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ABSTRACT: We conducted meta-analyses of multiple dimensions of compensa-
tion satisfaction. An examination of 213 samples from 182 studies yielded several
interesting findings of importance to practice and future research. We examined
the relationships among four dimensions of compensation satisfaction (pay level,
pay raises, benefit level, pay structure and administration satisfaction), and
found that the three dimensions related to direct pay are highly related to one
another. The relationships between benefits and the three direct pay dimensions
were modest. We also analyzed antecedents, correlates, and consequences of the
four compensation satisfaction dimensions. The antecedents of pay raise satis-
faction have received the most attention, and our results indicate that both
perceptual (e.g., perceptions of the basis for a pay raise) and objective (i.e., the
amount of the pay raise) antecedents play roles in determining pay raise satis-
faction. Previous research on the relationship between employee costs for benefits
and benefit satisfaction have been inconclusive. The meta-analysis yields a
modest, negative relationship between employee costs and benefit satisfaction.
Additional results provide the foundation for our discussion of the current state of
research in these areas, recommendations for practice, and suggestions for future
research.
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In the early 1960s, researchers first exhibited interest in assessing
and studying employees’ satisfaction with compensation. For example,
both of the comprehensive measures of job satisfaction published in the
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1960s, the Job Descriptive Index (JDI) and the Minnesota Satisfaction
Questionnaire (MSQ), included a pay or compensation satisfaction
dimension (Smith, Kendall, & Hulin, 1969; Weiss, Dawis, England, &
Lofquist, 1967). Subsequent to the development of the JDI and the MSQ,
and buoyed by theoretical models of the causes of pay satisfaction
(Lawler, 1971), research on satisfaction with pay began to appear (e.g.,
Dyer & Theriault, 1976; Shapiro, 1976). Most of the early work concen-
trated on understanding pay satisfaction as a general construct (i.e.,
‘‘overall’’ or ‘‘general’’ pay satisfaction); however, some studies appeared
that assessed satisfaction with specific dimensions of compensation sat-
isfaction such as satisfaction with the way in which pay systems were
administered (e.g., Weiner, 1980). Over the past 35 years a body of
research on correlates of and relationships among specific compensation
satisfaction constructs has emerged. Our meta-analysis summarizes this
literature.

This meta-analysis serves several purposes. First, many authors
have examined relationships among various dimensions of compensation
satisfaction, and these relationships have varied greatly from sample to
sample. Meta-analysis is the appropriate tool to look across individual
samples (that are usually distorted by sampling error) to estimate the
relationships among compensation satisfaction dimensions in the popu-
lation. A second benefit of meta-analysis is that we can assess the like-
lihood that the relationships between the dimensions of compensation
satisfaction are moderated by other constructs. Previous authors have
suggested that these relationships are moderated by certain factors
(Scarpello, Huber, & Vandenberg, 1988), so this information will be
useful to guide future research.

The third purpose of our meta-analysis is to examine the correlates
of compensation satisfaction dimensions. Human resource professionals
recognize, and researchers have determined, that compensation satis-
faction is a multidimensional construct. Therefore, separate models and
theories concerning the antecedents and consequences of the different
compensation satisfaction dimensions will be needed to guide future re-
search and practice (Heneman & Judge, 2000; Heneman, Greenberger &
Fox, 2002; Miceli & Lane, 1991). Lawler (1971) contributed to this line of
research by developing a comprehensive theoretical model of the ante-
cedents of pay level satisfaction. Miceli and Lane (1991) furthered the
literature by developing comprehensive antecedent models of several
other dimensions of compensation satisfaction; but, rather than testing
these models in a comprehensive fashion, empirical studies have tended
to examine one or a few antecedents at a time (see Williams, Malos, &
Palmer, 2002 for an exception). Thus, research in these areas has
developed in a piecemeal fashion. By summarizing what we know so far
about relationships between compensation satisfaction dimensions and
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their antecedents and consequences, this meta-analysis will provide an
important step in the development and testing of these individualized
theoretical models that are needed to guide future research. The nature
of meta-analysis is to analyze past research; therefore, we must rely on
compensation correlates that are available in the extant literature for
input to our analyses. This paper provides a link between these corre-
lates and compensation satisfaction theory.

RELATIONSHIPS AMONG COMPENSATION SATISFACTION
DIMENSIONS

The majority of studies in this literature utilize the dimensions of
compensation satisfaction defined by Heneman and Schwab (1985): sat-
isfaction with pay level, pay raises, benefit level, and pay structure and
administration. Pay level refers to the individual’s current direct (wage
or salary) compensation. Raises refer to the individual’s change in pay
level. Benefits reflect indirect pay to the individual in the form of pay-
ment for time not worked, insurance, etc., and pay structure and
administration refers to the hierarchical relationships created among
pay rates for different jobs within the organization and procedures by
which the pay system is administered (Heneman & Schwab, 1985). Judge
(1993) provided a representative conclusion regarding research on the
dimensions of pay satisfaction: ‘‘it is clear that the dimensions of pay
satisfaction are not independent, and in fact several are highly related’’
(p. 332), and Heneman and Judge (2000) speculated that relationships
among the dimensions are due to the fact that the compensation com-
ponents themselves are administratively related to one another. For
example, pay raises become part of an employee’s base pay, so it seems
natural that pay raise satisfaction and pay level satisfaction would be
related. Thus,

Hypothesis 1: The dimensions of compensation satisfaction will be
positively related to each other.

Although Heneman and Judge (2000) argued that components of the
compensation system are administratively related to one another, the
degree of relationship varies across pairs of dimensions. One could argue
that the components related to direct pay are more closely related to one
another than any of those components are to satisfaction with benefits.
Thus, we expect that levels of satisfaction with dimensions related to
direct pay will be more strongly related to each other than they will be to
benefit level satisfaction.
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Hypothesis 2: Relationships among pay level, pay raise, and pay
structure and administration satisfaction will be stronger than the
relationships between each of these three dimensions and benefit
level satisfaction.

CORRELATES OF COMPENSATION SATISFACTION

Antecedents

Because interest in the antecedents of pay level satisfaction devel-
oped so much earlier (i.e., Lawler, 1971) than recognition of and interest
in other dimensions of compensation satisfaction, the literature on pay
level satisfaction is much larger than the literature related to the other
dimensions. Williams, McDaniel, and Nguyen (2006) conducted a meta-
analysis of the large body of literature that examined the antecedents of
pay level satisfaction; thus, we do not duplicate their results here. In-
stead we focus on the antecedents of pay raise, benefit, and structure and
administration satisfaction.

Pay Raise Satisfaction. Wage or salary, that is the actual amount of pay
received, is an important antecedent of pay level satisfaction. Transfer-
ring this logic to pay raise satisfaction, a primary determinant of pay
raise satisfaction should be the amount of raise received.

Hypothesis 3: Amount of raise will be positively related to pay raise
satisfaction.

Also, because many organizations endorse the notion that pay
should be based on employee performance (and practice follows this
norm, at least to some extent), we expect employee performance level to
act as an antecedent of pay raise satisfaction.

Hypothesis 4: Employee performance will be positively related to
pay raise satisfaction.

We also expect perceptions of the pay-for-performance contingency
within the organization to act as an antecedent of pay raise satisfaction.
Employees who perceive that performance is instrumental to the
attainment of a valued outcome such as a pay raise, should be more
satisfied with their pay raise than those who do not perceive a connection
between their performance and valued outcomes (Heneman, Greenber-
ger, & Strasser, 1988). An additional explanation for a positive
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relationship between pay-for-performance contingency and pay raise
satisfaction is that those who are satisfied with their pay raises are likely
to believe that their raise was based upon their level of performance or
‘‘merit.’’

Hypothesis 5: Perceived pay-for-performance contingency will be
positively related to pay raise satisfaction.

Finally, Shaw, Duffy, Jenkins, and Gupta (1999) noted that dispo-
sitional factors considered as antecedents of compensation satisfaction
are ‘‘conspicuous by their absence’’ (p. 191); however, we are able to
examine the relationship between negative affectivity and pay raise
satisfaction. Negative affectivity is a dispositional trait similar to trait
anxiety that may predispose individuals to develop negative perceptions
(Shaw et al., 1999). Therefore,

Hypothesis 6: Negative affectivity will be negatively related to pay
raise satisfaction.

Pay Structure and Administration Satisfaction. We examine one theo-
retically-derived antecedent of pay structure and administration satis-
faction: perceptions of pay-for-performance contingency. Miceli and Lane
(1991) argued that perceptions of the way the system ‘‘should’’ operate
are important determinants of pay system satisfaction. As noted by
Heneman, et al. (1988), many employees in North America are likely to
prefer a system in which valued rewards are based upon individual
achievement such as job performance. More recent research suggests
that the preference for performance contingent rewards may be
universal across cultures (Hagan & Peterson, 1999). Thus,

Hypothesis 7: Perceived pay-for-performance contingency will be
positively related to pay structure and administration satisfaction.

Benefit Level Satisfaction. Miceli and Lane (1991) extended Lawler’s
(1971) work on pay level satisfaction by developing a theoretical model of
the antecedents of benefit level satisfaction. Despite this strong theo-
retical foundation, less empirical research has examined the antecedents
of benefit satisfaction. We are able to examine one theoretical antecedent
of benefit satisfaction. Miceli and Lane (1991) suggested that employee
costs for benefits would be negatively related to benefit level satisfaction.
Alternatively, Dreher, Ash, and Bretz (1988) hypothesized that benefit
costs would be positively related to benefit satisfaction, because benefit
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costs are likely to be associated with higher quality benefit coverage (a
‘‘you-get-what-you-pay-for’’ line of thinking). Dreher et al.’s (1988)
argument must be based on the existence of a positive relationship
between the cost of benefits to employees and the level and quality of
their benefit coverage. This relationship is unlikely to hold across com-
pensation plans because transferring costs to employees is a method of
reducing employer contributions to benefits, not necessarily improving
the overall level of benefit coverage. Therefore, we would expect a neg-
ative relationship between employee cost for benefits and benefit level
satisfaction. A second argument that supports a negative relationship
between benefit costs and employee satisfaction with benefits is the no-
tion that employees get used to benefit coverages that come to be viewed
as entitlements over time.

Hypothesis 8: Employee cost for benefits will be negatively related to
benefit level satisfaction.

Correlates

The study of compensation satisfaction began as one facet of a
broader approach to understanding job satisfaction in general (Smith
et al., 1969; Weiss et al., 1967), and the inclusion of compensation
satisfaction as an important assessment of employees’ satisfaction
with their work situations has continued. This body of work allows us
to examine the relationships between six other facets of job satisfac-
tion (satisfaction with the work itself, supervisor, coworkers, promo-
tion, organization, and security) and pay level, pay raise, and benefit
satisfaction dimensions. We include pay level satisfaction in this sec-
tion of our meta-analysis because Williams et al. (2006) did not
include these other satisfaction correlates in their meta-analysis. We
expect all three of these dimensions of compensation satisfaction to be
related to all other facets of job satisfaction; however, we also expect
dimensions of compensation satisfaction to demonstrate discriminant
validity with respect to these other satisfaction facets as explained
below. First, a higher salary level provides a greater sense of security
to employees, so

Hypothesis 9: Pay level satisfaction will be more strongly related to
security satisfaction than to other facets of job satisfaction.

Second, because large pay raises are often associated with job pro-
motions, we expect pay raise satisfaction to more strongly related to
promotion satisfaction than any other facet of satisfaction.
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Hypothesis 10: Pay raise satisfaction will be more strongly related to
promotion satisfaction than other facets of job satisfaction.

Third, because employee benefits are commonly viewed as an
inducement provided by the organization to maintain employee mem-
bership, and, because benefits are administered by a distant, perhaps
impersonal, human resources department rather than an individual with
whom an employee has an ongoing relationship (e.g., a supervisor), we
expect benefit level satisfaction to be most strongly related to satisfaction
with the company.

Hypothesis 11: Benefit level satisfaction will be more strongly
related to satisfaction with the company than to other facets of
satisfaction.

Consequences

Two consequences of the compensation satisfaction dimensions are
included in this study: organizational commitment and turnover inten-
tions. Because compensation systems are designed to attract, retain, and
motivate employees (as well as to contain costs), we expect a positive
relationship between all four compensation satisfaction constructs and
organizational commitment. Pay raise, pay structure and administra-
tion, and benefit level satisfaction will be negatively related to turnover
intentions. (The relationship between pay level satisfaction and turnover
intentions is included in Williams et al., 2006.) Thus,

Hypothesis 12: The compensation satisfaction dimensions will be
positively related to organizational commitment.

Hypothesis 13: The pay raise, pay structure and administration, and
benefit level satisfaction dimensions will be negatively related to
turnover intentions.

Other Correlates

In addition to the relationships described above, we examine demo-
graphic correlates (sometimes referred to as personal inputs based on an
equity theory approach to pay satisfaction [Heneman, 1985; Miceli &
Lane, 1991]) of three dimensions of compensation satisfaction (the
results for pay level satisfaction are included in Williams et al. [2006]).
We include these correlates because although early research focused on
these factors as drivers of pay level satisfaction (Schwab & Wallace,
1974), later research (e.g., Dreher, 1981; Heneman, 1985) has indicated
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that these factors do not account for much of the variance in pay level
satisfaction. We expect the same to be true of the relationships between
demographics and the other three dimensions of compensation satisfac-
tion. Nevertheless, the results in this area will either help to steer future
research away from examining these factors, or will point to interesting
relationships that deserve further attention. We will also examine the
relationship between actual wage or salary and these three dimensions of
compensation satisfaction.

METHOD

Search for Primary Data

We began with an automated search of PsychInfo (Psychological
Abstracts) and ABI/Inform using the key words compensation satis-
faction, pay satisfaction, compensation equity, pay equity, compensation
fairness and pay fairness. We also manually searched 11 journals from
1960 forward: Academy of Management Journal, Human Relations,
Industrial and Labor Relations Review, Industrial Relations, Journal of
Applied Psychology, Journal of Management, Journal of Organizational
Behavior, Journal of Occupational and Organizational Psychology,
Journal of Vocational Behavior, Organizational Behavior and Human
Decision Processes, and Personnel Psychology. In addition, we examined
empirical studies that included compensation satisfaction dimensions
for references to other papers that may have included measures of
these dimensions. We requested conference papers and other unpub-
lished works from the authors. These processes identified over 1,400
conceptual and empirical papers, technical reports, conference and
working papers, dissertations, books and book chapters related to pay
compensation. The majority of these studies included only pay level
satisfaction.

Decision Rules

We included studies in the meta-analyses based on several criteria.
First, a study was included only if it contained quantitative data that
could be used to calculate an effect size. Several well-known studies of
compensation satisfaction were excluded based on this criterion. These
studies failed to include correlations among the measures (e.g.,
Heneman & Schwab, 1985; Mulvey, Miceli, & Near, 1992; Orpen &
Bonnici, 1987). Second, only studies that included data based on adults
employed full- or part-time or experimental subjects who were actually
paid for their work were included. Third, we wanted each sample to be
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represented in each separate meta-analysis only once. For this reason,
when we identified multiple studies using the same samples or subs-
amples, we used correlates from only one study. When there were
differences between the data sets (e.g., different sample sizes, a more
complete description of the sample), we used data from the study that
presented more information. Fourth, we excluded lagged correlations –
correlations that were calculated based on data collected at two different
points in time. Lagged correlations are likely to differ from correlations
based on data obtained at the same point in time due to unknown fac-
tors that may influence the constructs over the time interval. Because
there was an insufficient number of lagged correlation to enable us to
examine this factor as a potential moderator, we excluded the samples
that reported lagged correlations. Fifth, given our concern with con-
struct validity, we excluded all studies for which we were unable to
determine the actual items used to measure either compensation sat-
isfaction or one of its correlates. Sixth, we excluded the few samples
that presented data at the group level of analysis. Seventh, some studies
did not present a correlation matrix, but chose to report selected cor-
relations within the text. In these cases, we excluded studies in which
the authors reported only significant correlations (Rothstein &
McDaniel, 1989).

Following these procedures, we identified 213 samples from 182
studies for inclusion in the meta-analysis. These studies are marked with
an asterisk in the reference section.

Coding

We coded the studies for effect sizes between each pair of compen-
sation satisfaction dimensions and for correlates of the four compensa-
tion satisfaction dimensions. Nearly 80 different correlates of these
compensation satisfaction dimensions were identified; however, we chose
to meta-analyze only those correlates for which we found at least three
separate samples (k > 2).

Analyses

We used Hunter and Schmidt’s (1990) psychometric meta-analytic
procedure and individually corrected coefficients for measurement error.
Our analyses provided information on observed and population distri-
butions. We determined the mean and standard deviation of the observed
distribution of correlations. After individually correcting each coefficient
for measurement error in both variables, we corrected the distribution
for sampling error yielding an estimated population distribution. For the
population distribution, we estimated its mean, standard deviation and
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the 80% credibility interval. The computer program that we used is
described in McDaniel (1986) and McDaniel, Schmidt, and Hunter (1988,
Appendix B).

Interpolation of Reliabilities

In order to correct for measurement error, it was necessary to obtain
a reliability estimate for each measure from each sample. When reli-
ability coefficients were not provided in the primary research report, we
interpolated the reliabilities of the compensation satisfaction dimensions
and their correlates. First, as expected, different measures of the same
compensation satisfaction dimension are represented in this literature.
We interpolated reliability coefficients separately for the Pay Satisfaction
Questionnaire (PSQ; Heneman & Schwab, 1985) measures and for the ad
hoc measures as a group. For the missing compensation satisfaction
reliabilities, the interpolated reliability coefficients are the means of the
sample size–weighted mean reliability coefficients from studies that
reported this information. (These values are available from the first
author.) The reliability for a composite compensation satisfaction mea-
sure was the sample size–weighted mean reliability coefficients for the
all of the measures of each compensation satisfaction dimension plus .05.
This adjustment recognizes that a composite measure is likely to be more
reliable than its component measures. We used a reliability estimate of
.65 for single item measures.

Some studies provided reliability estimates for some of the com-
pensation satisfaction correlates. For these correlates (e.g., coworker
satisfaction, organizational commitment), we interpolated reliability
coefficients in the same way we did for compensation satisfaction. (These
values are available from the first author). We interpolated the reliability
for composites in the same way as for the compensation satisfaction
dimensions. For single item measures, we again used a reliability esti-
mate of .65. No reliability estimates were provided for some of the cor-
relates (raise percentage, age, gender, organizational tenure, education,
job classification, and wage or salary). We fixed the reliabilities of these
correlates to 1.0. We set the reliability of job performance to .52 based on
Viswesvaran, Ones, and Schmidt’s (1996) meta-analysis of job perfor-
mance ratings.

Our reliability data imputation and assumed values will cause the
reliabilities to have less variability across studies than actually exists.
This will make our estimates of the correlation’s population variance
upwardly biased. It would not be expected to bias the estimate of the
population mean.
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RESULTS

Relationships among Compensation Satisfaction Dimensions

We examined relationships among four dimensions of compensation
satisfaction, yielding a total of six correlations shown in Table 1. The
population correlations (q’s) are all fairly high (supporting Hypothesis 1).
Population correlations between dimensions having to do with cash
payments are all .70 or greater, and the population correlations between
benefit level satisfaction and the other three compensation satisfaction
dimensions are all below .50 (q = .46 for pay level, .42 for pay raises, and
.48 for pay structure and administration). These results provide support
for Hypothesis 2. The benefit level satisfaction items are the ones that
have loaded most consistently on a single, separable factor in the pre-
vious research on the PSQ, and the results of this meta-analysis also
support benefit level satisfaction as a separate dimension of compensa-
tion satisfaction.

The second purpose of the meta-analysis was to assess the likelihood
that the relationships between compensation satisfaction dimensions are
moderated by other variables/constructs. The credibility intervals shown
in the last column of Table 1 are relatively narrow. These results suggest

Table 1
Meta-analyses of Relationships Among Compensation Satisfaction Dimensions

(tests of Hypotheses 1 and 2)

Distribution k N

Observed
Distribu-

tion

Population
Distribution

�r r
r

q r
q

80%
Credibility

Interval

Pay level and pay raise 19 6,224 .69 .08 .79 .10 .67 to .92
Pay level and structure

and administration
19 5,822 .62 .07 .70 .05 .63 to .77

Pay level and benefit level 23 9,632 .39 .13 .46 .16 .25 to .66
Raise and structure

and administration
18 5,686 .66 .08 .81 .08 .71 to .91

Raise and benefit level 17 6,612 .36 .13 .42 .15 .23 to .62
Structure and administration

and benefit level
18 9,271 .42 .08 .48 .07 .39 to .57

Note. k = number of samples, N = total sample size, �r = observed mean correlation,
rr = observed standard deviation, q = estimated population correlation, rq = estimated
population standard deviation.
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that moderators of these relationships are small or nonexistent. The
variance in the population distribution might be due to differences across
studies in the variance of the measures, clerical errors in the primary
studies, differences in the construct validity across scales, or study de-
sign characteristics (Wilson & Lipsey, 2001; Hunter & Schmidt, 1990). It
is likely that some of the variance is due to underestimates of the reli-
ability variance across studies that resulted from our imputation and
assigned values for missing reliability coefficients. The width of the
credibility intervals along with the absolute size of the population cor-
relations (q’s) suggest that the probability of finding a subgroup of
studies in which the relationship between these dimensions of compen-
sation satisfaction is substantially different is small. Therefore, if mod-
erators of these relationships could be identified, their effect may slightly
change the degree of the positive relationship between constructs, but is
unlikely to have any effect on the credibility of our conclusions.

Relationships between Compensation Satisfaction Dimensions
and their Correlates

The results of the meta-analyses of compensation satisfaction cor-
relates are shown in Tables 2–5. Each table follows the same format as
Table 1. We will present the results for antecedents, correlates, and
consequences in turn, but first we would like to point out a situation
related to three of the compensation satisfaction dimensions. As can be
seen in Tables 2–5, some distributions show zero population variance
(i.e., rq = 0). This is a common occurrence in meta-analyses of a small
number of effect sizes and is most likely attributable to second-order
sampling error (Hunter & Schmidt, 1990). These results represent the
best estimate of these relationships based on the available literature, but
analyses should be repeated as additional data become available.

Antecedents. The results for compensation satisfaction antecedents are
shown in Table 2. Raise amount is moderately related to pay raise sat-
isfaction (q = .32), thus Hypothesis 3 is supported. We considered job
performance to be an antecedent of pay raise satisfaction, and the pop-
ulation correlation between pay raise satisfaction and all measures of job
performance was .38, supporting Hypothesis 4. Four of the samples used
supervisory ratings of job performance and one used a self-rating of
performance. When we excluded the sample that used the self-rating, the
relationship between pay raise satisfaction and job performance was
stronger (q = .47). Hypothesis 5 was also supported: employee percep-
tions of pay-for-performance contingencies operating within their orga-
nization were strongly related to pay raise satisfaction (q = .65).
Negative affectivity is negatively related to pay raise satisfaction
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(q = ).14). This relationship, supportive of Hypothesis 6, indicates that
the higher the level of negative affectivity, the lower the pay raise sat-
isfaction. In support of Hypothesis 7, employee perceptions of the pay-for-
performance contingency were strongly related to pay structure and
administration satisfaction (q = .62). Finally, benefit costs are moder-
ately and negatively related to benefit satisfaction (q = ).18), supporting
Hypothesis 8.

Correlates. The results for the correlates of the compensation satisfac-
tion dimensions are shown in Table 3. The first six correlates address pay
level satisfaction. Four of these correlates were analyzed with and
without two studies with extreme sample sizes (Steffy & Jones [1990],
n = 8,640, and Ting [1996], n = 35,717). The results indicate that pay
level satisfaction is moderately related to all six dimensions of satisfac-
tion studied and is most strongly related to security satisfaction (q = .41),
providing support for Hypothesis 9. (However, the q between pay level
satisfaction and company satisfaction is slightly higher than the q
between pay level satisfaction and security satisfaction when Steffy and
Jones [1990] and Ting [1996] are excluded.). The next five relationships
shown in Table 3 include pay raise satisfaction. Pay raise satisfaction

Table 2
Meta-analyses of Antecedents of Compensation Satisfaction Dimensions

Distribution k N

Observed
Distribu-

tion

Population
Distribution

�r r
r

q r
q

80%
Credibility

Interval

H3 Pay raise and raise amount 4 1,613 .30 .05 .32 .02 .29 to .35
H4 Pay raise and all employee

performance measures
5 1,291 .26 .20 .38 .27 .04 to .72

Supervisory ratings of employee
performance

4 990 .32 .18 .47 .24 .16 to .78

H5 Pay raise and perceptions of
pay-for-performance contingency

5 1,914 .53 .05 .65 .10 .52 to .78

H6 Pay raise and negative affectivity 3 499 ).12 .05 ).14 .00 ).14 to ).14
H7 Structure and administration and

perceptions of pay-for-performance
contingency

3 1,035 .44 .01 .62 .00 .62 to .62

H8 Benefit level and benefit costs 3 1,736 ).17 .16 ).18 .16 ).38 to .03

Note. k = number of samples, N = total sample size, �r = observed mean correlation,
rr = observed standard deviation, q = estimated population correlation, rq = estimated
population standard deviation.
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Table 3
Meta-analyses of Correlates of Compensation Satisfaction Dimensions

Distribution k N

Observed
Distribu-

tion

Population
Distribution

�r r
r

q r
q

80%
Credibility

Interval

Pay level and work satisfaction 108 46,327 .23 .12 .31 .14 .13 to .49
Work satisfaction without

Steffy and Jones (1990)
107 37,687 .26 .12 .33 .14 .15 to .52

Pay level and supervisor
satisfaction

113 47,286 .22 .12 .28 .13 .11 to .45

Supervisor satisfaction
without Steffy and
Jones (1990)

112 38,646 .23 .13 .29 .15 .11 to .48

Pay level and coworker
satisfaction

102 79,328 .15 .10 .21 .11 .07 to .35

Coworker satisfaction
without Steffy and
Jones (1990) and
Ting (1996)

100 34,971 .20 .13 .26 .15 .08 to .45

Pay level and promotion
satisfaction

104 76,614 .26 .13 .36 .15 .17 to .55

Promotion satisfaction
without Steffy and
Jones (1990) and
Ting (1996)

102 32,257 .33 .15 .43 .18 .20 to .66

Pay level and company
satisfaction

14 5,926 .29 .22 .37 .26 .04 to .70

H9 Pay level and security
satisfaction

11 3,414 .29 .13 .41 .18 .18 to .64

Pay raise and work
satisfaction

5 672 .31 .11 .37 .09 .25 to 49

Pay raise and supervisor
satisfaction

5 672 .32 .13 .36 .11 .21 to .50

Pay raise and coworker
satisfaction

5 672 .20 .09 .23 .03 .19 to .27

H10 Pay raise and promotion
satisfaction

4 549 .52 .04 .60 .00 .60 to .60

Pay raise and security
satisfaction

4 549 .10 .13 .11 .12 ).04 to .26

Benefit level and work
satisfaction

4 7,165 .21 .04 .26 .04 .22 to .31

Benefit level and supervisor
satisfaction

6 7,597 .19 .09 .24 .13 .08 to .41

Benefit level and coworker
satisfaction

4 7,165 .22 .06 .27 .03 .23 to .32
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was at least moderately related to all facets of satisfaction, except
security satisfaction. Hypothesis 10 was supported, because pay raise
satisfaction was most strongly related to promotion satisfaction (q = .60).
We examined relationships between benefit level satisfaction and five
other facets of satisfaction. The population correlations between these
facets and benefit level satisfaction ranged from .24 for supervisor sat-
isfaction to .43 for company satisfaction. As expected, benefit level sat-
isfaction was most strongly related to company satisfaction, supporting
Hypothesis 11.

Consequences. Hypothesis 12 states that the compensation satisfaction
dimensions will be positively related to organizational commitment. The
population correlations shown in Table 4 that range from .34 to .57
support this hypothesis. Data were available to examine the relationship
between turnover intentions and only one dimension of compensation
satisfaction. The population correlation between turnover intentions and
benefit level satisfaction was ).28, providing partial support for
Hypothesis 13.

Other Correlates. The results shown in Table 5 indicate that the rela-
tionships between demographic variables (i.e., personal and job inputs)
and the three compensation satisfaction dimensions of pay raises, pay
structure and administration, and benefits are similar to the results
obtained for pay level satisfaction (Williams et al., 2006). Across all three
compensation satisfaction dimensions, only four population correlations
exceeded |.05|. The population correlations between age and pay raise
satisfaction and between education and structure and administration

Table 3
Continued

Distribution k N

Observed
Distribu-

tion

Population
Distribution

�r r
r

q r
q

80%
Credibility

Interval

Benefit level and promotion
satisfaction

5 7,295 .33 .04 .41 .07 .32 to .50

H11 Benefit level and
company satisfaction

3 4,281 .35 .09 .43 .11 .29 to .56

Note. k = number of samples, N = total sample size, �r = observed mean correlation,
rr = observed standard deviation, q = estimated population correlation, rq = estimated
population standard deviation.
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satisfaction are the largest (q = ).12). In addition, age is negatively re-
lated to structure and administration satisfaction (q = ).11). Salary
grade and pay raise satisfaction are weakly related (q = ).06).

Actual wage or salary level is unrelated to pay raise satisfaction
(q = .00). Actual amount of wage or salary is also unrelated to benefit
level satisfaction. Wage or salary is also only slightly related to structure
and administration satisfaction. All three of these credibility intervals
are wide indicating that moderators of these relationships may exist.

DISCUSSION

Relationships among Compensation Satisfaction Dimensions

The results of our meta-analysis provide an estimate of the popula-
tion correlations obtained across studies using a variety of compensation
satisfaction measures and correcting for unreliability in the measures.
The results indicate that the relationships between pay level, pay raise,
and pay structure and administration satisfaction are substantial

Table 4
Meta-analyses of Consequences of Compensation Satisfaction Dimensions

Distribution k N

Observed
Distribu-

tion

Population
Distribution

�r r
r

q r
q

80%
Credibility

Interval

H12 Pay level and organizational
commitment

49 49,308 .27 .08 .34 .10 .22 to .47

Organizational commitment
without Ting (1996)

48 13,591 .23 .15 .28 .17 .05 to .50

H12 Pay raise and
organizational commitment

4 2,274 .34 .05 .39 .04 .34 to .45

H12 Structure and
administration and
organizational commitment

3 1,993 .49 .07 .57 .05 .50 to .63

H12 Benefit level and
organizational commitment

5 2,420 .30 .07 .34 .05 .27 to .41

H13 Benefit level and
turnover intentions

4 1,157 ).24 .05 ).28 .00 ).28 to ).28

Note. k = number of samples, N = total sample size, �r = observed mean correlation,
rr = observed standard deviation, q = estimated population correlation, rq = estimated
population standard deviation.
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(the average population correlation among these three dimensions is .77).
Correlations between these three dimensions are higher than correla-
tions between different measures of a single dimension of compensation
satisfaction – pay level. We found three studies that reported correlations
between different measures of pay level satisfaction. The correlations in
the three studies range from .47 between the JDI and the PSQ (Blau,

Table 5
Meta-analyses of Other Correlates of Compensation Satisfaction Dimensions

Distribution k N

Observed
Distribu-

tion

Population
Distribution

�r SD
r

q r
q

80%
Credibility

Interval

Age and pay raise satisfaction 7 3,672 ).11 .11 ).12 .12 ).28 to .03
Age and structure and

administration satisfaction
6 3,764 ).10 .11 ).11 .11 ).25 to .03

Age and benefit level satisfaction 10 6,494 .01 .10 .01 .10 ).12 to .14
Gender and pay raise satisfaction 5 3,351 .02 .03 .03 .00 .03 to .03
Gender and structure and

administration satisfaction
6 3,394 .01 .09 .02 .09 ).10 to .13

Gender and benefit level satisfaction 8 4,659 .02 .11 .02 .11 ).12 to .16
Organizational tenure and

pay raise satisfaction
9 4,399 .01 .14 .00 .15 ).19 to .20

Organizational tenure and structure
and administration satisfaction

5 1,135 ).04 .06 ).04 .00 ).04 to ).04

Organizational tenure
and benefit level satisfaction

5 1,962 .03 .09 .03 .08 ).07 to .13

Education and structure
and administration satisfaction

3 2,674 ).11 .03 ).12 .00 ).12 to ).12

Education and benefit level satisfaction 5 4,018 ).01 .04 .00 .03 ).04 to .03
Salary grade and pay raise satisfaction 6 4,656 ).05 .14 ).06 .15 ).26 to .13
Job tenure and benefit level satisfaction 3 1,734 ).01 .11 ).01 .10 ).14 to .12
Job classification and benefit

level satisfaction
3 1,662 .00 .05 .00 .04 ).04 to .05

Wage or salary and pay raise satisfaction 8 4,134 .02 .15 .00 .16 ).20 to .21
Wage or salary and structure

and administration satisfaction
10 4,248 ).04 .13 ).04 .14 ).21 to .14

Wage or salary and benefit
level satisfaction

13 6,107 .02 .17 .02 .17 ).20 to .23

Note. k = number of samples, N = total sample size, �r = observed mean correlation,
SDr = observed standard deviation, q = estimated population correlation, rq = estimated
population standard deviation. The reliabilities of age, gender, organizational tenure,
education, salary grade, job tenure, job classification, and wage or salary were assumed to
be 1.0.
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1994) to .71 between an ad hoc measure and the JDI (Shapiro, 1976). Two
studies whose sample sizes totaled 968 reported correlations between the
MSQ and the PSQ of .52 (Blau, 1994; Scarpello et al., 1988). Thus,
available evidence suggests that three of the four dimensions of com-
pensation satisfaction lack discriminant validity. The correlations
between benefit level satisfaction and the remaining three dimensions
demonstrate discriminant validity: the relationships are more modest
(average population correlation of .45) and consistent with a view that
these measures represent different constructs.

Although no firm guidelines have been established, population cor-
relations that are near or above .80 call into question both the practical
and theoretical utility of continuing to treat these dimensions as separate
constructs. The meta-analysis results lend support to authors such as
Scarpello et al. (1988) who questioned whether or not it is meaningful to
continue to investigate four distinct dimensions of compensation satis-
faction. This seems to be particularly true for pay raise satisfaction: the
population correlations between pay raise satisfaction and pay level and
pay structure/administration satisfaction respectively are .79 and .81. At
a minimum, these strong relationships need to be taken into account in
future empirical research. Miceli and Lane (1991) developed separate
antecedent models for each dimension of compensation satisfaction and
Heneman and Judge (2000) suggested that the same approach be taken
for theoretical models of the consequences of compensation satisfaction
dimensions. To the extent that antecedents or consequences in these
models are related to one of the other four compensation satisfaction
dimensions and measures of the other dimensions are not included in the
studies, the empirical models used to test these relationships will be
misspecified and their findings will be suspect.

The meta-analysis results also indicate that the relationships among
compensation satisfaction dimensions are reflective of a single underly-
ing population and are not likely to be affected by moderators or char-
acteristics found in individual studies. The credibility intervals are
relatively narrow indicating little variability across the studies. The
samples represent employees from a variety of job classifications across a
wide range of industries. Men and women of different ages, ethnic
groups, tenure, and educational backgrounds are included in these
studies. Therefore, we believe that a search for moderators of the rela-
tionships reported here is not warranted.

Relationships Between Pay Dimensions and their Correlates

Antecedents. Our results indicate that, beyond pay level satisfaction,
researchers have made the most progress toward understanding the
antecedents of pay raise satisfaction. We examined three antecedents of
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pay raise satisfaction: raise amount, employee performance, and per-
ceptions of pay-for-performance contingency. The relationship between
pay raise amount and pay raise satisfaction (q = .32) is similar to the
relationship obtained between pay level (or salary) and pay level satis-
faction (q = .29, Williams et al., 2006). In both cases, it is clear that
employees respond to factors other than objective determinants when
reporting their levels of satisfaction. Pay raise satisfaction is also
strongly related to job performance, and the source of performance rating
serves as a moderator of the pay raise satisfaction-job performance
relationship. The population correlation was .47 for the four samples that
used supervisory ratings of job performance and the sample correlation
was .04 for the one sample that used a self-rating of job performance.
This is logical, because pay raises are typically based on supervisors’
ratings of performance.

Meta-analytic results are in the form of bivariate relationships, but
we expect that the three antecedents of pay raise satisfaction identified
above are interrelated. For this reason, we constructed a meta-analytic
correlation matrix including pay raise satisfaction and its three ante-
cedents and subjected the correlation matrix to multiple regression
analysis. We used the mean observed correlations from Table 2 and from
supplemental meta-analyses of the relationships among the antecedents.
The mean observed correlation between raise amount and pay-for-per-
formance contingency was .22 (k = 3, N = 983), between raise amount
and supervisory ratings of performance was .60 (k = 2, N = 766) and
between pay-for-performance contingency and supervisory ratings of
performance was .12 (k = 3, N = 1067). The regression results indicate
that these three antecedents explained 35% of the variance in pay raise
satisfaction. Perceptions of pay-for-performance contingency was the
strongest predictor of pay raise satisfaction (b = .49), followed by per-
formance (b = .23) and raise amount (b = .06). Raise satisfaction appears
to be enhanced, above and beyond the actual raise amount, by employees’
beliefs that their pay raises are based on performance levels and by
actual performance levels themselves. This should be reassuring to U. S.
employers who are likely to endorse and follow a pay-for-performance
philosophy.

Pay raise satisfaction was also negatively related to negative affec-
tivity. Whereas Shaw et al. (1999) found that negative affectivity was
unrelated to compensation satisfaction dimensions, our meta-analysis
results show that negative affectivity is related to pay raise satisfaction.
Although this relationship was modest, future examination of the rela-
tionship between dispositional factors and compensation satisfaction is
warranted.

For pay structure and administration satisfaction, we found that
employees prefer pay systems that they perceive to be based on a
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performance-reward contingency (q = .62). With respect to benefit
satisfaction, the size of employee contributions toward benefits lowers
employees’ satisfaction with benefits, but not to a great extent
(q = ).18). Additional primary research on the antecedents of pay
structure and administration satisfaction and benefit satisfaction has
been conducted, but is not conducive to meta-analysis due to the
inclusion of unique antecedents across studies. These areas are espe-
cially in need of substantive research based on a unifying framework.
As organizations adopt pay system innovations (e.g., skill-based pay)
and benefit costs continue to increase (most notably due to rising in-
creases in employer costs for health insurance), it becomes even more
critical for organizations to be able to look to research for practical
responses. One way in which compensation researchers can be
responsive to these concerns is to incorporate justice concepts into
compensation research. Organizational justice has become one of
the most studied areas within organizational behavior and human
resources, yet there are few empirical studies that have integrated
organizational justice with the study of pay and benefit system char-
acteristics (see Miceli & Mulvey, 2000; Williams et al., 2002 for
exceptions). Because both internal and external equity as well as
perceptions of distributive and procedural justice are dependent on the
design of organizational pay systems, this is an area that deserves
additional research attention.

Correlates. We examined the relationships between three dimensions of
pay satisfaction and other facets of job satisfaction. It is unclear whether
these relationships are due to actual covariation among the job condi-
tions responsible for these affective reactions, common method variance,
or underlying dispositions. Despite these alternative explanations for the
relationships between the pay satisfaction dimensions and other facets of
satisfaction, predicted differential relationships between satisfaction
facets and pay satisfaction dimensions emerged. These results support
the discriminant validity of compensation satisfaction dimensions with
respect to other aspects of job satisfaction. Kinicki, McKee-Ryan,
Schriesheim, and Carson (2002) conducted a meta-analysis of the JDI job
satisfaction facets that included pay level satisfaction. Our findings
related to pay level satisfaction extend beyond theirs because we
included pay level satisfaction measures in addition to the JDI and
included primary studies from a wider variety of sources. Despite these
differences, our results are similar. Across the four population correla-
tions between pay level satisfaction and the other JDI facets, our results
differed from Kinicki et al.’s (2002) by .04 or less.
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Consequences. Organizational commitment is related to each of the pay
satisfaction dimensions, but is most strongly related to pay structure and
administration satisfaction. Pay policies and their use may provide sig-
nals to employees regarding the organization’s culture and the extent to
which employees are valued by the organization. Thus, employees who
are satisfied with the operation of the compensation system are also
committed to the organization that treats them in a satisfactory way. The
relationship between benefit satisfaction and turnover intentions is
negative (q = ).28), indicating that employees who are more satisfied
with their benefits are less likely to think about leaving the organization.
Others (Heneman & Judge, 2000) have recommended continuing exam-
ination of consequences of compensation satisfaction, and this would be
another fruitful area in which to integrate organizational justice con-
cepts.

Other Findings. The other correlates in our study (i.e., demographics
and wage level) yielded few sizeable relationships with the pay satis-
faction dimensions. The negative relationships between age and both
pay raise satisfaction and structure and administration satisfaction
are particularly interesting because they run counter to the positive
association generally found between age and job satisfaction (Rhodes,
1983), although there is evidence of a curvilinear relationship as well
(Kacmar & Ferris, 1989). A possible explanation for these findings is
that older individuals may expect larger raises and other positive
treatment with respect to the pay system because of their years of
service with the organization. If the organization does not recognize
seniority as a factor in determining pay raises or other pay adminis-
tration activities, older individuals may be dissatisfied. A possible
explanation for the negative relationship between pay structure and
administration satisfaction and education (q = ).12) is that those with
higher levels of education are likely to be in more elevated positions
within the organization, and may have higher expectations for how
they are treated. These unmet expectations may lower satisfaction
levels. Finally, although salary is a significant predictor of pay level
satisfaction (Williams et al., 2006), it is only weakly related to any of
the pay satisfaction constructs studied here. This additional evidence
supports the discriminant validity of the compensation satisfaction
dimensions; however, we would recommend that wage or salary con-
tinue to be included in empirical studies of these other compensation
satisfaction dimensions, because our results indicate that moderators
of these relationships exist, particularly for benefit level satisfaction
and structure and administration satisfaction.
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Limitations and Future Research Suggestions

The small number of samples available for analysis hampered our
search for moderators. However, Hunter and Schmidt (1990) recom-
mended accepting provisionally meta-analytic findings based on a small
number of studies while waiting for more data to accumulate rather than
relying on single-sample studies or narrative reviews, which are inferior
to meta-analysis. Thus, although our analyses should be repeated (and
expanded) as more data accumulate, our findings are the best available
estimates of the relations between the variables.

Although pay raise satisfaction is typically viewed as an individual-
level phenomenon, benefit satisfaction and pay structure and adminis-
tration satisfaction may be viewed as organizational- or unit-level phe-
nomena. Several studies that examine compensation satisfaction at the
aggregate level exist (e.g., Griffin, Tesluk, & Jacobs, 1995; Martin, &
Berthiaume, 1995), but more work is needed before these results can be
summarized using meta-analysis. We support Heneman and Judge
(2000) in calling for the examination of pay satisfaction at levels other
than the individual level, and we particularly endorse theoretical
developments in these areas.

Finally, meta-analysis is confined to an analysis of previously
existing research. We acknowledge that other dimensions of compensa-
tion satisfaction may exist, and future research should not be limited to
the compensation satisfaction constructs addressed here. Research on
other dimensions has begun to appear (e.g., bonus satisfaction [Sturman
& Short, 2000] and benefit system satisfaction [Williams et al., 2002]),
and additional meta-analyses will need to be conducted as research in
these and other areas accumulates.

CONCLUSION

This study summarizes the substantive variables related to each of
the compensation satisfaction dimensions. Each of the compensation
satisfaction constructs deserves more empirical attention based on the-
oretical models of antecedents and consequences. The current findings
can be used as a baseline to design and test theoretical antecedent
models such as those suggested by Miceli and Lane (1991). As suggested
by Heneman and Judge (2000), specific theoretical models of the conse-
quences of these pay satisfaction dimensions should also be developed
and tested. Only primary studies that are based on sound theoretical
models specific to each compensation satisfaction dimension and that
take into account the strong relationships between some of the com-
pensation satisfaction dimensions will continue to advance the field.
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