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Abstract 
Job satisfaction is considered an important aspect of employee behavior. This 
article focuses on a critical analysis of the accompanying literature to determine 
the various factors that shape job satisfaction and to gauge their relative signifi-
cance in conditioning employee behavior. The conceptualizations of job satisfac-
tion in the existing literature are multitudinous, reflecting the breadth of critical 
perspectives on the subject. A systematic literature review, therefore, consisted 
of: (a) isolating databases and a set of publications; (b) selecting publications and 
developing a database; and (c) conducting bibliometric analysis, content analy-
sis, and testing the relevance of results to further research. The review included 
publications from the years 2000–2018 and covered psychology, sociology, eco-
nomics, and management science. Analysis of previous theoretical publications 
and empirical studies reveals that they are not without their cognitive and meth-
odological limitations. Even at the level of definition, despite numerous criti-
cal attempts to clarify exactly what constitutes job satisfaction, an unambiguous 
and clear-cut conception has yet to surface. Equally, critical consensus is lack-
ing among researchers over what contributes to job satisfaction, and divergent 
research approaches have been adopted as a result. Indeed, despite the rising 
popularity of job satisfaction studies, some of these factors have yet to be ex-
plored fully, while some research has yielded contradictory results regarding the 
strength of the influence of certain factors on job satisfaction. This paper fills this 
gap and, through a systematic analysis of the literature, indicates the direction in 
which current research is headed.

Keywords: job satisfaction; employee behavior; determinants; job satisfaction 
studies; workplace; organizational culture; job performance.

Introduction 

Job satisfaction has been the subject of scientific interest since the 1930s and 
continues to be an important research topic in psychology, sociology, economics, 
and management science. As Kalleberg [1977: 142] states, “An understanding 
of the relationship of people to their work can never be accomplished using only 
the conceptual tools provided by sociological thought. Sociology needs to be 
supplemented by psychological theory in order to understand the reactions of in-
dividuals to their jobs and by economic theory to understand the structural labor 
market factors that govern the matching process”. Indeed, the recent expansion of 
the field points to its enduring relevance and significance [Dormann, Zapf 2001; 
Lange 2009; Timming 2010; Jassem, Djebarni, Mellahi  2011; Marin-García, 
Bonavia, Losilla  2011; Westover 2012a; Hytti, Kautonen, Akola 2013; Millán 
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et al. 2013;  Tlaiss 2013; Westover 2013; Fiorillo, Nappo 2014; Shin, Koh 2015; 
Humpert 2016; Westover 2016; Judge et al. 2017; Pandey, Asthana 2017]. 

Since the 1990s, job satisfaction has experienced a renaissance in research. In-
terest in job satisfaction has increased in line with the changing labor market, 
nature of work, and approaches to work. Currently, a ‘new wave’ of research is 
emerging that favors the expansion of the scope of job satisfaction studies and a 
more profound exploration of the subject matter. Progress has equally been made 
in defining job satisfaction, from initially perceiving it solely in terms of satisfy-
ing needs to placing greater emphasis on cognitive processes [Weiss et al. 1967; 
Dave, Raval 2016;]. One particular avenue of this research is the analysis of the 
level of job satisfaction and its determinants. Various critical approaches have 
been used in these studies, a testament to the complexity of the problem at hand 
[Kalleberg 1977]: concepts presenting the process of how employee satisfaction 
is shaped are determined by a host of organizational, workplace-environmental, 
and individual factors.

To this point, numerous studies have been conducted to identify the factors that 
have the greatest impact on levels of job satisfaction, at both micro (referring to 
individual enterprises) and macro scales (referring to individual societies). In 
recent years, many models for shaping job satisfaction have been (and continue 
to be) developed: these mostly comprise ‘attribute models’ in which a set of dis-
tinguished factors, acting synchronously, either triggers or increases the feeling 
of job satisfaction. The makeup of these factor sets varies considerably, however, 
and there is still no consensus on their relative importance [Sousa-Poza, Sousa-
Poza  2000; Nair 2007; Westover 2010; Springer 2011; Capecchi, Piccolo 2016; 
Wilczyńska, Batorski, Selet 2016; Sanchez-Sellero et al. 2018; Yuen et al. 2018]. 
At the root of this disparity lies the fact that work is not a monolithic whole but 
a system comprising many different elements, each of which is the source of a 
different aspect of job satisfaction [Thomas, Buboltz, Winkelspecht 2004]. 

Let us stress here that the category of ‘work’ itself may be interpreted differently 
depending on the context [Bos et al. 2009]. In economic terms, work is some-
thing that a person ‘sells’ on the labor market—in the form of physical and intel-
lectual capabilities—with a view to producing specific goods and services that 
can be tangible or intangible. From a sociological and psychological perspective, 
however, work can be any purposeful or socially useful activity that warrants a 
person a specific position in society. While psychology focuses on the emotional 
aspects of a human being, sociology tends to explore the relation of contentment 
and satisfaction to a person’s past, present, and expected future experiences as 
a member of a social group. Thanks to work, people have the opportunity to 
develop appropriate living conditions, personal strengths, and a defined role in 
society. Work also contributes to a sense of success, helps to define goals, and 
builds the skills needed to overcome obstacles. As a result, it can provide feelings 
of contentment and satisfaction on many different levels. In sum, for a fuller un-
derstanding of job satisfaction, both economic and socio-psychological aspects 
of work must be considered, emphasizing its multidimensional nature. 

This article attempts to synthesize and systematize the various definitions of job 
satisfaction and analyze the determinants that shape it. We have considered it 
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important to present the factors influencing job satisfaction along with their characteristics. The article is con-
ceptual, while the considerations contained within it are cognitive. It aims to shed light on the different ways 
of understanding job satisfaction, to present the results of previous research (taken from across the social sci-
ences) on the determinants of employee satisfaction, and to discuss the methods of its measurement. To this 
end, the following research questions were formulated:

— What is the state of research into job satisfaction? 
— What are the key factors that influence job satisfaction? 

A systematic review of the literature, with elements of bibliometric analysis, was used to identify existing 
research directions and trends, which included the essence of the concept, the preconditions and determinants 
of employee satisfaction, and its impact on other variables.

Methodology

The study consisted of a systematic literature review with elements of bibliometric analysis. Opting for sys-
tematic review has not only allowed for a formalized objective synthesis and assessment of research to date 
[Columb, Lalkhen 2005], but more importantly, it has enabled the identification of both researched and as 
yet unexplored areas [Levy, Ellis 2006]. This, in turn, provided a framework for further research [Gimenez, 
Tachizawa 2012] whose future findings could be generalized in world literature [King, He 2005]. Systematic 
review (compared to traditional, which is often subjective and incomplete) is also advantageous as it poses re-
search questions prior to commencing proper analysis, meaning it preemptively compiles a full list of relevant 
works along with the criteria for inclusion or exclusion of particular literature items. 

The systematic literature review procedure comprised the following stages [Rowley, Slack 2004; Levy, El-
lis 2006; Booth, Sutton, Papaioannou 2016]: defining research goals and selecting primary literature (stage 
one); selecting publications and developing a publication database (stage two); and analyzing the content and 
verifying the relevance of the obtained results to further research (stage three). Three international research 
databases were selected during stage one: EBSCO, ProQuest, and the Web of Science. The EBSCO and Pro-
Quest databases contain journals and books from recognized international publishers and are equipped with 
advanced search engines that support keyword queries with many additional criteria. Furthermore, they are the 
recommended databases for running systematic reviews of social-sciences literature [Gur, Greckhamer 2018]. 
The Web of Science database was selected for bibliometric analysis, as it aggregates information on publica-
tions on the basis of their impact factor, topicality, and representativeness for specific countries, which guar-
antees not only scientific reliability but also robust evaluation of critical resonance in the scientific world.

Thorough verification of the publications included in the literature database was of crucial importance to the 
reliability of the systematic review. It required reading each publication and preparing a concise analysis re-
port. The development of a publication database, therefore, consisted of three steps: (a) identifying the search 
criteria used to collect publications in the database; (b) identifying the inclusion criteria a priori limiting 
papers added sequentially to the database; and (c) searching for publications according to those criteria in 
the three aforementioned research databases. The selection of search criteria began with those related to the 
research model and the adopted cognitive context, namely determinants of job satisfaction. Taking into ac-
count not only the assumptions but also the practice of conducting a systematic literature review in research 
activities, we made decisions regarding the separation and application of the inclusion criteria for adding a 
publication to the database [Slavin 1995]. It was assumed that the search criteria should be included in the 
title, abstract, or keywords of the analyzed papers. To this end, we tested the research databases using a set of 
phrases that combined the following keywords: “job satisfaction”, “determinants of job satisfaction”, “mea-
suring” and “research”. With this, we were able to automate the search process at the expense of omitting the 
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broadest category of keyword occurrence anywhere throughout the main text. This assumption thus focused 
attention on those articles in which the keyword reflected the research category that was essential, rather than 
accessory, to the study. 

Additionally, the search criteria were limited to publications within the social sciences. Knowledge disciplines 
often overlap and ‘borrow’ concepts from one another, making it necessary to exclude from our database any 
of those fields to which the concept of “job satisfaction” has been applied. Therefore, only scientific articles 
published in journal articles, conference proceedings, and chapters in scientific monographs were included in 
the database. Although each class of studies has a different level of rigor, due to the differences in the text pro-
cessing system and the role of the review process, their inclusion in electronic databases acted as a simplified 
quality criterion. To ensure the appropriate level of quality, the next inclusion criterion imposed the require-
ment for publications to have been positively peer-reviewed. This criterion filters down the results by elimi-
nating freely accepted scientific announcements or seminar presentations, for example. Moreover, our search 
was limited only to works available in their full version. Finally, a language condition was imposed whereby 
only publications available in English and Polish would qualify. The restriction to the English language is an 
expression of the selection of only those papers that have been subject to international assessment and can be 
found among international scientific papers. Only papers published between 2000 and 2018 were analyzed.

The database search yielded over 4,000 publications, which were then subjected to a further ‘cleaning’ process. 
After removing theoretical papers, duplicates, and those to which full access was limited (i. e. paywalled), 
the total reduced to nearly a thousand items. This was still too extensive, however, to run a detailed analysis 
of the texts. Taking into account the perceptual abilities and time limitations of the researchers, we decided 
to limit the literature database to papers from EBSCO and ProQuest. Finally, the systematic literature review 
was completed against a database of 855 publications. This publication database was then subject to further 
analysis in subsequent stages of the review.

The study also used the basic techniques of the bibliometric method. In particular, bibliometric analysis al-
lowed: a time series analysis reflecting the number of publications in a selected research area; a citation 
analysis focused on publications with the highest impact factor; identification of relevant researchers; and 
classification of research sub-areas in a set of bibliometric data reflecting the selected research area. To imple-
ment the adopted assumptions of the systematic review, we also used backward citation analysis, which was 
carried out on the basis of bibliographic references found at the end of each study. This allowed us to identify 
the authors (and their specific papers) who have had an especially noteworthy impact on shaping the present 
state of knowledge of job satisfaction determinants.

In the last stage of our research, we conducted a qualitative analysis of the publications in terms of job satisfac-
tion determinants. This stage included a detailed content analysis of entire texts in our publications database. 
We adopted the method of narration to describe the results, whose main purpose was to assess the existing 
achievements related to job satisfaction and to pinpoint the factors that shape it.

The use of a systematic literature review emerged from the need to underline the complexity of the issues 
raised. This method is justified in a situation where the research area is explored extensively, which makes 
it appropriate to present the synthesis of the results of literature studies. Nevertheless, this approach has 
certain limitations, stemming mainly from the imperfections of the methods of analysis used. At the stage 
of developing the literature database, these limitations may have had a bearing on the results obtained, but 
at the publication review stage, they were more attributable to the imperfections of content analysis, such as 
the subjectivism of the content researcher. It should also be noted that the results of the publication query are 
merely a ‘snapshot’ of the state of knowledge at a given point in time, with knowledge itself never being static, 
particularly in such a research-productive field.
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The Concept of Job Satisfaction 

In the literature, the terms “job satisfaction” and “fulfillment” (“contentment”) are often used interchangeably 
[Robie et al. 1998]. According to Juchnowicz [2014: 12], however, these two attitudes have different mean-
ings and different effects. In the case of job satisfaction, a positive attitude is conditioned by extrinsic factors: 
fair and equitable pay, appropriate conditions of material work environment, good relations with superiors 
and co-workers, and proper management style. Professional fulfillment, on the other hand, requires the added 
influence of intrinsic factors, such as opportunities to learn, task-based responsibilities, or recognition from 
superiors. 

Another factor differentiating job satisfaction and job contentment is the time of their occurrence: satisfaction 
may only be temporary, whereas contentment tends to be experienced after a prolonged period of satisfaction. 
Job satisfaction implies a positive attitude of employees toward the tasks entrusted to them, their working 
conditions, and their superiors and co-workers. And while a necessary component, this attitude alone is not 
enough to achieve professional fulfillment. Employees satisfied with many facets of their job, such as fair pay 
or good working conditions, do not necessarily feel professionally fulfilled. Employees evaluate their work 
as satisfactory when it offers them the opportunity to use their skills and aptitudes in practice, confronts them 
with challenging tasks, gives them freedom of action, and provides them with feedback. Professional fulfill-
ment, significantly, boosts self-esteem and satisfies higher-level needs, including self-realization. Therefore, 
professional fulfillment can be defined as a higher level of job satisfaction, requiring intellectual challenges, 
a sense of success, enjoyment from career development and self-realization, as well as full identification with 
the job or the organization [Juchnowicz 2014: 15].

Hoppock was one of the earliest proponents of job satisfaction, defining the concept as “any combination of 
psychological and environmental conditions resulting in the fact that a person could say with true conviction 
that he or she is satisfied with his or her job” [Hoppock 1935: 44]. This highlights the fact that satisfaction is 
conditioned by myriad factors, both internal and external to the individual, which require identification and 
measurement. It also reinforces the imperative of examining the conditions in which satisfaction arises.

The most frequently cited definition of job satisfaction, however, is that of Locke: it represents “a pleasurable 
emotional state resulting from the perception of one’s work as fulfilling or enabling the fulfillment of sig-
nificant values available at work, provided that these values are convergent with one’s needs” [Locke 1976: 
1319]. This view of the process underlying the variation in job satisfaction implies that two types of factors are 
operative: perceived job characteristics, which represent the amount of satisfaction available from particular 
dimensions of work, and work values, which represent the meanings that individuals attach to these perceived 
job characteristics [Kalleberg 1977: 127]. Unlike Hoppock, Locke emphasizes the importance of the indi-
vidual’s emotional state and subjective perception of his/her situation at work, which can assume an attitude 
of both extreme satisfaction and dissatisfaction. 

In this sense, if we were to assume that satisfaction is merely an emotional response, it could only be under-
stood by means of introspection, which is directly related to the need to seek to understand the content of 
mental processes. The positive or negative feelings that make it possible to judge whether or not (and how 
far) the job is satisfactory depend on the extent to which expectations coincide with the rewards received 
[Davis, Nestrom 1985: 109]; this compliance is particularly important when analyzed in relation to internal 
motivation [Statt 2004: 78]. This, in turn, leads to the conclusion that job satisfaction is a multidimensional 
system of interrelated psychological responses to work performed and that these responses are conditioned 
by cognitive, affective, or behavioral components [Hulin, Judge 2003]. This reflects a neutral approach to the 
discussed problem and emphasizes facets such as the subjectivity of the phenomenon in question, the cause-
effect relationship between perception and emotion, the significance of the relationship between work values 
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and employee values, and the determination of the phenomenon as desirable (job satisfaction—desired state, 
positive state; lack of job satisfaction—negative state). 

To some extent, then, this interpretation is the sweet spot between other ways of understanding this category 
[Wudarzewski 2013: 332–333]. The traditional approach to professional fulfillment, as proposed by Locke 
and Latham [1990: 240–246] and conceptualized as the principal dimension of effective human functioning 
at work, was based on the assumption that an individual, in order to feel job satisfaction and professional 
fulfillment, needs to be able to satisfy, whether at the organization or through work, the dimensions he or she 
considers important. Locke pointed to the conditions that must be fulfilled by a job in order to provide satis-
faction to an employee [1976: 1328]. These include: intellectual challenge, within the employee’s capacity; 
convergence of own goals with the organization’s goals; lack of excessive physical overload (working within 
physical strength limits); fair pay matching the individual’s aspirations; physical working conditions that en-
able the accomplishment of objectives and correspond with the employee’s needs; respect in the eyes of some 
of the employees in the organization; support in combining individual and professional goals; and minimizing 
conflict and ambiguity of roles. Katz [1978] has also emphasized the importance of workplace characteristics, 
with particular reference to the goals and tasks entrusted to employees. In his view, the possibility and scope 
of decision-making and the nature of tasks are a more frequent reason for employee satisfaction than the level 
of pay and promotions (see: [Springer 2011: 166]).

It was Spector who first departed from the idea of the importance of needs in achieving employee satisfac-
tion, focusing instead on the predominant role of cognitive processes in shaping attitudes to various aspects 
of work. Spector believed that job satisfaction refers to people’s feelings about their job and its elements, 
and consequently to the evaluation of “to what extent employees like or dislike their job” [Spector 1997: 2]. 
Similarly, Nair [2007] defined satisfaction as an attitude based on an individual assessment of one’s own work-
place. It follows, then, that job satisfaction involves more than feelings alone; it also reflects the evaluation and 
perception of the value of one’s own work.

Considering job satisfaction from the point of view of the attitude (rather than the feeling) toward work was 
also proposed by Vroom [1964], for whom employee satisfaction is a consequence of: the value of the ex-
pected reward, the effort to achieve the desired result, the perception of the subjective probability of success, 
the rightness of the reward received, and the comparison of the reward with social standards. According to 
this concept, people make choices based on the evaluation of likelihood that certain behaviors will trigger cer-
tain rewards. At work, people will perform their jobs in a way that leads to greater payouts or other benefits. 
Vroom’s expectancy theory has been confirmed by the results of more recent empirical research (cf.: [Tubbs, 
Boehne, Dahl 1993; Van Eerde, Thierry 1996]).

Job satisfaction, then, has often been interpreted as a positive attitude of employees toward their duties, work 
environment, and co-workers, or as positive and negative feelings and attitudes that pertain to professional 
duties performed by an employee [Schultz, Schultz 2012: 288]. Job satisfaction has also been defined as the 
difference between what a person expects and what he or she actually experiences at work (according to his or 
her subjective evaluation) [Drenth, Thierry, De Wolff 1998: 278]. Viewed as such, job satisfaction is an intrin-
sic, subjective feeling of an employee and refers to a positive attitude toward the organization, co-workers, and 
the job itself. Job satisfaction has also been regarded as an approximation of utility [Clark, Oswald 1996]. This 
includes both the usefulness of the result and the usefulness of the process [Frey, Stutzer 2002]. The former 
refers to employee benefits earned from the effects of performing professional duties, whereas the latter refers 
to the conditions that lead to said performance, such as participation in decision-making or atmosphere in the 
workplace. Accordingly, employees strive to achieve the maximum degree of satisfaction of their own needs 
in their decisions around the allocation of professional skills and resources. The literature [Ramawickrama 
et al. 2017; Bugdol 2006] also mentions certain concepts according to which the sense of job satisfaction is 
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independently correlated with individual job facets. In this way, job satisfaction is a supreme concept that en-
compasses specific satisfactions derived from: pay, incentive schemes, interpersonal relations (including sat-
isfactory relations with superiors and co-workers), the company’s market position, opinions expressed about 
the organization by others, the organization itself, and the nature of work.

In another conventional theory, namely Job Characteristics Theory (JCT), Hackman and Oldham [1976] put 
forward five universal dimensions of work that positively correlate with job satisfaction: (a) task identity, the 
degree to which an employee can trace the results of his/her work from start to finish; (b) task significance, 
the extent to which work is perceived as important and meaningful; (c) skill variety, the extent to which work 
allows for carrying out different tasks using different abilities; (d) autonomy, the ability to plan and perform 
tasks at one’s own discretion; and (e) feedback, the degree of information given about the results of the work 
performed. The first three factors correspond to the sense of meaningfulness of work, the next covers respon-
sibility for outcomes, while the last relates to the knowledge of results and responsibilities for them [Hackman, 
Oldham 1976]; if a job meets these assumptions, it is more likely to be rewarding and motivating. Thus far, 
however, empirical research has only partially confirmed these assumptions.

Nonetheless, according to the tenets of JCT, in a group of employees that shows a strong desire for growth, 
specific properties shape the psychological conditions in which the individual feels the satisfaction and fulfill-
ment needed to increase his/her motivation and performance. Benefits arising from work make the employee 
experience positive emotions when doing their job well. This, in turn, favors continued good performance in 
line with the expectation that it will lead to positive feelings. The stronger this need to perform well, the more 
positive the feelings that arise when a high level of performance is achieved or sustained. Subsequent meta-
analyses of several hundred studies have shown that job characteristics are indeed related to job performance 
and satisfaction, but the consequences of specific characteristics are not identical [Schultz, Schultz 2012: 
296–322]. By definition, JCT is limited, therefore, to the properties of the job itself, with far less attention paid 
to social relations and characteristics of the physical work environment.

In contrast to this unilateral focus on job characteristics, it is important to consider job satisfaction in the 
context of well-being in general. Herzberg, Mausner, Snyderman [1959] and later Wudarzewski [2013] have 
highlighted the need to conduct job satisfaction surveys in the context of three areas: organization, employee, 
and society. Organization research may concern efficiency levels with a particular emphasis on growth, in-
ternal motivation, reduction of absenteeism, or conflict, all of which may affect interpersonal relations and 
staff turnover. In turn, employee research points to a greater sense of happiness and increased self-realization, 
while societal research can be used to make better use of human resources or even increase human potential. 
Let us stress here that a number of different correlations may exist between these factors. The originality of 
Herzberg’s concept lies in its splitting of the satisfaction and dissatisfaction dimensions into two distinct con-
tinuums. This theory [see also, Pauli 2010: 100] distinguishes two sets of factors in the workplace: hygiene 
and motivation. Hygiene factors are contextual, such as interpersonal relations, working conditions, organiza-
tion and management, and pay. Hygiene factors affect job dissatisfaction, and although they may satisfy lower 
needs and eliminate dissatisfaction if high enough, they do not contribute to job satisfaction [Weiss 2002]. 
Factors related to job content, meanwhile, are referred to as “motivators”: these include achievements, work 
content, recognition, responsibility, promotion, and growth opportunities. If high enough, they are able to 
meet higher-level needs and therefore favor job satisfaction. If low, however, they may also trigger dissat-
isfaction. Herzberg assumes that lack of satisfaction cannot be equated with dissatisfaction, and vice versa. 
Consequently, he proposes to concentrate efforts on enriching the job with motivating factors, which could 
lead to greater satisfaction and minimize the impact of hygiene factors, which are responsible for subjective 
states of dissatisfaction. A follow-up to Herzberg’s two-factor theory is the three-factor model [Kozioł 2011; 
Koziol, Koziol 2020], which adds a set of dissatisfying demotivators into the existing mix.
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From the 1960s onwards, job satisfaction has begun to be understood as an attitude that is in fact made up of 
two facets: cognitive and emotional, also known as affective [Zalewska 2003: 50; Judge, Klinger 2008; Judge, 
Heller, Klinger 2008; Springer 2011: 164; Haffer 2015: 157–158]. Both these elements have been incorporated 
by Berry  [1998], for whom job satisfaction is an assessment expressed in the form of affective reactions and 
cognitive judgments about the extent to which the performed work is beneficial (or unfavorable) to the person. 
The strength of the cognitive aspect in shaping general job satisfaction is indicated by studies focusing on the 
relationship between cognitive models of conflict and dysfunctional relationships at work. For example, it has 
been proven that belief in the possibility of cooperation and pro-social attitudes leads to improved job per-
formance [Halevy et al. 2014]. From the emotional/affective standpoint, researchers have most often focused 
on issues relating to the characteristics or nature of work, predispositions or personality traits of employees, 
and the subjective assessment of work-related values (Value Percept Theory) [Saari, Judge 2004: 396–398; 
Judge, Klinger 2008: 398–403]. According to Brief and Weiss [2002: 282–286], the emotional facet of job 
satisfaction may be heterogeneous, as it consists of emotional states experienced at work as well as emotional 
attitudes toward work. Some researchers have claimed that studying emotional satisfaction comes down to 
the evaluation of satisfaction/dissatisfaction, while others assume two dimensions—positive emotions (ex-
citement and enthusiasm) and negative emotions (irritability and nervousness)—which are moderate in most 
cases. Emotional satisfaction may also be measured according to average mood and its variability, or by de-
scribing mood using three dimensions: energy, power, and pleasure [Wudarzewski 2013: 329–330]. Springer 
[2011] has revealed yet another component of employee satisfaction, namely the behavioral aspect, which 
consists of inclinations and actions taken as part of the performed work. It is worth emphasizing here that these 
various components interact with each other as employees themselves develop many partial attitudes (toward 
their profession, colleagues, or organization) that ultimately determine behavior.

In summary, the review of the literature on job satisfaction provides many definitions and approaches to the 
issue in question. An overview of selected job satisfaction concepts is presented in Table 1 below.

Table 1 
Selected Perspectives Related to Job Satisfaction  

(definition of the “job satisfaction” category)

Author Definition
R. Hoppock A combination of psychological, physiological, and environmental factors that in-

duce a person to give an honest answer to the question: ‘Am I satisfied with my 
job?’

V. H. Vroom Affective orientation of individual employees toward their currently assigned roles
B. Schneider, 
R. A. Snyder

Personal evaluation of current working conditions or effects that arise as a result of 
performing work

A. Bruggemann, 
P. Groskurth, E. Ulich

An attitude that refers to the job in all its facets and its evaluation in the form of 
satisfaction or dissatisfaction

E. A. Locke Pleasant emotional state resulting from the individual’s perception of his or her job 
as fulfilling or enabling the fulfillment of significant values available at work, pro-
vided that these values are convergent with his or her needs

C. J. Cranny, 
P. C. mith, E. F. Stone

Emotional reaction or feeling in relation to the job that arises as a result of compar-
ing actual results with expected results or results considered to be correct

P. E. Spector Attitude, specifically the way people think about their work and its various facets, 
which is related to the extent to which people like or dislike their job

A. P. Brief Internal state expressed through emotional and/or cognitive evaluation of work ex-
perience; cognitive element is job satisfaction; emotional element is how one feels 
in the workplace, including in terms of comfort
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Author Definition
L. Rosenstiel A relatively stable variable; the result of the individual’s work experience and how 

well the individual matches specific tasks
M. E. Sempane,  
H. S. Rieger,  
G. Roodt

Individual perception and evaluation of work; perception is influenced by factors 
such as needs, values, and expectations

H. M. Weiss Attitude, specifically positive or negative judgment in relation to work or regarding 
the situation at work

M. Armstrong Attitudes and feelings of employees about their job; positive and beneficial attitudes 
pertaining to work indicate job satisfaction; negative and unfavorable attitudes indi-
cate lack of job satisfaction

R. W. Griffin Attitude that reflects the extent to which a person enjoys or finds fulfillment in his 
or her job

G. S. Sureshchandar,  
C. Rajendran,  
R. N. Anantharaman

Extent to which employees believe that their needs are constantly met by the orga-
nization

S. P. Robbins,  
T. A. Judge

Having positive feelings about one’s job, based on the evaluation of its characteris-
tics

Source: own study based on literature review [Vroom 1964; Schneider, Snyder 1975; Cranny, Smith, Stone 1992; Spector 1997; 
Brief 1998; Armstrong 2000; Sureshchandar, Rajendran, Anantharaman 2001; Sempane, Rieger, Roodt 2002; Weiss 2002; Grif-
fin 2010; Robbins, Judge 2013; Wudarzewski 2013: 334; Haffer 2015: 157].

Our review reinforces the contextual breadth and ambiguity around definitions of job satisfaction. No one 
universal definition or research operationalization abides. Currently, it is assumed that job satisfaction should 
be understood as the affective element of the individual’s reaction to the confrontation between desired and 
achieved results at work. It is likewise considered a multidimensional construct1 based on the affective reac-
tions of employees to comparisons of desirable and actual working conditions [Fields 2002].

Determinants of Job Satisfaction: Research Perspectives 

Research presenting the determinants of employee satisfaction has highlighted the role played by both objec-
tive (situational) and subjective (individual) factors [Piccolo et al. 2005; Nair 2007; Yang, Wang 2013; Arekar 
et al. 2016]. Objective factors influence basic satisfaction, are shaped by the employer, and relate directly to 
the work environment, including job content (intrinsic rewards) and working conditions (extrinsic rewards). 
Intrinsic rewards include compliance of tasks performed with one’s interests, diversity of professional du-
ties, ability to fully apply one’s knowledge and skills, autonomy, and prestige of one’s profession. Extrinsic 
rewards include stability of employment, pay, career growth opportunities, possibility of promotion, and in-
terpersonal relations with co-workers.

It is assumed that the individual level of job satisfaction is determined by personality factors (ranging from 
10% to 30%), situational issues related to the occupational field (40% to 60%), and the interaction between 
these two categories of variables (10% to 20%) [Makin, Cooper, Cox 2000: 86]. Personality factors include 

1 Different ways of determining the essence of satisfaction encompass the following issues: (a) limitation to the sphere of feelings, 
or recognizing it as a specific attitude towards work [Springer 2011: 164; Juchnowicz 2014: 11]; (b) the relationship between 
satisfaction and fulfilment (contentment), where there is no unanimity as to whether they are the same thing or should be distin-
guished as two discrete concepts; and (c) collocating satisfaction with the employee’s needs (as argued by Locke) or recognizing 
that cognitive processes have a dominant role in shaping attitudes towards work (as argued by Spector).

Table 1 
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the individual’s professional ‘baggage’ and his/her nature [Judge, Bono, Locke 2000]. In the first case, the 
wealth of professional experience determined by years in work and the frequency of employment changes 
should be taken into account alongside the nature of the professional career and its stage of development. 
Studies have shown, for instance, that employees who have changed employment several times tend to be sig-
nificantly more satisfied with their job than people who have not made such changes during their professional 
career [Egan, Yang, Bartlett 2004: 283]. In addition, the noticeable increase in the level of satisfaction turned 
out to be higher in people who, along with having worked in different workplaces, had also worked in different 
jobs. As a result, it is assumed that diversity of individual professional experience contributes to increased job 
satisfaction. This type of correlation has been reported, among others, by Glisson and Durcik [1988: 75–76] 
and Ting [1997]. Moreover, research by Li, Liang, Crant [2010] showed that the relationship between the pro-
active personality (defined as the tendency to identify opportunities for, and implement, changes in the work 
environment [Crant 2000]) and job satisfaction. Proactive employees strive to intensify social relations with 
their superiors by asking questions and presenting their ideas and achievements, which in turn fosters com-
mitment and a positive work atmosphere. Pro-organizational behavior is therefore moderated by the quality of 
professional relations with superiors as well as the sense of procedural fairness. 

However, in professional terms, attention should equally be paid to: working conditions; job characteristics, 
including nature, type, and scope of duties; atmosphere in the workplace; organizational culture; quality of 
management system, as determined by the level of (in)efficiency of the administrative system; hourly work-
load; stress levels; pay and reward; co-workers (quality of interpersonal relations, skills of co-workers and 
supervisors); ambiguity and conflict; and the situation in the labor market [Gordon 1993: 644; Makin, Coo-
per, Cox 2000: 82–86; Küskü 2003: 348–352; Carvalho et al. 2018; Janićijević, Nikčević, Vasić 2018; Na-
zim, Mahmood 2018; Puni, Mohammed, Asamoah 2018; Abreu von Borell, Camfield, Rodrigues 2019]. The 
Person-Organization Fit model, for example, examines the interaction between the characteristics of the work 
environment and the employee’s individual dispositions. Broadly speaking, this alignment refers to the degree 
of correspondence between the employee’s values, beliefs, interests, and needs on the one hand, and the val-
ues, norms, and culture of the workplace on the other. The relationship between the perceived fit of a person 
within an organization and their job satisfaction has been firmly established in research: employees who rate 
their fit to the organization more highly experience greater joy at work than their colleagues who do not seem 
to fit in as well [Verquer, Beehr, Wagner 2003; Gregory, Albritton, Osmonbekov 2010].

Among the individual factors affecting job satisfaction, researchers have most often mentioned the follow-
ing: gender, age, seniority, education, and job position (i.e., position within the organizational structure) 
[Clark, Oswald, Warr 1996; Tugade, Fredrickson, Barrett 2004; Luthans, Avey, Patera 2008; Springer 2011; 
Qayyum 2013].

The relationship between gender and job satisfaction has been a popular research topic [Charles, Weaver 1978; 
Donohue, Heywood 2004; García-Bernal et al. 2005; Westover 2012b; García-Mainar, García-Martín, Mon-
tuenga 2016; Luo 2016; Djordjević, Ivanović-Djukić, Lepojević 2017; Escardíbul, Afcha 2017; Lup 2017]. 
Some scholars have argued for the existence of correlation, with evidence that women tend to achieve higher 
job satisfaction than men [Murray, Atkinson 1981; Clark 1996; Clark, Oswald, Warr 1996; Clark 1997; Whar-
ton, Rotolo, Bir 2000]. Others like Forgionne and Peeters [1982: 101] have ventured the opposite. Elsewhere, 
representative employee studies have indicated that the reasons for significant differences between employee 
gender and job satisfaction cannot be determined [Brief, Rose, Aldag 1977: 645–646; Golembiewski 1977; 
Eskildsen, Kristensen, Westlund 2004; Schultz, Schultz 2012: 293; Singha, Raychaudhuri 2017: 212–214]. 
Various factors may be at the root of higher job satisfaction among women [Aguilar, Vlosky 2010]. These 
include lower initial expectations when it comes to work and higher levels of socialization, along with the ca-
pacity not to express dissatisfaction and to respect other values that are different for men. During this process, 
sensitivity, protectiveness, and friendship are emphasized. Research shows that, for women, the ability to com-
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bine work with family needs plays a crucial role (e.g. convenient commuting or specific working hours may 
be more important than promotion or raise prospects), while men generally seek professional achievements, 
competition and the possibility of rising to prestigious ranks or higher earnings. Conversely, women tend to be 
paid less than men for the same work and find promotion more difficult, giving rise to the belief that women 
must put more effort into their work compared to men and demonstrate greater achievements to receive similar 
awards or distinctions. Failure to meet these needs manifests precisely in low job satisfaction among women 
[Schultz, Schultz 2012: 301]. In addition, Białas and Litwin [2013: 165] have reported the presence of gender 
in satisfaction research as a determinant that can strongly correlate with other factors. Studies have contended 
that women‘s job satisfaction is strongly influenced by other social stimuli, while autonomy at work is one of 
the most important determinants for men [Zalewska 2009]. Therefore, organizational or extrinsic determinants 
can significantly affect employee satisfaction for both genders.

Studies on the relationship between employee age and the perceived level of job satisfaction have generally 
been unambiguous. A number of researchers have shown that job satisfaction increases along with the age of 
employees in both women and men [Ang, Goh, Koh 1993; Schultz, Schultz 2012: 292; Hajdukova, Klemen-
tova, Klementova  jr 2015]. It follows that young people feel the least satisfied of all groups at work, yet other 
scholars have observed no such correlation [Pook, Füstös, Liviu 2003]. Increased employee satisfaction with 
age may be due to young people’s difficulties in finding professional fulfillment or landing challenging and 
interesting tasks in what may be their first job. When young people start their careers, they perform simple 
tasks that require minimal commitment and/or skill; conversely, colleagues with years of work experience 
have fuller skill sets and enjoy greater trust among their superiors and fellow team members. This leads the 
more experienced employees to perceive their competences as more advanced or more essential to success, 
increasing their sense of satisfaction as a result [Maureen, Westover 2018]. However, this relationship can 
also be U-shaped: where an initially high level of satisfaction characterizes employees aged around 20 before 
falling sharply to its lowest level around the age of 30, only to pick up gradually and reach its highest values 
at the age of 60 or above [Clark, Oswald, Warr 1996: 63]. 

Level of seniority is a factor of satisfaction that has only rarely been considered in research to this point. Em-
pirical data has shown that the level of job satisfaction increases in line with the length of employment of an 
employee in a given organization [Jinnett, Alexander 1999; Johnson, Johnson 2000]. It can be assumed that 
people taking up a new job are satisfied with it and believe in the possibility of growth, and that they will often 
find the job interesting. However, if an employee does not progress over time, the feeling of stagnancy can also 
increase levels of employee dissatisfaction. 

The same holds true for the correlation between education and job satisfaction. Research findings have con-
firmed that the higher the level of an employee’s education, the higher his or her job satisfaction is likely to be 
(cf.: [Quinn, Baldi de Mandilovitch 1975; Larwood 1984]). Some researchers have also suggested that certain 
factors—such as working conditions, behavior of direct superiors, and pay—may disrupt the relationship be-
tween education and job satisfaction [Podsakoff, Mackenzie 1997]. Others, meanwhile, have argued that job 
satisfaction actually decreases with the level of education. This is because, as the level of education increases, 
the gap between the expected and actual conditions of the work environment expands significantly [Clark, 
Oswald 1996] (cf.: [Gazioğlu, Tansel 2003]). 

The last individual factor is job position, meaning its position in the organizational hierarchy [Prabhu 2018]. 
Studies in this area have been scarce, but have tended to confirm its importance in influencing job satisfac-
tion [Near, Rice, Hunt 1978]. Research has shown a significant positive relationship between these variables, 
i. e., the higher the position in the organizational hierarchy, the higher the level of job satisfaction [Robie et 
al. 1998]. A positive correlation between job satisfaction and job rank can be attributed to numerous aspects 
associated with a higher job position, such as improved working conditions, higher pay, better prospects of 
promotion and personal/professional growth, and greater autonomy of action [Cohrs, Abele, Dette 2006].
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Turning to employee personality traits, these relatively consistent markers of behavior—and of how one reacts 
to and interacts with the working environment—are also important to the level of job satisfaction. Examples 
of these traits include levels of self-esteem, self-efficacy, and placement of control [Piccolo et al. 2005], as 
well as levels of emotional stability [Heller, Judge, Watson 2002], social and institutional trust, and alienation. 
Research has indicated, for example, that those employees characterized by an internal sense of control and 
a lower sense of alienation experience higher satisfaction related to the achievement of professional goals 
[Bruk-Lee et al. 2009].

However, when studying the individual in the workplace, it is difficult to separate the influence of individual 
and environmental factors, given that employees actively participate in the life of the organization, continually 
modifying it according to their own needs and expectations. Job satisfaction should be treated as a phenomenon 
that is largely subjective and extremely complex, especially given that its analysis calls for clear separation of 
the category of particular satisfaction from the overall satisfaction. In principle, the former is conditioned by 
specific work factors, whereas the latter is an expression of the general emotional attitude toward work and is 
not a simple sum of particular satisfactions [Judge, Klinger 2008; Satyanarayana, Narender 2008].

Among the organization-related factors that have a bearing on job satisfaction, the following have been clas-
sified as significant: working conditions, pay, promotion prospects, nature of tasks carried out, and organiza-
tional culture [Judge et al. 2009].

Working conditions are a factor that moderately affects the level of job satisfaction [Luthans 2011: 141–146]. 
Research has indicated that their importance can increase when conditions are extreme, i.e., either very good 
or very bad. Moreover, the results of studies involving over 98,000 employees of companies operating in 
41 countries have shown that the internal characteristics of work (e. g., type of tasks, autonomy) are of greater 
importance to job satisfaction in more affluent countries, where people have access to a better social welfare 
system, the culture is more individualistic than collectivist, and the distance to authority is lower [Huang, Van 
de Vliert 2003]. Workplace atmosphere is another notable situational determinant of job satisfaction [Carr et 
al. 2003], often having a greater impact on the attitudes of employees than the applied standards or organi-
zational and technical conditions created by the employer [Juchnowicz 2014]. The psychological contract, 
which covers mutual unwritten expectations between the employee and the employer, also plays an integral 
role in shaping levels of employee satisfaction [McDonald, Makin 2000; Wilkens, Nermerich 2011; Rayton, 
Yalabik 2014; Dwiyanti, Hamzah, Abas 2019]. Failure to fulfill this contract is often the trigger of emotional 
responses and employee attitudes toward the workplace.

Pay is one of the most significant variables in job satisfaction [Judge et al. 2010; Stringer, Didham, Theivanan-
thampillai 2011; Sokolová, Mohelská, Zubr 2016; Addis, Dvivedi, Beshah 2018]. Its key role in building job 
satisfaction was confirmed by Warr [2008] in his research. According to some researchers, all financial re-
wards are the most basic factor affecting job satisfaction [Lambert, Hogan, Barton 2001]. This is in line with 
the idea of pay, which provides a sense of security, boosts self-esteem, and positions the employee in a social 
environment by means of providing financial benefits. However, Card et al. [2012] have evidenced that while 
earning a wage below the median reduces the level of job satisfaction, salaries well above the median do not 
lead to greater satisfaction. This means that once a certain level of income is reached, further salary increases 
do not translate directly into increased job satisfaction, which forces the employer to seek other motivators for 
high performance. Further studies have shown how pay schemes based on individual job performance allow 
employees to experience greater satisfaction compared to schemes based on temporary pay forms [McCaus-
land, Pouliakas, Theodossiou 2005; Heywood, Wei 2006]. It is also important to include transparent rules in 
the setup of any pay scheme. This includes determining both the level of difficulty of work in individual posi-
tions and the elements of pay. These elements should be diversified in relation to the individual employees, 
while accounting for the outcomes of their work as well as the invariability of applied regulations from the 
long-term perspective [Clark, Oswald 1996; Ferrer-i-Carbonell 2005]. 
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It is clear, then, that various social, psychological, and behavioral variables have been considered in the re-
search around the determinants of job satisfaction. From an organizational standpoint, the crux of the matter 
has been workplace behavior, as reflected in the employee’s job performance. Various empirical studies have 
confirmed that job satisfaction is a significant predictor of both civil behaviors, which go beyond the formal 
requirements of a given position (such as altruism, individual initiative, conscientiousness, or persistence) 
[Yoon, Suh 2003: 604–605; González, Garazo 2006: 39–41], and counterproductive behaviors that violate 
organizational norms (absenteeism, unproductiveness, embezzlement, fraud, low-quality output, etc.) [Mount, 
Ilies, Johnson 2006: 607–608; Tuna et al. 2016: 383–384]. Additionally, loyalty to the employer has been cor-
related with job satisfaction—especially in terms of employee retention and rotation—due to the benefits of 
long-term relationships developed among colleagues [Wright, Bonett 2007: 150–151; Lee, Way 2010: 350]. 
Other studies, meanwhile, have shown that job satisfaction can be positively linked to: job performance [Iaf-
faldano, Muchinsky 1985; Luthans et al. 2007; Wagner 2017; Wu, Chen, Chen 2017; Berliana, Siregar, Gus-
tian 2018], identification with the organization [Amiot et al. 2006], mood [Judge, Llies 2004], organizational 
involvement [Porter, Steers, Mowday 1974; Kirkman, Shapiro 2001; Lee 2005; Agarwal, Sajid 2017], and en-
gagement in work [Harter, Schmidt, Hayes 2002; Ollo-López, Bayo-Moriones, Larraza-Kintana 2016; Vorina, 
Simonič, Vlasova 2017]. At the same time, it has been argued that job satisfaction reduces anti-social behavior 
of employees, which may potentially undermine productivity [Chen, Spector 1992], intention to leave work 
[Lee, Mitchell 1994], absenteeism, fluctuation, and psychological problems, including occupational burnout 
[Andrisani 1978; Lee 1988; Wright, Bonett 2007]. 

While the literature often associates job satisfaction with the expected behaviors of employees, the findings of 
empirical research refer ambiguously to the nature, strength, and even the direction of this mutual relationship. 
On the one hand, for example, commitment to work or the organization is often perceived as a factor shaping 
the attitudes of employees, including job satisfaction [Schaufeli et al. 2002; Saks, Gruman 2014]. Schaufeli 
et al. [2002] have defined commitment to work as a positive, work-related state of mind that is reflected in 
vigor, dedication, and absorption. In today’s organizations, employers expect that caring about an employee’s 
satisfaction will translate into his/her positive behavior. First, they expect a satisfied employee to become more 
involved and perform better. Second, they expect satisfied employees to display lower absenteeism and greater 
loyalty, as well as more pro-social behavior. On the other hand, the chain of causality in this context remains 
unknown: is it a satisfied employee who works harder, or do they derive satisfaction from their own produc-
tivity? A number of empirical studies have been carried out to examine this chain [e. g., Abate, Schaefer, 
Pavone 2018], yet their results do not allow for unambiguous conclusions.

The most controversial of these chains is the correlation between employee satisfaction and employee per-
formance. A positive, though weak, relationship between the two has been detected in the literature (e. g., 
[Schultz, Schultz 2012: 298]). Iaffaldano and Munchinsky [1985], however, have argued that this relationship 
is rather illusory: the correlation coefficient is, according to their calculations, only 0,17. Various attempts have 
been made to verify such a low correlation, including the work of Rehman and Waheed [2011], where a sig-
nificantly stronger correlation was demonstrated (0,52). However, the overriding indication from the current 
studies is that job satisfaction (both overall and particular) does not always contribute to better work results 
and more efficient employees [Hellriegel, Slocum 2008]. Researchers do agree, however, as to the existence 
of a correlation between employee satisfaction and the performance of the organization as a whole. This has 
been confirmed by the results of the study carried out by the Institute of Work Psychology at the University of 
Sheffield [Armstrong 2000: 72], according to which satisfaction contributes to better company performance 
[Harter, Schmidt, Hayes 2002; Maharani, Troena, Noermijati 2013]. By contrast, other critics have argued that 
the relationship between job satisfaction and employee performance should be jettisoned in favor of organiza-
tional citizenship behaviors [Saari, Judge 2004: 398], which are manifested through conscientiousness, mutual 
help, altruism, and courtesy [Podsakoff et al. 2000; Zeinabadi 2010]. 
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In a similar vein, Zhang and Zheng [2009: 335] introduced emotional involvement as a mediating variable be-
tween job satisfaction and employee involvement. And while an increase in satisfaction contributes, to a cer-
tain extent, to employee involvement and performance [Carmeli, Freund 2004], the reverse increases the risk 
of unfavorable outcomes such as increased employee turnover and absenteeism, plus more frequent workplace 
accidents. Although research opinions vary as to the exact correlation rate (from − 0,4 for employee turnover 
to − 0,24 for absenteeism) [Saari, Judge 2004: 399], the relationship is stronger than the equivalent for the 
positive effects of job satisfaction. According to some researchers, therefore, the various negative effects of 
employee dissatisfaction should not be separated out of analysis, but instead treated as a factor in their own 
right. A decrease in job satisfaction for one employee, for example, will result in an increase in absenteeism, 
while in others it may become a reason to leave the organization entirely. Indeed, the discrepancies in results 
presented by subsequent researchers suggest that the relationship between employee satisfaction and behavior 
can be influenced by other untested variables, such as cultural or personality factors, or the conditions of func-
tioning in a specific labor market [Springer 2011: 165].

Increases in job satisfaction improve employee motivation and behavior [Mafini, Dlodlo 2014; Jusmin et 
al. 2016; Moloantoa, Dorasamy 2017; Ensour, Zeglat, Shrafat 2018]. Specifically, those employees who are 
more satisfied with their job will: 

— better identify with company goals (because they see in their realization the possibility of meeting 
their own professional goals);

— show greater concern for the quality of their work;
— be more loyal to the organization and more engaged in their work;
— be less resistant to change;
— be more willing to cooperate with others.

It can be concluded from the available research that job satisfaction should only be seen in a positive light. 
However, in-depth analysis shows that a high level of job satisfaction is not always directly related to produc-
tive workplace behavior. Recent years have seen a surge in critical interest in exploring the negative phenom-
ena and potential psychosocial threats that are present in every organization. Nielsen et al. [2011], for instance, 
have analyzed the relationship between perceived psychosocial threats (stressors) in the workplace and the job 
satisfaction of professionally active people, concluding that people who perceive work stress as high report 
lower levels of job satisfaction. Other research has emphasized that the stress experienced by an employee and 
its determinants affect not only the well-being and functioning of the individual but also the operation of the 
organization in which he/she is employed [Hoel, Sparks, Cooper 2001; Sadłowska-Wrzesińska 2014].

As the above review highlights, the literature presents various views on the sources and determinants of job 
satisfaction [Sousa-Poza, Sousa-Poza 2000]. The lack of agreement on the role of particular factors is palpable 
[Nair 2007: 38–47; Springer 2011: 166]. At the root of the problem is the fact that work is not monolithic; 
rather, it is a system composed of many different elements, each of which is the source of another aspect of 
fulfillment. Two core approaches are distinguishable, however: the first focuses on the analysis of overall 
satisfaction, and the second on the specific facets of satisfaction. One can therefore speak of overall (general) 
or particular (specific) satisfaction(s). Overall satisfaction implies a general emotional attitude towards work, 
without any necessary relation to specific work factors. Particular satisfaction, on the other hand, is a specific 
sense of pleasure related solely to the individual work factor in question. Ultimately, the literature proves the 
lack of correlation between the sum of these particular satisfactions and overall satisfaction, meaning that 
overall satisfaction does not equate to the sum of satisfactions derived from particular elements of a given 
job.
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Conclusions 

The article reviews selected conceptual and research perspectives regarding job satisfaction, developed against 
the backdrop of theoretical achievements across various disciplines on the subject between 2000 and 2018. 
The key point of departure was that the shaping of job satisfaction requires concrete empirical findings, given 
how the very definition of job satisfaction has evolved and how the different aspects of job satisfaction have 
been foregrounded accordingly. Despite such eager investigation, however, a single uniting definition for the 
concept remains absent in the literature. Any new research approach aimed at unravelling these ambiguities is 
faced with the difficult, potentially impossible task of setting a clear benchmark against which new data can 
be compared. This article attempts to specify the exact components within the category of job satisfaction, 
pointing to different ways of understanding the concept in the context of research opportunities and focusing 
primarily on those which are most often cited and most extensively considered in the literature: cognitive and 
emotional. In its infancy, the concept of job satisfaction was defined either as a short-term emotional reaction 
to the satisfaction of certain needs or as an “attitude” expressed in the form of persistent feelings toward work 
and at work. Subsequently, despite changes in nomenclature and approaches to job satisfaction, the concept in 
many definitions was found to relate only to affection, but examined on the basis of the cognitive aspect. In the 
late 1980s and early 1990s, this paradox gave rise to the need for consistency in how job satisfaction could be 
both defined and measured. In this period, definitions became available that emphasized the presence of emo-
tional and cognitive aspects, while positing that the two may not necessarily coexist due to being influenced by 
different processes. It is worthy of note here that the common features found in most of these definitions are: 
(a) the presence of cognitive and emotional aspects; and (b) a degree of subjectivity arising from individual 
perceptions and feelings. On the other hand, the differences in adopted stances concern the scope of various 
situational components to which job satisfaction relates, along with the degree of persistence and the dynamics 
of response to the conditions of work.

Currently, the most popular definition of job satisfaction is that of an attitude that determines the degree to 
which employees find their work favorable or unfavorable. This definition, however, poses a problematic 
decision to the researcher: whether (and how) to evaluate cognitive assessments and judgments (what em-
ployees think about their work) on the one hand, and emotional reactions and feelings (how they feel at work) 
on the other hand. Given that cognitive and emotional assessments need not be harmonized (since they can 
be conditioned differently and lead to different outcomes), they require separate evaluation. Similarly, work 
should be approached as a multifaceted system (and not a monolithic whole), with each facet serving as a 
source of a different aspect of satisfaction. Ultimately, general and partial (particular) satisfaction with work 
can be distinguished and, depending on the definition of job satisfaction, different groups of determinants can 
be identified. A comparative analysis of employee preferences (in terms of factors in professional satisfac-
tion) has proven that employees may be satisfied with one aspect of their work while being dissatisfied with 
another [Kalleberg 1977: 126; Judge et al. 2017]. These factors, in turn, comprise two groups: the subjective/
socio-demographic and the environmental. In other words, professional fulfillment experienced by employees 
depends both on individual personality factors (intrinsic needs/attitudes) and factors related to the functioning 
of the wider organization (extrinsic motivators).

In the authors’ opinion, the systematization of knowledge about job satisfaction and its determinants is an 
important reference point for methodological considerations related to the measurement and shaping of job 
satisfaction under different organizational conditions. Satisfaction is conditioned by many factors, yet it is 
nevertheless reasonable, given its significance, to pursue research projects that try to investigate those factors 
that have the greatest impact on its level. Despite the popularity of job satisfaction studies, certain factors 
remain unexplored or the subject of contradictory findings. The conducted study provides a new contribution 
to the current state of knowledge while also leaving the door open for further research. Earlier studies focused 
largely on the analysis of only one or two factors, and in doing so, they impeded the observation of relation-
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ships and correlations between various factors and their degree of impact on overall job satisfaction. Due to 
the complexity of the impact of both individual human characteristics and organizational/environmental traits, 
it is necessary to carry out multilevel studies that account for interrelations between the various factors in 
order to fully understand what precisely conditions job satisfaction. Therefore, further studies into satisfac-
tion will help us gain a better insight into the causes of various employee behaviors, and thus manage human 
resources more efficiently.

This study is not without its limitations, which are associated with the methodology used. Firstly, the method 
is limited to the systematic literature review, omitting the requirement of triangulation of research methods. 
Secondly, publications included in the sample were drawn from the EBSCO, ProQuest, and the Web of Sci-
ence databases, which includes the most valuable papers that account only for a small part of the whole body 
of knowledge on job satisfaction and its determinants. Although the research is based on the most recognized 
databases of scientific papers, it could be extended to other databases in the future. Additionally, the data-
bases are biased towards papers written in English, while neglecting valuable publications in other languages. 
Thirdly, the analyses of abstracts and full texts are flawed with a high level of subjectivity. Issues may also 
arise in relation to the conceptualization of the review. When mixing studies based on different theories, the 
interpretation of their results can be problematic. It is especially difficult to synthesize highly differentiated 
studies. It would also be worth considering whether the researcher’s affiliation to a specific scientific discipline 
determines detailed research problems as well as the directions and results of his research. All the more, the 
basic paradigms adopted by particular social sciences differ from each other and may dictate the method of 
analysis.

Nonetheless, our research has both theoretical and practical implications. First, it reinforces the key role of 
factors determining job satisfaction. Second, the results of the analysis not only summarize the current knowl-
edge and research on job satisfaction but also indicate potential directions for future studies. It is extremely 
important to extend the research in this field, especially the distinction of the individual components of job 
satisfaction. We hope that this article will serve as a springboard for further discussion and debate around the 
current achievements of job satisfaction determinant research and how it can be made more beneficial to indi-
viduals and organizations alike.
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