-Determination Theory (SDT) provides a set of universal 

needs that, when fulfilled, lead to intrinsic motivated, why is it that, to quote Henry David 

Thoreau’s Walden (1854), “the mass of men [and women] lead lives of quiet desperation?”  Why 

do a majority of humans feel motivation to get out of their beds and work jobs they loath? How 

do different levels of motivational regulation present themselves to peoples of different 

socioeconomic standings and different job-types? Is it true that money cannot buy happiness, 

especially in the context of wages and job satisfaction? How has “the American Dream”, western 

Culture, classical labor economics, and the industrial revolution affected our path towards 

intrinsic motivation through our careers? 

The current study is a self-report survey of individuals in the workplace that assesses the 

perceived loci of causality (to determine regulatory styles and types of motivation), satisfaction 
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of the innate psychological needs for intrinsic motivation (competence, autonomy, and 

relatedness (Ryan & Deci, 2000)), socioeconomic status/relative financial security, and job 

embeddedness.  

The study’s hypotheses are that (1) most people are dissatisfied with their jobs due to 

external regulators (ie, approval of others, capitalistic culture, status seeking, materialism) as 

well as embeddedness, even when autonomy, relatedness, and competence needs are fulfilled and 

(2) people of lower socioeconomic status or poor financial security will maintain an unfavorable 

job due to wage necessity; but, as socioeconomic status rises or financial security improves, 

wages play a lesser role in job-satisfaction, thus implying there is an economic threshold to ones 

journey out of extrinsic motivation. Considerations will be made that a person that is embedded 

in their job without fulfillment toward intrinsic motivation will have more conflicts outside of 

work and generally poorer health.  

To date, no other studies have holistically evaluated the conditions of self-determination 

theory, with consideration to embeddedness and socioeconomic status, on the global working 

population. This study will shape a more accurate understanding of human psychology applied to 

occupations and the implications therein. 

 

III. Definition of Terms 

Autonomy: One’s need to perceive free will that can adjoin any action, whether 

dependent or independent, collectivist or individualist. (Ryan & Deci, 2000) 

Competence: One’s need to be reasonably challenged and to feel effective when dealing 

with a situation.  
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Idea Technology: Ideas about humans that are perpetuated by belief and guide humans’ 

ways of living, institutions (Schwartz, 2014), and largely culture. 

Job Embeddedness (JE): Contextual and perceived forces that bind people to their jobs, 

comprised of “formal or informal connections between a person and institutions, locations, or 

other people,” “employees’ compatibility or comfort with work and non-work environments,” 

and “cost of material or psychological benefits that one may forfeit by leaving one’s job or 

community.” (Crossley, Bennet, Jex, & Burnfield, 2007, p. 1032) 

Organismic Integration Theory (OIT): A theory that proposes a motivation continuum 

(see Figure 1 below) of “different forms of extrinsic motivation and the contextual factors that 

either promote or hinder internalization and integration of the regulation for these behaviors.” 

(Ryan & Deci, 2000, p. 72) 

Figure 1: The Self-Determination Continuum (reproduced from Ryan & Deci, Self-

Determination Theory and the Facilitation of Intrinsic Motivation, Social Development, and 

Well-Being, 2000) 
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Perceived Locus of Causality: How an individual perceives the origin of their behavior. 

Feeling controlled means there is an external perceived locus of causality (E-PLOC) and feeling 

free to follow innate interest means there is an internal perceived locus of causality (I-PLOC). 

(Deci & Ryan, 2000) 

Regulatory Styles & Processes: The six classifications (in Figure 1) that make up the OIT 

continuum, each varied in perceived locus of causality (PLOC). (Ryan, Kuhl, & Deci, 1997) 

Relatedness: One’s need for social connections and relationships, a sense of belonging 

and connectedness. (Deci & Ryan, 2008) 

Self-Determination Theory (SDT): A theory of human motivation that employs empirical 

approaches and an organismic meta-theory that emphasizes the significance of “humans' evolved 

inner resources for personality development and behavioral self-regulation.” (Ryan & Deci, 

2000, p. 68) 

 

IV. Background of the Problem 

While Homo sapiens have been a species for approximately two hundred thousand years, 

the modern concept of “a job” has only existed since the industrial revolution of the 18th and 19th 

centuries. It is believed that the initial trials of industrialization, as imperfect as they may have 

operated in regards to anthropology and psychology, were recorded by the likes of Adam Smith 

and repeated in perpetuity until modern day (Schwartz, 2014); thus resulting in our modern 

system of prevailing capitalism and job design. This perpetuation of a seemingly unnatural 

arrangement is the product of what Professor Barry Schwartz calls Idea Technology, a human 

designed concept that shapes the design of our society (Schwartz, 2014). Schwartz postulates 

that very few workers have the opportunity to have fulfilling jobs, where meaning, challenge, 
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and room for autonomy exist, and therefore a majority of workers in humdrum positions 

continue to work for pay (Schwartz, 2015).  

Schwartz’s ideas are mostly congruent with Edward Deci and Richard Ryan’s work on 

SDT in that relatedness (meaning), competence (challenge), and autonomy are the essential 

ingredients towards natural, intrinsic motivation (Ryan & Deci, 2000); however Deci and Ryan 

have little explanation for why so few people in the workplace move towards the more natural 

state of intrinsic motivation and are instead extrinsically motivated by pay. Similarly, the Job 

Characteristics Model introduced the dimensions of variety, identity, significance, autonomy, and 

feedback (Hackman & Oldham, 1976), which closely shadows SDT’s three psychological needs, 

but still does not explain the immobility of those in unfulfilled states. 

Relatedness 

Humans are undoubtedly social animals and have the sociopsychological need to feel 

connection and belonging. In the context of a job, relatedness seems to play the most significant 

role at all levels of engagement. It is reported that of all on-call, temporary, and traditional 

workers polled, only 32-33% felt a sense of belonging in the workplace compared to 52% of 

online and contract employees (McFeely & Pendell, 2018), showing an interesting implication as 

we shift towards a gig economy. Coworkers are only 47% likely to discuss workplace stress with 

one another (Business Wire, 2018) and only about half are willing to discuss work or personal 

issues with their employer (Working Families/Bright Horizons, 2019). 

While these statistics seem in line with global job dissatisfaction, the results from 

reversing these conditions are extremely powerful: people who have good relationships with 

colleges or believe their work is meaningful are 250% more likely to be happy (Robert Half, 

2016). Employees ranked people at work, interest in work, and supervisor relations first, second, 
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and forth respectively while wages were ranked eleventh with only 43% believing it affected 

their job satisfaction (The Conference Board, 2018). Within formerly socialist workers, 

relationships with superiors, relationships with colleagues, and helpful workers ranked as the top 

three inhibiting factors while interesting work and relationships with colleagues ranked second 

and third for motivators in job satisfaction  (Damij, Levnajić, Rejec Skrt, & Suklan, 2015).  

Simplistic and indirect actions can have profound effects on relatedness as well; 61% of 

workers involved in philanthropic activities report better well-being and feel more effective in 

the workplace (Robert Half, 2016). Additionally, being checked-in on, either personally or 

professionally by a coworker, increases a sense of belonging in 40% of workers (Twaronite, 

2018). Yet, our modern job model neglects relatedness far too often, resulting in only 5% of 

employees feeling they have the right fit, are engaged, and have been with the same employer for 

10 or more years, even though employees fulfilling all three criteria are likely to perform 18-35% 

better than other employees (Wigert, 2016). 

Competence 

Humans despise boredom, so much so that a series of eleven studies conducted by 

University of Virginia and Harvard researchers found that people would rather electrocute 

themselves then sit in a room with no stimulation (Wilson, et al., 2014). This coincides with the 

statistic that 79% of people are more stressed with too little to do at work than too much 

(Business Wire, 2018). The wage factor may have an effect, as 74% prefer more work with more 

compensation than less work with less compensation (Business Wire, 2018). The global work 

disengagement phenomenon may emanate from 80% of workers finding aspects of their jobs 

below their skill level and 50% cycling through repetitive tasks (Bolden-Barrett, 2018).  
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Competence is more than just stimulation; individuals crave competence but require 

rewards and positive feedback (social-contextual events), optimal challenges (at or just above 

their skill level), and an internally perceived locus of causality (“I accomplished this”) in order to 

be intrinsically motivated (Ryan & Deci, 2000). Competence pairs closely with autonomy, as 

described with Cognitive Evaluation Theory (CET); the sense that one has the ability to complete 

a task or can rise above a challenge can be stifled quickly with depreciating evaluations or direct 

commands (Ryan & Deci, 2000). Put plainly, people want to solve appropriately challenging 

puzzles that give them a sense of accomplishment or growth, but at times need affirmation that 

the tasks were successfully completed so they can feel competent in their ability. It can be 

assumed that this behavior has everything to do with games, toys, playtime as a child, hobbies, 

and fulfilling careers alike. 

Autonomy 

Working individuals, all humans for that matter, crave the perception that their voice 

matters and that they are in control. Acknowledgement, choice, and self-direction give people a 

sense of autonomy, where directives, tangible rewards, and deadlines are counterproductive due 

to an externally perceived locus of causality (Ryan & Deci, 2000). However, an internally 

perceived locus of causality is not the sole indicator for autonomy; but also feelings of freedom, 

integration, and a sense of self (Deci & Ryan, 2000).  

Unfortunately, 23% of employees feel they have little control and 26% feel they cannot 

be creative (Robert Half, 2016). The desire for autonomy is seemingly universal across 

occupations, with both blue-collar and white-collar workers wanting to have a say in things in 

the work place (Kovach, 1987). Additionally, 39% feel they belong when they can speak freely 

and 56% feel belonging when they are trusted and respected (Twaronite, 2018), showing a 
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supporting correlation between autonomy and relatedness. Increased autonomy has also shown to 

enable better mastery of skills and competence (Parker, Turner, & Griffin, 2002). Employees 

relish a freedom of choice so much that 97% prefer a choice of job benefits rather than have 

them preselected (Willis Towers Watson, 2018).   

Wages and Embeddedness 

Schwartz believes that employees of menial jobs are void of intrinsic motivation or the 

conditions that could engender intrinsic motivation, and thus they only work for money 

(Schwartz, 2015). From a Herzbergian approach, pay should be seen as a hygiene; should it not 

be fulfilled it will inhibit motivation, but when satisfied it may not push motivation forward 

(Herzberg, Mausner, & Snyderman, 1993). It is believed that Herzberg’s theory does not apply to 

lower-skilled jobs, assuming the jobs cannot be pleasurable, and therefore monetary financial 

incentives are paramount (Agrawal, 1977). Fortunately, the labor market continues to improve 

and as a result blue-collard and low-paid occupations are increasing in satisfaction as benefits 

and other programs are selected by companies to stay competitive (The Conference Board, 

2018). Still, 54% of the U.S. workforce would leave their current jobs for a pay raise and 60% 

believe they need an additional $6,000 in their salary to feel comfortable (Indeed, 2018). Pay 

satisfaction reports vary widely; between approximately 19% (Indeed, 2018) and 55% (Robert 

Half, 2016) of employees are satisfied. Notably, reports do support the notion that men are more 

likely to be satisfied with pay than women by 5% (Indeed, 2018) to 6% (Robert Half, 2016). 

When asked their rationalization for a pay increase, 3 in 5 said because they performed well, 2 in 

5 said because they took on extraneous responsibilities, and only 1 in 5 said because they are 

simply underpaid (Indeed, 2018).  
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 Research and philosophies around wages are mixed in terms of a motivational 

perspective, yet the key determinate to work a dissatisfying job may lie in the 69% of people 

who have less than $1,000 in their savings (GOBankingRates, 2016). This financial uncertainty 

does not provide confidence in people to pursue their passions as it could result in turmoil 

(Sandlin, 2018). The aforementioned statistics on wage satisfaction do not seem to have a clear 

correlation to job satisfaction. Wages may drive decision making, however this could be 

divorced from an individual’s potential for intrinsic motivation through a job. For instance, it has 

been demonstrated that economic and social incentives only correlate to increased motivation 

when employees already enjoy their job (Pascual-Ezama, Prelec, & Dunfield, 2013). People of 

lower income in the U.S. have a greater concern on wage (Kovach, 1987), but lower income 

brackets in formerly socialist communities do not seem be as concerned with wage (Damij, 

Levnajić, Rejec Skrt, & Suklan, 2015).  

With an overwhelming majority of the world’s 1.2 billion workers expressing 

dissatisfaction (Clifton, 2017), wages and motivation are not simply correlations observed in the 

lower class. Western culture thrives on prestige; a great job title, a nice home, a new car, and 

comforting benefits all add up quickly (Cole, 2018) and can thwart one’s journey towards self-

fulfillment in exchange for social status and living “the American dream.” Modern culture is 

drenched with phenomenon coined “praise addiction”, where individuals seek to be praised and 

seen as impressive when inquired about their career (O'Donnell, 2018). Adam Smith’s ration-

economic man fallacy fades away when the concept of “self” is introduced (Engel, 1982); 

employees will accept dishonest behavior for prestige, but will not accept the same behavior for 

just additional pay (Pascual-Ezama, Prelec, & Dunfield, 2013). In addition to prestige seeking, 

there are a multitude of components that an individual evaluates that may keep them from 
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departing their current job that, when combined, are known as job embeddedness (Crossley, 

Bennet, Jex, & Burnfield, 2007).  Two co-related models of extrinsic motivators appear from 

factoring in wages: (1) lower income individuals, in a capitalist system, may continue with an 

unfavorable job in order provide for their more basic needs (food, housing, family provisions) 

and (2) after basic needs are satisfied, moderate to high income individuals maintain an 

unfavorable job due to prestige or embeddedness. 

Conclusion 

A global understanding of the disengagement of the workforce is necessary in order to 

evaluate and modify existing systems towards the betterment of society. The present study will 

internationally observe the fulfillment of SDT’s basic needs (which, if fulfilled, would insinuate 

a propensity toward intrinsic motivation), record perceived loci of causality, and determine the 

socioeconomic statuses via relative poverty measures in workers.  

This study tests the hypothesis that a majority of dissatisfied workers will have 

opportunity for competence, autonomy, and relatedness met, but their motivation to work will be 

significantly externally regulated. Those of higher socioeconomic status will be externally 

regulated to maintain an unfavorable job due to social pressure and embeddedness, while those 

of a lower socioeconomic status will maintain an unfavorable job to better their socioeconomic 

status.  

Two studies exist to date that relate to the present study. The first evaluated self-

determination theory as it relates to global organizational behavior (Gagné, et al., 2015) and the 

second relates global job satisfaction with embeddedness (Crossley, Bennet, Jex, & Burnfield, 

2007). Neither study relates the dimension of socioeconomic status to psychological motivations 
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in the workplace, nor do they compare embeddedness with SDT. Thus, the present study is 

necessary to compare the dimensions of SDT, embeddedness, and socioeconomic status. 

 

V. Research Method 

Participants 

A minimum of 5,000 employed adults, ages 18 or older, will be surveyed electronically 

upon approval from the responsible department/committee at Harvard University. The number 

was determined based upon sample sizes of similar studies and judgement. Dissemination of the 

survey will rely on existing social networking platforms and the internet. An effort will be made 

to target global populations, multiple surveys may be in Mandarin Chinese, English, Spanish, 

German, Dutch, and French languages pending approval for research. 

People under the age of 18, without internet access, or unemployed will be excluded from 

the study.  

Materials, Measures, & Design 

Materials. The primary survey device will be a Google Suite Form and it will be 

distributed throughout the internet. The survey questions will be displayed on the form and data 

entered by participants will be automatically updated to a Google Sheets spreadsheet.  

Assessments. All participants will be evaluated using one form (see Appendix A) that 

contains adaptations of three assessments summarized in Table 1. Assessments will be taken at 

will and should take approximately 10 minutes to complete.  

 
 
 
 
 
 



  12 

Table 1 
Assessments Overview 
Assessment  
Multidimensional Work Motivation 
Scale (SDT) 

Adapted from Gagné, et al. (2015) and Broeck, 
Vansteenkiste, Witte, Soenens, & Lens (2010) 

Socioeconomic Status (Economic 
Pressure) 

Adapted from Diemer, Mistry, Wadsworth, Lopez, & 
Reimers (2013) 

Job Embeddedness  Adapted from Crossley, Bennet, Jex, & Burnfield (2007) 
 

Multidimensional Work Motivation. Self-Determination needs (autonomy, competence, 

and relatedness) and perceived locus of causality will be evaluated using the Multidimensional 

Work Motivation Scale (Gagné, et al., 2015) and the Work-related Basic Need Satisfaction scale 

(Broeck, Vansteenkiste, Witte, Soenens, & Lens, 2010) using a series of questions on a five-point 

Likert scale from “strongly disagree” to “strongly agree”. Questions for the Multidimensional 

Work Motivation Scale will be preceded by the statement “Why do you or would you put efforts 

into your current job?“ (Gagné, et al., 2015), and the Work-related Basic Need Satisfaction scale 

will have not preceding statement to frame answers. This assessment had a Cronbach’s alphas 

for .76 to .94 for the different portions when administered on 3435 individuals in nine countries 

and in seven languages (Gagné, et al., 2015).  

Socioeconomic Status. Socioeconomic status will be evaluated using an economic 

pressure survey. Participants will first read the following passage “In the last 6 months I have…” 

and then respond to the corresponding questions of the section beneath the statement. To 

maintain conformity with the other two assessment portions, information will be collected using 

a series of questions on a five-point Likert scale from “strongly disagree” to “strongly agree”.  

Job Embeddedness. Embeddedness will be evaluated using the Global Measure of Job 

Embeddedness (Crossley, Bennet, Jex, & Burnfield, 2007) using a series of questions on a five-

point Likert scale from “strongly disagree” to “strongly agree”. Respondents will answer 
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questions after reading the following statement, amended to the Crosslet et al. (2007) model: 

“After considering both work-related (such as relationships, fit with job, benefits) and non-work-

related factors (such as neighbors, hobbies, community perks), please rate your agreement with 

the statements below.” This statement aims to frame the individual’s embeddedness with context 

to organizational and community factors (Crossley, Bennet, Jex, & Burnfield, 2007). 

Data Collection. All assessments will be self-administered by the participants. Age, 

residing country, and employment status will be collected to filter the unemployed or underage. 

Country will be collected for elective analysis on trends as they relate to regions or countries.  

Analysis Plan 

Data analysis will be conducted on the assessment results at the conclusion of the study. 

Trends between the three assessments will be evaluated against the hypotheses. The validity of 

the assessments will be established by relating the data to the existing measures of the source 

assessments of which they were derived.  

 

VI. Discussion 

The results of the study’s hypotheses, if supported by the data, would mean there is a 

positive correlation between job dissatisfaction and external regulation. The more financially 

secure an individual is, the more the external regulation correlates to embeddedness and societal 

pressure than economic pressure. Should the transition take place within a narrow band of 

socioeconomic standing, it is possible there is a “wage satisfaction line” where increased wages 

bare no change on job satisfaction or economic pressure.  

Further, the data could support that even with Work-related Basic Needs satisfied, 

modern individuals still perceive the locus of causality for their jobs as external. In a preliminary 
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design survey for this study, the responses of 83 individuals supported this hypothesis of external 

regulation trends with Work-related Basic Needs satisfaction (see Appendix 2). The preliminary 

design survey was based closely on a modified Multidimensional Work Motivation Scale used on 

a group of volunteers (Güntert & Wehner, 2015). This perception may describe the world-wide 

discontent with the workplace, potentially at the expense of todays consumeristic culture.  

Should these notions be supported, there could be calls for direct changes to job design and 

economic policies.  

The forthcoming prevalence of automation may ease some of the symptoms of 

unsatisfying jobs; manufacturers saw a 71% increase in productivity and workers were 38% 

more engaged in augmented workplaces (automation-assisted with live personnel) (Goldsmiths, 

University of London, 2018). While the popular understanding is that workers fear replacement 

by automation, half of them advocate for automation to decrease the amount of monotonous 

work they have to endure (Bolden-Barrett, 2018).  

Additionally, impacts to health, wellbeing, and family life could be changed. 

Psychological and physical effects occur due to a poor intrinsic quality of life (Parker, 2014), 

including cardiovascular and musculoskeletal disease as well as distress and self-directedness 

(Parker, Turner, & Griffin, 2002). An unfortunate cycle of chronic illnesses may be alleviated 

should changes be made from this study’s findings. Sickness presenteeism (coming to work ill) 

has a negative correlation with job satisfaction (Karanika-Murray, Pontes, Griffiths, & Biron, 

2015), yet poor job satisfaction can lead to illness as previously described.  

Should positive action be made to correct our current state, as supported by this research, 

workers home lives may be improved as well. Greater embeddedness within a job has been 
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linked with greater conflict being carried over from the office into the home (Ng & Feldman, 

2012), potentially straining millions of families.  

Another important concept to be considered is the origination of an individual in a 

dissatisfying job due to societal external regulation or embeddedness. One could argue our entire 

economic and educational system is entwined as a “cradle to career” engine that conditions 

individuals to fall prey to existing “idea technology” and take on careers that they believe will 

pay well or positions society views as prestigious. When people decide their careers in their early 

20s but their frontal lobe (the region of the brain associated with planning, rationalization, and 

impulse control) may not complete formation until their thirties, it could be contested that our 

current institutions are to blame (Johnson, Blum, & Giedd, 2009) for such a gross deficit of 

intrinsic motivation in the workforce.  

It is important to note research limitations of this study; it neglects Approach Avoidance 

Motives (Johnson, Chang, Meyer, Lanaj, & Way, 2013) and the effects of personality on job 

attitudes (Judge & Kammeyer-Mueller, 2012), which could in-part help explain todays job 

satisfaction rates. The online survey model may elicit dishonest responses, which is probable 

with online self-reporting. Additionally, those without internet access may not be able to 

participate with the survey, which could bias the data toward a higher socioeconomic set of 

participants.  

In closing, this study could broaden our current understandings of psychology, 

organizational behavior, and economics with the potential to make corrective action in many 

facets of our society which could lead to millions of people finding self-actualization and 

fulfillment through their jobs rather than dissatisfaction and loathing.  
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Appendix A: Survey Questions 

Self-Determinant Employee Survey Reverse Scored? 
“Please answer the following questions honestly”  

I am satisfied with my job  
Need for autonomy - 
I feel like I can be myself at my job  
At work, I often feel like I have to follow other people’s commands  Y 
If I could choose, I would do things at work differently  Y 
The tasks I have to do at work are in line with what I really want to do  
I feel free to do my job the way I think it could best be done  
In my job, I feel forced to do things I do not want to do Y 
Need for competence - 
I really master my tasks at my job  
I feel competent at my job  
I am good at the things I do in my job  
I have the feeling that I can even accomplish the most difficult tasks at work  
Need for relatedness - 
I don’t really feel connected with other people at my job Y 
At work, I feel part of a group  
I don’t really mix with other people at my job Y 
At work, I can talk with people about things that really matter to me  
I often feel alone when I am with my colleagues Y 
Some people I work with are close friends of mine  

“Why do you or would you put efforts into your current job?”  
Amotivation - 
I don't, because I really feel that I'm wasting my time at work.  
I do little because I don’t think this work is worth putting efforts into.  
I don’t know why I’m doing this job, it’s pointless work.  
External Regulation - Social - 
To get others’ approval (e.g., supervisor, colleagues, family, clients …).  
Because others will respect me more (e.g., supervisor, colleagues, family, clients …).  
To avoid being criticized by others (e.g., supervisor, colleagues, family, clients …).  
External Regulation - Material - 
Because others will reward me financially only if I put enough effort in my job (e.g., 
employer, supervisor …). 

 

Because others offer me greater job security if I put enough effort in my job (e.g., employer, 
supervisor …). 

 

Because I risk losing my job if I don’t put enough effort in it.  
Introjected Regulation - 
Because I have to prove to myself that I can.  
Because it makes me feel proud of myself.  
Because otherwise I will feel ashamed of myself.  
Because otherwise I will feel bad about myself.  
Identified Regulation - 
Because I personally consider it important to put efforts in this job.  
Because putting efforts in this job aligns with my personal values.  
Because putting efforts in this job has personal significance to me.  
Intrinsic Motivation - 
Because I have fun doing my job.  
Because what I do in my work is exciting.  
Because the work I do is interesting.  

“In the last 6 months, I have…”  
…been unable to a pay bill at least once  
…not had enough money to buy something I need (food, groceries, gas, doctor, rent, etc) at 
least once 

 

…had to cut back spending on discretionary things (movies, eating out, toys for children, 
vacations, fastfood) 

 

All Measured on a Scale of 1 (Strongly Disagree) to 5 (Strongly Disagree) 
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Appendix B: Preliminary Survey Findings 

The data set may be requested in Excel format by emailing Rym262@g.Harvard.edu. 

 

 

 

 

 

 

 

 

 

Countries:  

80 – United States 

1 – Mexico  

1 – UAE 

1 – El Salvador 
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Why do you work at your current job? 
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(NOTICE THE TREND TOWARD EXTERNAL REGULATION ABOVE) 
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Tell us a little more about your work: 
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(NOTICE A TREND AWAY FROM RELATEDNESS ABOVE) 
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