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Abstract 
The paper is intended to examine the impact of perceived work environment based on employees’ job satisfaction. The study 

will help in investigating the relationship between job characteristics and personnel which are interlinked with job satisfaction. The 
data is collected based on 280 employees of a business organisation. With the results one can easily identify the organisational climate 
and component significance that will help in predicting job satisfaction among employees. The analysis will help in understanding and 
gathering significance knowledge of perceived work environment which is being suggested and recognised as one of the significant 
and most important ways in which job satisfaction among the employees can be implemented providing them with numerous 
opportunities of professional development. The starter will also help in contributing to knowledge and understanding the determinants 
that will provide improvement in job satisfaction as well as developed economy. 

 
Keywords:Employee Satisfaction, Job Satisfaction, Work Environment. 
 
Introduction 

Job satisfaction is one of the most intriguing aspect that enables employees to work efficiently within an organisation without 
facing any kinds of issues. According to Al Kuwaiti, Bicak&Wahass (2019), it enables the workers or employees to estimate the ways 
in which there can be development in their career bringing in changes in their financial development as well. Job satisfaction is one of 
the most important aspect that helps in managing of employees in various popular areas that enables in researching the procedure in 
which development of economy can be increased with motivation of employees. Researchers highlight that popularity of the topic, 
helps in triggering primary the multidisciplinary nature and multi-dimensional structure targeting various professionals, industries and 
disciplines. According to Al‐Hamdan, Manojlovich&Tanima (2017), research in the field will help in analysis of relationship 
development of job satisfaction and personal characteristics of employees providing them with work preferences and effectiveness of 
employees with diversity in program. From the theory of public service motivation, it has been found that public administration 
employees are highly being motivated with commitment of common goods. The investigation that the researcher carried out is 
important based on intrinsic vs extrinsic rewards of a group of employees. The results will help in analysis of the employees pay less 
attention to its extrinsic motivators for instances, higher pay and more services to society rather than importance of meaningful work. 
According to Aloisio et al., (2019). Recognition based on discrimination and external relationship is one of the important factors that 
are being highly connected with job satisfaction. The study is conducted based on the development of economy and the ways 
employees can be provided with job satisfaction with internal and external resources. According to Ashraf, M. A. (2020), the 
employees can be developed on the working economy under favourable condition while compared with their colleagues and provided 
them with develop in economics. The purpose of the study is to contribute in decreasing the existing research gap which will help in 
determining the factors that provide job satisfaction among public administration employees and developed economy. 

 
Experimental section 

According to Aloisio et al., (2019), the research model has significantly provided information based on the research that has 
been previously performed. It helps in understanding and construction of the objectives below: 
 To critically evaluate the factors that have a significant impact in the personal and characteristics of the employees within an 

organisation.  
 To identify the impact of job satisfaction on the employees within an organisation.  

 
The conceptual model of the research will help in identifying and focusing on the factors of job satisfaction as shown below in the 

figure 1. According to Backhaus et al., (2017), it will help in identifying the dependable variables considering the outcome which will 
be obtained from the work environment related to job satisfaction. The following three items will help in providing measurements of 
job satisfaction: 
 Comparing the current job with ideal job. 
 Meeting the initial expectations 
 Identifying the overall satisfaction of the job. 
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Fig 1: Conceptual model of the research 

 
According to Boamah et al., (2018), the research objectives that has been outlined will help the model to focus on the role of 

personal and job characteristics as well as help in investigating the ways in which characteristics affects job satisfaction. It will also 
help in incorporating the work environmental factors and analysis of the impact of the job. 

  
According to Choi et al., (2016), in testing the conceptual model of the research and the research objectives, the survey of 

280 employees will be conducted. It will help in utilising a convenient sampling method for appropriate exploratory studies and 
understanding the research. According to Carbonneau et al., (2017), it will also help in distribution of the server questionnaires to 
persons and members of the research team based on which the questionnaire will be field and picked up in the box. 

 
Instrument 

For better understanding about the various aspects and work environment it is important that the job satisfaction of 
employees must be models into a questionnaire that has been previously performed in a research by Smerek and Peterson (2007) and 
Kim (2000). The questionnaire will also content 43 questions that will cover the aspects of job satisfaction along with responsibility, 
autonomy, advancement and growth, perception of work, vision and mission, core values of the organisation, relationship among co-
workers, level of satisfaction with the salary, the feelings of good in the organisation as well as having a good balance, training and 
development. Based on the measurement of 5-point Likert type scale rating will be performed from 1- strongly disagree to 5-strongly 
agree. The questions that are being performed by various personals and job characteristics of participants are of different age, gender, 
supervisory role and tenure. 

 
Analysis of the data 

The questionnaire that has been modelled below will help in executing the paper effectively as it will help in understanding 
the process in which the employees within an organisation can be benefitted.  

 
Q1. Can employee wellness develop job satisfaction? 
Q2. Is motivation important for employees? 
Q3. Do increase in opportunity increase employee retention? 
Q4. Can employees help in development of environment workplace? 
Q5. Does employee relationship help in development of employee performance? 

 
In order to understand the factors and the identifying the wellness that employees can obtain from the work environment a survey 

has been conducted based on which a result was obtained [Refer to the Appendix].Through the data that has been collected it is 

Job and person 
characteristics

gender
age

supervisor
tenure

Level of Job Satisfaction
result of the workplace 

environment

Perceived Work place 
environment 

Opportunities of  growth
Reward

Responsibility
Salaray

level of stress
Effcetive supervision
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evident that the principal component factor analysis will help in direct obliging rotation of job satisfaction and positive work 
environment in applying to perform and create a structure based on the data. It's also helps in calculation of Kaiser-Meyer-Olkin 
(KMO) value, which is 0.82, considered to be efficient for the analysis. According to Choi et al., (2016), the result will help in 
understanding and finding an indication of correlation Matrix which will be significant as that will help in performing Principal 
Component Analysis (PCA). According to Clausen et al., (2019), the single factors of the items is not clearly loaded, and it did not 
have minimal value of 0.7 which can be excluded from the analysis. The 43 questions that have been original off 75 have been 
converged to 11 factors. It has also provided reliability of the result for extraction of the factors. The research objectives will help in 
following the variables which has been identified new variables for construction of the measures of job satisfaction.it will create an 
opportunity for promotion measures of items through professional development opportunities. It can be also considered as a 
responsibility of measurement of the items as well as helping in identification of the clear feelings with effective measurement and 
relationship with workers in supervision of the items. 

 

 
 

Table 1: Demographic profiles of participants 
 
Result 

The research object will help in addressing the analysis and in conducting the job role analysing, the relationship of gender 
and supervisory job satisfaction. It will also help in effective analysis of t-test. The results obtained from t-test based on gender will 
help to perceive work environment indication of the reports judged for females which are higher in satisfactory level of the workplace 
in comparison with males. The gender disparity was being found based on two items which were effective supervision and core 
values. It is interrelated and helps in identifying the satisfaction level of females identifying the workplace factors. According to 
Clausen et al., (2019), the analysis will help in finding effective indication of the statistical gender difference based on the four factors 
which are relationship with co-workers, clarity of mission, presence of core value and effective supervision. As stated by Ćulibrk et 
al., (2018), the result that can be evidently obtained from the questionnaire is that job satisfaction plays a major role in the 
development of effective working environment. Depending on the culture of the organisation it is evident that the employees can bring 
in changes within the organisation and will help in development of the working procedure bring in changes in the workplace. As stated 
by Ćulibrk et al., (2018), job satisfaction is one of the most important aspect that enable employees to work for the development that 
will increase opportunities as well. It is quite evident from the ways in which the employees have responded to the survey 
opportunities, motivations are quite impactful aspect of an organisation. The survey has provided effective information that changes in 
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an organisation will have the same impact in the employees both on female and male. The significant result has been obtained after 
analysis of the research question [Refer to the Appendix].  

 
In the words of Wen, Muthuveloo& Ping, (2018), the result analysis will help in performing the correlation of age and 10 

year with workplace factors and identifying the job satisfaction presented in the table below. In the words of Tarcan et al., (2017) it 
will also provide the employees with significant knowledge about the positive correlation that will have an impact in recognition, 
supervision and job satisfaction. Based on the age of the employees their job satisfaction, effective supervision and increase in the 
recognition will be identified. It will also help in longer tenure of employees to provide less satisfaction and less opportunities for 
professional advancement rather than finding out the organisation’s good feelings and presence of core value. In the words of 
Zivkovic et al., (2013), from the research it is significance that employees who are tenure above the age of 10 years have the highest 
level of job satisfaction and more satisfied with the factors of workplace. The employees have the same level of satisfaction who have 
been working for less than a year. In the words of Sahito&Vaisanen (2017), it will also help in providing motivation to the employees 
who are being employed within the organisation for less than a year. In the words of Munir, (2018), from the survey it is a significant 
at the highest level of satisfaction can be compared with the colleagues based on their opportunities for advancement, good feelings 
about the organisation, highest level of satisfaction, and opportunities of growth with mission and presence of core value. In the words 
of Min, Choi & Yun (2019), various kinds of analysis of such as Kruskal-Wallis analysis will help in identifying the statistical 
differences between the mission and presence of core value. As stated by Li et al., (2020), for addressing the research objectives it is 
important that multiple regression model must be designed that will help in evaluating the impact which is relatively controlling the 
factors of workplace personals and job characteristics. 

 
Variable Gender Mean Std. 

Deviation 
Supervisory 
role 

Mean Std. 
Deviation 

Mann 
Whitney 
Utest 

JS Male  2.98 0.89 Supervisor 3.39 0.68 0.068 
 Female 3.17 0.70 Non-

Supervisor 
3.09 0.82  

Recognition Male 3.15 0.79 Supervisor 3.57 0.72 0.012 
 Female 3.25 0.81 Non-

Supervisor 
3.09 0.77  

Work itself Male 3.81 0.49 Supervisor 3.84 0.59 0. 803 
 Female 3.87 0.51 Non-

Supervisor 
3.86 0.47  

Advancement Male 3.31 0.71 Supervisor 3.22 0.68 0.122 
 Female 3.46 0.64 Non-

Supervisor 
3.41 0.62  

Responsibility Male 3.69 0.60 Supervisor 3.06 0.62 0.053 
 Female 3.69 0.56 Non-

Supervisor 
3.49 0.64  

Growth Male 3.20 0.58 Supervisor 3.26 0.62 0.203 
 Female 3.08 0.68 Non-

Supervisor 
3.06 0.64  

Good feelings Male 3.80 0.77 Supervisor 3.87 0.59 0.641 
 Female 3.85 0.52 Non-

Supervisor 
3.79 0.58  

Mission Male 3.83 0.62 Supervisor 3.90 0.42 0.190 
 Female 4.06 0.41 Non-

Supervisor 
4.01 0.46 

 
 

Co-worker Male 3.63  0.64 Supervisor 3.85 0.60 0.176 
 Female 3.84 0.53 Non-

Supervisor 
3.70 0.54 

 
 

Supervision Male 3.41  0.69  Supervisor 3.70  0.67  0.109 
 Female 3.67  0.67  Non-

Supervisor 
3.49  0.65  

Salary Male 2.87 0.62 Supervisor 2.78 0.62 0.327 
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 Female 2.94 0.76 Non-
Supervisor 

2.88 0.71 
 

 

Values Male 3.63 0.77 Supervisor 3.63 0.48 0.048 
 Female 3.89 0.52 Non-

Supervisor 
3.84 0.62  

 
Discussion 

The regression model is one of the most important factors that will help in analysis of the workplace environmental factors 
providing a control over job characteristics and personal. It will help in finding powerful prediction of job satisfaction which will help 
in indicating the age of the employees. As stated by Lee, Yang & Li (2017), one of the most impactful study has suggested that the u-
shaped relationship between age and job satisfaction is correlated. The study has also confirmed that explanation of relationship which 
relates to job satisfaction leads to decline in the approaches of early thirties and have positive employment options. As stated by Lee, 
Chiang &Kuo (2019). Later on the job satisfaction can be linearly increased and compared with the individual approaches of the 
persons work life. It will also help the research to investigate on the influences and the factors of job satisfaction for the tenure and 
perceptions based on workplace environment. From the research analysis it can be significantly identified that employees who have 
been employed within the organisation for more than 10 years have highest level of job satisfaction. As stated by Ladyshewsky& 
Taplin (2017), various other factors have been also helping in developing core relationship with the overall job satisfaction that is been 
provided to the tenure employees. The research will help in acting significantly based on the factors that have provided satisfaction to 
the employees. As stated by Miyamoto et al., (2017), the research has also indicated that the most powerful production of job 
satisfaction can be identified while following the work itself and the opportunities that are being provided through professional 
advancement. The previous researchers of Smerek and Peterson (2007) have been considered to be the most significant and impactful 
predictor of job satisfaction for the workers of administration. As stated by Kumar (2017), it has also come up with analysis that 
resulted in identification of the multi regression suggested for workplace environment which have been impacting the employees job 
satisfaction and compared with job characteristics and personal. As stated by Hoboubi et al., (2017), considering the factors and 
accounts of workplace environment it can be said that the perception keeps on modifying based on the management and the manager 
of the employees who focuses on attention provided to promotion and professional advancement opportunities for work autonomy and 
recognition for well performance of employees. 

 

 
Fig 2: Job satisfaction of tenure perceived employees 



  
  

INTERNATIONAL JOURNAL OF MULTIDISCIPLINARY EDUCATIONAL RESEARCH 

ISSN:2277-7881; IMPACT FACTOR :6.514(2020); IC VALUE:5.16; ISI VALUE:2.286 
Peer Reviewed and Refereed Journal: VOLUME:10, ISSUE:1(2), January :2021 

Online Copy Available: www.ijmer.in 

 

 
85 

 

 
Fig 3: Job satisfaction of tenure perceived employees 

 
 

 
Fig 4: Job satisfaction of tenure perceived employees 
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Fig 5: Job satisfaction of tenure perceived employees 

 
Conclusion 

Perception of work environment have a significant and impactful aspect on employees. Job satisfaction can be highly 
important and effective for numerous employees around the world as apart from monetary support employees highly wants to find 
effective ways in which there can be job satisfaction obtained. The fact that the perception of workplace can be modified along with 
management of active employee’s payment attention and profession advancement opportunities there are various factors that have 
significant impact in increasing the employee performance. 
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Appendix 
Q1. Can employee wellness increase job satisfaction? 
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Q2. Is motivation important for employees? 

 
Q3. Do increase in opportunity increase employee retention? 

 
Q4. Can employees help in development of environment workplace? 
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Q5. Does employee relationship help in development of employee performance? 

 
 

Results 
Job satisfaction 
1 Imagine your ideal job. How well does your current position compare to the ideal job? 0.745 
2 In general, how satisfied are you with your job? 0.598 
3 Consider all the expectations you had when you started your current job. Does your current job meet those expectations? 0.874 
Recognition 
4 My contributions are valued by the members of my unit/department 0.61 
5 I am satisfied with the received recognition or praise for doing good work 0.71 
6 In my unit/department, you always get appropriate recognition when you have done something extraordinary 0.798 
Work itself 
7 I enjoy my job 0.80 
8 My job is interesting 0.758 
9 My job gives me a sense of accomplishment 0.742 
10 The work I do is very important for my unit/department and the Organization as a whole 0.860 
Opportunities for promotion 
11 Opportunities for promotion within the Organization 0.812 
12 I know what is requested from me in order to get promoted within the Organization 0.654 
13 Information about job vacancies within the Organization is readily available 0.753 
Professional Advancement Opportunities 
14 My unit/department offers the appropriate training or education that I need to prosper in my job 0.884 
15 I have received the necessary training to do my job well 0.783 
16 I have already had the opportunity at work to learn and grow 0.654 
17 There is someone at work who encourages my development 0.721 
18 My supervisor points out the training or education that I need to grow in my job 0.721 
Responsibility 
19 I have control over how I do my work 0.856 
20 My opinion counts at work 0.82 
21 The physical environment allows me to do my job 0.702 
22 I possess necessary resources, tools or equipment to do my job 0.894 
Good Feelings about Organization 
23 I feel a strong sense of belonging to the Organization 0.820 
24 I have a strong commitment to the Organization 0.712 
25 I am proud to work for the Organization 0.714 
Clarity of Mission 
26 I understand how my work supports the mission of my unit/department and the Organization as a whole and it is at complete 
service to the citizens 0.71 
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27 I know what is expected of me at work 0.766 
28 The goals of my unit/department and the Organization as a whole are clear to me 0.74 
Relationship with co-workers  
29 I respect my co-workers and I trust them 0.72 
30 I am consistently treated with respect by my co-workers 0.725 
31 I can count on my co-workers to help me out when needed 0.711 
32 My co-workers and I work as a team  
33 My unit/department collaborates effectively with other units/departments within the Organization 0.702 
Effective Supervisor 
34 My supervisor effectively communicates with the co-workers 0.783 
35 My supervisor is an effective decision-maker for the Organization 0.720 
36 My supervisor is approachable and easy to talk to 0.705 
37 My supervisor gives me constructive feedback on my performance 0.745 
38 My supervisor considers my ideas and remarks 0.784 
39 My supervisor deals effectively with poor performance 0.741 
Salary  
40 I am satisfied and fairly paid for what I do 0.771 
41 My salary/pay rate is a significant factor in my decision to stay at the Organization 0.741 
Presence of Core Values  
42 Organization fosters values that are clear and understandable to all employees (e.g.,coming to work on time, code of ethics, etc.) 
0.951 
43 The fulfilment of my duties and obligations is of great importance for the Organization as a whole 0.77 
 
 


