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Abstract — Established links to productivity, employee retention, and organizational performance. This paper reviews existing
literature to examine the key factors that shape workplace satisfaction, including compensation and benefits, work
environment, leadership style, work-life balance, career development, job security, and interpersonal relationships. The review
draws on established motivational frameworks, particularly Herzberg's Two-Factor (Motivation-Hygiene) Theory, to explain
why some workplace elements primarily prevent dissatisfaction while others actively generate satisfaction and engagement. The
paper finds that job satisfaction is multidimensional and shaped by both organizational-level factors (pay, policies,
environment, leadership) and individual-level factors (age, personality, education, and work experience). It concludes that
organizations seeking to improve employee satisfaction must address hygiene factors to prevent dissatisfaction while
simultaneously investing in motivators such as recognition, autonomy, and growth opportunities to build genuine engagement.
Directions for future research, including sector-specific and cross-cultural studies, are also identified.
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I. INTRODUCTION

Job satisfaction refers to the extent to which employees
feel positively or negatively about various aspects of their
work, including pay, colleagues, supervision, the nature of
the tasks performed, and the conditions under which the
work is carried out. It is widely regarded as one of the
most important attitudinal variables in organizational
behavior because of its consistent association with
employee performance, commitment, and retention.

As organizations increasingly compete for skilled talent,
understanding what drives employees to feel satisfied — or
dissatisfied — with their jobs has become a strategic
priority for Human Resource Management. A satisfied
workforce tends to be more productive, more committed to
organizational goals, and less likely to leave, whereas
dissatisfaction is closely linked to absenteeism, lower
performance, and higher turnover.

However, job satisfaction is not the outcome of a single
factor. It is shaped by a combination of organizational
elements, such as compensation, working conditions,
leadership style, and career development opportunities,
along with individual factors such as age, personality,
education, and life stage. This complexity has led to a
large and diverse body of research examining the

determinants of job satisfaction across industries, cultures,
and organizational settings.

This paper aims to consolidate insights from existing
literature on the factors that influence employee job
satisfaction, present the theoretical frameworks that
underpin this research, and discuss the practical
implications for organizations seeking to build a more
satisfied and engaged workforce.

Objectives of the Study

e To review existing literature on the key factors
influencing employee job satisfaction.

e To examine the theoretical frameworks, particularly
Herzberg's Two-Factor Theory, that explain
workplace satisfaction and dissatisfaction.

e To distinguish between organizational-level and
individual-level determinants of job satisfaction.

e To identify practical implications for organizations and
directions for future research.

Il. THEORETICAL FRAMEWORK

Herzberg's Two-Factor (Motivation-Hygiene) Theory

One of the most widely applied frameworks in job
satisfaction research is Frederick Herzberg's Two-Factor
Theory, developed in the late 1950s. The theory
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distinguishes between two separate sets of workplace
factors that operate independently of one another rather
than existing on a single satisfaction-dissatisfaction
continuum.

Hygiene factors — such as salary, company policy, job
security, and working conditions — do not actively
generate satisfaction, but their absence or inadequacy
produces dissatisfaction. Motivators, on the other hand,
including recognition, achievement, responsibility, and
opportunities for growth, are the factors that genuinely
drive satisfaction and engagement. According to this
framework, simply improving pay or working conditions
can reduce dissatisfaction but will not, by itself, motivate
employees; sustained satisfaction requires attention to
intrinsic motivators as well.

This distinction is particularly useful for organizations, as
it suggests that HR strategies focused only on
compensation and benefits (hygiene factors) are unlikely to
build lasting engagement unless they are paired with
efforts to provide recognition, autonomy, and growth
opportunities (motivators).

Maslow's Hierarchy of Needs

Herzberg's theory is often discussed alongside Abraham
Maslow's Hierarchy of Needs, which proposes that human
motivation progresses through basic, psychological, and
self-fulfillment needs. In the workplace context, this
hierarchy is often used to explain why lower-order needs
(such as fair pay and job security) must be reasonably met
before higher-order needs (such as recognition, growth,
and self-actualization) can meaningfully influence
satisfaction.

1. REVIEW OF LITERATURE

The literature on job satisfaction identifies a wide range of
contributing factors, which can broadly be grouped into
organizational-level and individual-level determinants.

1. Compensation and Benefits

Fair and competitive compensation consistently emerges as
one of the most cited determinants of job satisfaction
across studies. Research indicates that employees consider
fair compensation and benefit packages among the most
important influences on their satisfaction, alongside
promotion opportunities and reasonable working hours.

Similarly, studies of private-sector employees identify
compensation, alongside leadership style, workplace
environment, and career development, as a key
determinant of satisfaction. While adequate pay does not
by itself guarantee high satisfaction, inadequate or
perceived-unfair compensation is strongly linked to
dissatisfaction.
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2. Work Environment and Working Conditions

The physical and psychological work environment plays a
substantial role in shaping employee attitudes. Studies
examining  work  environment,  workload, and
compensation together found that the work environment
has a significant influence on job satisfaction, as did
workload. Employees who work in supportive, safe, and
well-resourced environments tend to report higher
satisfaction, while excessive workload and poor conditions
are associated with dissatisfaction and burnout.

3. Leadership Style and Supervision

Leadership style and the quality of supervision are
recurring themes in the literature. Research applying
transformational leadership frameworks has found that this
style of leadership has a significant positive impact on job
satisfaction,  largely  because it  fosters  trust,
communication, and a sense of shared purpose between
managers and employees. Other reviews similarly identify
leadership style as one of the universal determinants of
satisfaction across industries.

4. Work-L.ife Balance

The ability to balance professional responsibilities with
personal life has become an increasingly prominent factor
in job satisfaction research, particularly as flexible and
remote work arrangements have grown more common.

Literature reviews focusing specifically on this theme
conclude that work-life balance, organizational culture,
and leadership style each independently influence
employee job satisfaction, with poor work-life balance
frequently cited as a driver of stress and disengagement.

5. Career Development and Growth Opportunities
Opportunities for career advancement and  skill
development are consistently linked to higher satisfaction.
Reviews synthesizing findings across multiple industries
identify career development, alongside compensation and
workplace environment, as one of the key determinants of
job satisfaction, noting that employees who see a clear
path for growth within an organization tend to display
greater commitment and lower turnover intention.

6. Job Security and Organizational Policy

Job security functions primarily as a hygiene factor in
Herzberg's framework: its presence does not necessarily
elevate satisfaction, but its absence is strongly associated
with anxiety and dissatisfaction. Studies of workplace
satisfaction factors list job security, alongside performance
appraisal systems and recognition, among the practices
that employees consider important, even when they are
rated as somewhat less critical than compensation or
interpersonal relationships.

7. Interpersonal Relationships and Recognition

The quality of relationships with supervisors and co-
workers, along with recognition for good performance,
also shapes satisfaction levels. Foundational job
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satisfaction literature identifies the work itself, supervision,
promotion opportunities, and relationships with co-
workers as core determinants, a finding echoed in more
recent reviews that continue to list interpersonal
relationships and recognition among the major influencers
of employee satisfaction.

8. Individual and Demographic Factors

Beyond organizational factors, individual characteristics
also influence job satisfaction. Studies of employees in
higher education settings have found that factors such as
educational attainment, gender, and workload interact in
complex ways with satisfaction; for instance, some
research finds that employees with higher educational
attainment report comparatively lower satisfaction, while
other studies find that women report greater satisfaction
than men on certain dimensions of their roles. Personality
traits, often examined through the Big Five model
(neuroticism, extraversion, openness, agreeableness, and
conscientiousness), have also been linked to how
individuals perceive and respond to workplace conditions.

V. DISCUSSION

The literature reviewed suggests that employee job
satisfaction cannot be attributed to any single cause; rather,
it emerges from the interaction of multiple organizational
and individual factors. Consistent with Herzberg's
framework, hygiene factors such as compensation, job
security, and working conditions appear necessary to
prevent dissatisfaction, but they are not sufficient on their
own to generate strong, lasting satisfaction. Motivational
factors— recognition, career growth, autonomy, and
meaningful leadership — appear to play the larger role in
building genuine engagement.

The literature also highlights that the relative importance
of different factors can vary by industry, organizational
culture, and workforce demographics. This suggests that a
one-size-fits-all approach to improving job satisfaction is
unlikely to be effective; instead, organizations may benefit
from periodically assessing which factors matter most to
their specific workforce before designing interventions.

From a practical standpoint, the findings imply that HR
practitioners should adopt a dual approach: maintaining
competitive pay, safe working conditions, and fair policies
to prevent dissatisfaction, while simultaneously investing
in leadership development, recognition programs, career
pathways, and work-life balance initiatives to actively
build satisfaction and engagement.

V1. CONCLUSION

This review confirms that employee job satisfaction is a
multidimensional construct shaped by compensation, work
environment, leadership, work-life balance, career
development, job security, interpersonal relationships, and
individual characteristics. Herzberg's Two-Factor Theory
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continues to offer a useful lens for distinguishing between
factors that prevent dissatisfaction and those that actively
drive satisfaction and motivation. For organizations, the
key takeaway is that sustainable improvements in
employee satisfaction require attention to both categories
of factors rather than reliance on compensation alone.

Future research would benefit from more sector-specific
and cross-cultural studies, as well as longitudinal research
examining how the relative importance of different
satisfaction factors shifts over an employee's career and
across generations entering the workforce.
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