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ABSTRACT:

Job satisfaction is a key factor in how successful an organisation is as a whole. This paper looks at the most important factors that affect job satisfaction as well as
the best ways to improve it. Five main factors have been found to have the most impact on job satisfaction: job traits, organisational culture, leadership style, human
relationships, and work-life balance. The paper also talks about different things organisations can do to improve job satisfaction, such as improving job design,
creating a positive organisational culture, building effective leadership, promoting positive relationships between people, and helping people find a good balance
between work and life. In addition to these results, the study shows how important it is to keep researching job satisfaction since work settings change so quickly.
The information from this study can help guide future research and organisational policies that aim to improve job satisfaction and, in turn, the success of an
organisation.
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l. Introduction:

According to Judge and Kammeyer-Mueller (2012), job satisfaction is a central concept in organisational behaviour because it influences the performance
of both employees and the organisation. As the workplace continues to evolve, it is essential to have a comprehensive comprehension of the factors that
influence individual job satisfaction. The purpose of this research paper is to conduct a comprehensive literature review on the various aspects of
workplace dynamics and how they influence employee job satisfaction.

Job satisfaction is a complex and multifaceted phenomenon that depends on a variety of factors. Locke defined it in 1976 as " A favourable affective
condition that results from the evaluation of one's job or employment experiences", with an emphasis on its affective and cognitive aspects. Understanding
job satisfaction is crucial not only because it impacts the well-being of employees, but also because it influences the efficiency with which an organisation
performs its duties.

According to laffaldano and Muchinsky's (1985) research, there is a distinct correlation between job satisfaction and productivity, suggesting that cheerful
employees are more efficient and dedicated. Additionally, job satisfaction has been identified as a significant factor in explaining why employees abandon
their employment. This implies that satisfied employees are less likely to abandon their employment (Tett & Meyer, 1993).

Aspects of the workplace, such as job characteristics, organisational culture, leadership style, interpersonal relationships, and work-life balance, play a
significant role in determining job satisfaction. By examining these factors, organisations can discover methods to increase job satisfaction, thereby
making the workplace a more desirable location to work and enhancing the success of the organisation (Robbins & Judge, 2009).

This study seeks to deconstruct the complex relationship between workplace behaviour and job satisfaction by analysing previous research. The
comprehensive research seeks to cast light on the factors that influence job satisfaction, thereby enhancing our understanding of how organisations
function.

I1. Determinants of Job Satisfaction

Understanding the factors that influence job satisfaction is one of the trickiest but most important parts of organisational behaviour. This part will look at
five main factors that have a big impact on job satisfaction: job traits, organisational culture, leadership style, interpersonal relationships, and the balance
between work and personal life.

1. Job Characteristics:
According to Hackman and Oldham's (1976) Job Characteristics Model, certain aspects of a job can contribute to significant psychological states that
influence overall job satisfaction. Different talents, tasks, tasks that are significant, freedom, and feedback are some of these characteristics. The
expression "skill variety" refers to the number of distinct duties and abilities required for a position. When people perceive that their job entails a variety
of duties, they often feel more capable, challenged, and content. “task identity" refers to the degree to which an employment requires the completion of a
whole and recognisable piece of work. Employees experience a sense of accomplishment and satisfaction when they can see the tangible results of their
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labour, which is made possible through task identity. The significance of a job's effect on others enables employees to view their employment as
significant, thereby enhancing job satisfaction. Autonomy, or the amount of latitude and choice an employee has over their duties, provides them with a
sense of control, which increases their job satisfaction. Last but not least, feedback from the job provides plain, direct information about how well one is
performing, which not only increases performance but also satisfaction when the feedback is positive (Hackman & Oldham, 1976).

2. Organisational Culture:
A company's organisational culture consists of the shared values, beliefs, and regulations. Denison (1996) discovered that a robust, positive organisational
culture is associated with greater job satisfaction. For instance, organisations that emphasise open and honest communication, employee recognition,
teamwork, and continuous learning tend to have higher levels of job satisfaction. Additionally, an employee is more likely to be satisfied with their
employment if the company's values are similar to their own. Therefore, if you want to increase job satisfaction, you must cultivate a positive
organisational attitude.

3. Leadership Style:
The significance of leadership to work happiness cannot be overstated. VVarious leadership styles have various impacts on work satisfaction. Judge and
Piccolo (2004) found a link between transformational leadership, which is typified by inspiring and motivating staff to collaborate towards a shared goal,
and job happiness. The demands of the group come first for transformational leaders' followers, which promotes group cohesion, cooperation, and work
happiness.

4. Interpersonal Relationships:
Relationships at work, especially with coworkers and executives, have a big impact on job satisfaction. Chiaburu and Harrison (2008) found that when
workers work in a setting that is supportive and peaceful, they feel more respect, trust, and justice. Relationships with managers that are based on mutual
respect, recognition, and support can lead to greater job satisfaction. In the same way, having friendly relationships with coworkers builds a sense of
community, which makes work more fun and fulfilling.

5. Work-Life Balance:
Work-life balance has grown to be essential to job satisfaction in an era of increased work expectations and blurred lines between work and personal life.
The right balance between your personal and professional obligations is what you call work-life balance. Employees that are able to balance work and
family obligations express higher levels of job satisfaction, according to (Kossek & Ozeki, 1998). Employee happiness is more common in businesses
that support workers' ability to balance work and life by offering flexible work schedules and aid with personal duties.
The kind of job, organisational culture, the quality of interpersonal connections, and the harmony between work and personal life are some of the factors
that might affect employment happiness. Businesses that wish to improve employee work satisfaction, which will lead to higher productivity and lower
employee turnover, must fully comprehend these elements.
IV. Strategies to Improve Job Satisfaction
Job satisfaction is a key part of how well an organisation does as a whole. The factors that affect job satisfaction show where organisations can focus
their attention to make their employees happier with their jobs. Depending on these factors, the following plans can be used:
Improving Job Design: The way jobs are set up has a direct impact on how satisfied workers are with their jobs. Building on Hackman and Oldham's
(1976) Job Characteristics Model, organisations can add skill variety, task identity, task importance, task liberty, and feedback to job designs to make
them more interesting and rewarding.
To bring in a variety of skills, make sure that workers have different jobs that let them use a variety of their skills and abilities. Organisations can
encourage task identity by making jobs clear. This helps workers see how their work fits into the organisation's bigger goals. Employees' feelings of
purpose can be boosted by pointing out how important tasks are and how their work helps others. When possible, giving workers freedom at work can
give them a sense of control over their work and boost their satisfaction. Lastly, a strong feedback system in which workers get regular, constructive
comments about their performance can help improve job satisfaction. To avoid negative effects on job satisfaction, it's important, though, that feedback
is given in a good and helpful way.
1. Creating a good organisational culture: Another important area where changes can lead to more job satisfaction is the organisational culture. Denison
(1996) says that organisations can create a good culture by promoting ideals like openness, respect, fairness, and recognising the work of their workers.
Communication that is open and honest is one of the most important parts of a good organisational culture. Setting up clear ways to talk and encouraging
conversation can help workers feel like they are being heard and respected. Recognising and rewarding workers' accomplishments on a regular basis can
motivate them and increase job satisfaction. The atmosphere of an organisation should also stress teamwork and unity, making it a place where people
help each other. When workers get along with each other, it makes the workplace more fun and rewarding.
2.Leadership Development: Leaders have a big impact on job satisfaction. Leaders can encourage and inspire their followers by using transformational
leadership styles, which can lead to more job satisfaction (Judge & Piccolo, 2004).
Leaders can learn how to be more influential through programmes that help them grow as leaders. This includes creating a common vision, getting
workers to put their own needs aside for the good of the group, giving them something to think about, and treating each employee as a person. When
workers believe that their managers care about their well-being and growth, they are more likely to be happy with their jobs.
3.Fostering Good Interpersonal Relationships: Having good working relationships with coworkers and managers can have a big impact on job
satisfaction. Chiaburu and Harrison (2008) say that organisations can make it easier for workers to get along by encouraging respect, fairness, and working
together.
Workshops and other team-building events can be used to help team members get along better with each other. There should also be ways to solve
problems between people. Also, managers should be taught to be helpful and kind, which will help them build good relationships with their coworkers.
4.Improving the balance between work and personal life: With the expectations of work growing and the lines between work and personal life blurring,
boosting the balance between work and personal life is important for job satisfaction. Organisations can help people have a better work-life balance by
offering flexible work choices like working from home, adjusting work hours, and working part-time. Also, organisations can help with personal
responsibilities, like taking care of children or the elderly, to make balancing work and personal responsibilities less stressful (Kossek & Ozeki, 1998).
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Improving job satisfaction takes a multifaceted approach that looks at different parts of the workplace, such as job design, organisational culture,
leadership style, relationships with coworkers, and the balance between work and personal life. By using these tactics, organisations can create a workforce
that is happy, driven, and effective, which will help the organisation do better.

V. Major Findings

Job satisfaction literature shows many notable conclusions. First, Hackman and Oldham's 1976 Job Characteristics Model describes how job
characteristics including skill diversity, task identity, task importance, autonomy, and feedback affect job satisfaction. If they have several abilities and
know their roles, employees will be engaged and feel like they belong. Job satisfaction increases when workers feel valued, in control, and able to assess
their performance.

Job happiness is linked to organisational culture. Positive and healthy organisational cultures with open and honest communication, employee
appreciation, teamwork, and continual learning increase job satisfaction (Denison, 1996).

Third, leadership style affects work satisfaction. Judge and Piccolo (2004) found a link between workplace happiness and inspiring, goal-oriented
leadership.

Job satisfaction depends on coworker connections. Chiaburu and Harrison (2008) found that good interactions with coworkers and superiors increase job
satisfaction.

Finally, work-life balance is crucial to job happiness. According to Kossek & Ozeki (1998), flexible work hours and aid with personal duties make
workers happy.

VI. Conclusion

Job qualities, organisational culture, leadership style, interpersonal interactions, and work-life balance are only a few of the interconnected aspects that
contribute to an individual's overall level of job satisfaction.

Improving job satisfaction isn't a one-time thing. Instead, it takes ongoing tactics and actions that focus on these key areas. The nature of jobs can be
changed to make them more interesting and rewarding for workers. It's important to create a good organisational atmosphere with openness, respect,
fairness, and praise. Leaders have a big impact on how satisfied people are with their jobs. Because of this, leadership development programmes that
focus on creative leadership can help improve job satisfaction. Respect, kindness, and working together can help people have good ties with each other.
Last but not least, giving people a supportive environment that respects and helps them find a good mix between work and life can greatly improve job
satisfaction.

Understanding the factors that affect job satisfaction and putting improvement measures in place are essential for organisations in today's quickly changing
workplace. Not only does job satisfaction affect the health and happiness of employees, but it also affects the success of an organisation by improving
performance, cutting unemployment, and making the workplace a better place to be. Improving job satisfaction is, therefore, an investment that companies
can't afford to pass up. By being proactive and strategic about how to improve job satisfaction, organisations can create a highly satisfied and effective
staff, which will help them be successful in the long run.

In the future, organisations could learn more about how to keep and improve their workers' job satisfaction by studying the effects of changing factors
like online working, digitalization, and changing demographics of the workforce on job satisfaction.
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