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Abstract
This study is to examine the effects of work environment, leadership and financial
compensation on job satisfaction. This study is important in the current time because
their effects on job satisfaction are not conclusive. We distributed scenario
questionnaires and analysed them by SPSS. The results show that the coefficients of
work environment, leadership and financial compensation were significant for job
satisfaction. This means, those aspects have considerable influences on job satisfaction.
The theoretical and practical implications are discussed.
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Introduction
Human resources are a very valuable factor, so the company is responsible for maintaining the
quality of work life and fostering the workforce so that they are willing to contribute optimally
to achieve company goals. The existence of a quality of work life also fosters the desire of
employees to stay and survive in the organization. It can also be judged that the employee
shows his satisfaction with the company's treatment of him. Satisfaction can be seen as a
positive statement as a result of the employee's assessment of what the company/organization
has done to its employees. Employee satisfaction will be able to foster employee commitment
and loyalty.
Studies on job satisfaction, in terms of factors leading to it, are not clear and consistent (e.g.
Davidescu et al., 2020; Bellmann, & Hübler, 2020; Dhamija et al., 2019). Job satisfaction is a
phenomenon that is often raised and discussed in various discussions and scientific meetings,
job satisfaction has an effect on the output of a process in the organization. High job satisfaction
will be achieved if the factors that cause job satisfaction are available properly. Job satisfaction
is not a stand-alone variable, but is influenced by various factors, both originating from within
the organization and from within the employee himself. Job satisfaction can be achieved if
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employees are productive at work and employee expectations can be met by the company. If
the leader or co-workers do not support each other or care for each other, the work carried
out will not go well and will cause problems and automatically employee job satisfaction will
definitely decrease. Leaders and co-workers should understand and motivate each other in
order to create a good working relationship. A good working relationship will create job
satisfaction for employees. Factors affecting on job satisfaction as a focus of study include work
environment, leadership and financial compensation. We consider the role of leadership
because organization is a social association consisting of several people who consciously work
together to achieve goals and objectives. In addition to the organization itself, there must be
leadership that becomes the benchmark for the center of attention of several people, because
if there is no leader in an organization, the goals of the organization will be difficult to achieve.
Leadership is a trait that is used to influence people or groups to achieve goals and objectives
in any community, as organizations also need leaders who are able to realize the vision and
mission for better goals in the future.
Literature review
Job satisfaction
Job satisfaction is a condition felt by a worker in doing his job. This illustrates whether or not
an employee is happy working in an organization. In the equity theory described by Judge et
al., (2017), it begins with job dissatisfaction that arises from an individual in comparing
between giving something (input) in exchange for something else (output) and feeling that his
position is unfair. Then the aspect of job satisfaction will appear where the individual
compares what he has done (input), must have the same or comparable value as what he
expects (output). If the expected individual does not have the same or disproportionate value
from what he has done, the individual will be dissatisfied. Conversely, if the individual is
expected to have the same or comparable value from what he has done, the individual is
satisfied (Reina et al., 2018). If job satisfaction occurs, then these feelings are reflected in the
positive attitudes and behavior of employees towards their work. Employees will carry out
their work seriously and everything that is faced or assigned to them will be done well. If
employees do their jobs well, the performance of the organization will be good too (Lee et al.,
2017). This means that if a person's satisfaction is high, the performance of the organization
will also be high.
Everyone who works expects to get satisfaction from his place of work. Basically job
satisfaction is an individual thing because each individual will have a different level of
satisfaction according to the values that apply to each individual. The more aspects of the job
that match the individual's wishes, the higher the level of satisfaction felt (Wilmot et al., 2019).
Job satisfaction is an affective or emotional response to various aspects or aspects of one's
work so that job satisfaction is not a single concept (Harari et al., 2018). Job Satisfaction is a
(positive) attitude of workers towards their work, which arises based on an assessment of the
work situation. The assessment can be carried out on one of the jobs, the assessment is carried
out as a sense of appreciation in achieving one of the important values in the work. Satisfied
employees like their work situation more than they dislike it.
Job satisfaction is related to the psychology of an employee. Employees who are happy and
satisfied at a job are always motivated to contribute more (Mérida‐López et al., 2019). On the
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other hand, dissatisfied employees will become lethargic, make mistakes and become a burden
to the company. One of the biggest factors of job satisfaction is the compensation and benefits
provided by the company to an employee. An employee with a good salary, incentives, bonuses,
health care and others will be happier and satisfied with his job than someone who does not
have a job with the same facilities (Keller et al., 2020). A healthy workplace environment also
adds value to an employee. Others claim that a job satisfaction for employees is often also due
to a good work-life balance policy, which ensures that employees spend quality time with their
families in addition to doing their jobs (Hoff et al., 2020: Nye et al., 2021; Xu, 2021). With a
good work-life balance, the quality of life of employees can be improved and can increase
employee job satisfaction.
Work environment
The work environment in a company needs carefully to be considered, this is because the work
environment has a direct influence on employees. A conducive work environment can improve
employee performance and vice versa, an inadequate work environment will reduce employee
performance (Wright and Davis, 2003). The condition of the work environment is said to be
good if humans can carry out activities optimally, healthy, safe and comfortable. The suitability
of the work environment can be seen as a result in the long term (Djukic et al., 2014). An
unfavourable work environment can demand more manpower and time and does not support
obtaining an efficient work system design. A conducive work environment provides a sense of
security and allows employees to work optimally. If the employee likes the work environment
in which he works, then the employee will feel at home at work, carrying out his activities so
that work time is used effectively. On the other hand, an inadequate work environment will
reduce employee performance.
Everything that is in the workplace is a work environment. Employees are in a work
environment when employees carry out work activities, and all forms of relationships
involving these employees include the work environment (Sveinsdóttir et al., 2016). The work
environment affects the productivity of the company, because a good and satisfying work
environment will certainly improve employee performance. It is important to maintain a stable
and conducive work environment. If employees feel happy and comfortable with their working
conditions, then the employee will certainly feel at home working and carrying out their
activities so that work time is used effectively. On the other hand, if the work environment is
inadequate, it will reduce employee performance.
All success achieved in an organization is the development of organizational goals in
accordance with managerial values, attitude patterns, and behavior of each employee. If the
organizational culture is beneficial to individuals (for example, paying attention to individuals
and oriented towards achievement, fairness and sportsmanship), it can be expected that there
will be an increase in job satisfaction that is better than before (Vermeeren et al., 2011).
Conversely, if the existing organizational culture is in conflict with personal goals, needs and
motivations, the possibility that arises is reduced job satisfaction. In other words, an
organization is determined by the interaction between individual needs and the organizational
culture that exists within the organization. Research that supports and proves a positive and
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significant relationship between organizational culture and job satisfaction was conducted by
Sell & Cleal (2011). Wang & Brower (2019) that states that job satisfaction is closely related to
the values presented through the company's organizational culture. Thus it can be concluded
that work environment has a positive and significant influence on job satisfaction.
Leadership
Leaders in an organization have an important role in directing and influencing their
subordinates. Without a person who regulates and directs an organization, it is certain that the
organization can achieve its goals in accordance with its vision and mission. Therefore, a leader
is needed to be able to manage and regulate the organization to achieve its goals (Qing et al.,
2020). A leader is someone who has the abilities or traits needed to lead others. Leadership is
the activity influencing people to strive willingly for mutual objectives, meaning that
leadership is all activities to influence and move other people to achieve goals. Leadership is
the ability of a person to influence and motivate others to do something according to a common
goal. Leadership includes the process of influencing in determining organizational goals,
motivating follower behavior to achieve goals, influencing to improve the group and its culture
(Panda et al., 2021).
In leading an organization, in general a leader must meet various criteria, which include:
upholding knowledge/truth; having the skills and abilities; having no ambition for power;
adhering to the principle (Procedural); acting and being fair, namely in determining something
must be in accordance with applicable law; and fostering a sense of responsibility of members
to the organization. A leader in an organization or group has the task of drawing on their power
and influence from sources outside the group, and in most cases, has been given some power
to carry out the task, and given rewards and punishments based on performance. Rewards can
include compliments, tangible benefits. On the other hand, leaders who do not have the
authority to give rewards can try to make it happen by giving praise and praise and making
promises they cannot do. In carrying out his functions and role as a leader, a leader usually
applies a style or approach in running the organization he leads. A leader can apply any
approach or style that characterizes the leader. An effective leader influences followers in
order to achieve desired goals. In this sense, we argue that a leader is not enough just to have
a heart or character, but also must have a series of leadership methods in order to be an
effective leader. Many leaders have qualities from the first aspect, namely the character and
integrity of a leader, but when they become formal leaders, they are not effective at all because
they do not have good leadership methods.
In the context of job satisfaction, we expect that there is strong relationship between
leadership and job satisfaction. It is supported by prior studies. Al-Asadi, et al (2019) stated
that there is an influential relationship between leadership style on employee job satisfaction.
Research conducted by Kammerhoff et al. (2019) states that leadership style has a positive and
significant influence on job satisfaction. In line with research conducted by Hussain & Khayat
(2021) stated that leadership style has a positive and significant influence on job satisfaction.
Moin et al., (2021) in their research prove that leadership style has a positive and significant
influence on job satisfaction. An effective leader is a leader who recognizes the important
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strengths contained within the individual. Every individual has different needs and wants. By
approaching individuals, leaders can apply all organizational rules and policies appropriately.
Human resources or employees are by far the most important asset in any organization.
Indeed, no organization can succeed without paying attention to its employees (Raja et al.,
2020). One aspect of employee work that has attracted the attention of management and
organizational researchers is job satisfaction. Islam et al., (2020) states that "job satisfaction is
a sense of comfort or a positive emotional state resulting from job evaluation or work
experience".
Job satisfaction is basically an individual thing because each individual will have a different
level of satisfaction. Companies must first understand well that in order to have the right
employees and be able to develop in a better direction, companies must prioritize the job
satisfaction of every employee (Ohunakin et al., 2021). Employee job satisfaction is very
important so that an employee can bring out the maximum ability in his work. In particular,
employees who are satisfied with their work will be judged to be able to increase customer
satisfaction and further make the organization profitable and moreover make the organization
sustainable in the long term.
Financial Compensation
Compensation is what employees receive in exchange for their contribution to the
organization (Yousef, 2017). Compensation is anything that employees receive in return for
their work. Compensation is important for employees as individuals because the amount of
compensation reflects the size of their work among the employees themselves. Thus,
compensation is an important component because it is a company policy that is directly related
to increasing employee’s job satisfaction. Compensation policies are generally given by
companies to improve the performance and loyalty of their employees. According to Filketu et
al., (2019), consideration of employee intentions to change jobs is determined by
compensation and career development factors. Compensation policies have two factions. First,
it is for organisation. For organisation, it is to maintain a skilled and capable workforce so that
they have high loyalty to the company, maintain and improve employee morale which is shown
to decrease the level of labor turnover and absenteeism, and increase company productivity
which means increased production output for each unit per unit time and increased sales, for
example. Second, it is for employees. It is to improve their standard of living by receiving
payments other than the basic salary, and increase employee work motivation so as to
encourage them to perform better.
Compensation to employees will provide their job satisfaction for employees, if an employee
gets appropriate compensation for what has been done at the company, it would lead to good
job satisfaction (Goerg et al., 2019). Similar to Delfgaauw et al. (2020), Delfgaauw et al. (2022)
and Garretsen et al. (2020) that state that compensation has a positive and significant effect on
job satisfaction. This prediction is caused because compensation as a means of motivation that
encourage employees to work with optimal abilities, which are intended as extra income
beyond the salary or wages that have been determined. The provision of incentives is intended
to meet the needs of employees and their families. The term incentive system is generally used
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to describe wage payment plans that are linked directly or indirectly to various standards of
employee performance or organizational profitability. It must be remembered that the main
purpose of providing incentives is so that employees can work more optimally because they
feel more motivated and rewarded for their performance. With the more enthusiastic and
motivated the workers at work, the company is also able to get significant benefits for sure.
What is most visible is that the company's productivity is getting better and can develop more
rapidly than it should. Although it is useful as an employee's motivation or incentive, the
provision of this incentive must be done with careful consideration because it must be adapted
to the conditions of the company and the achievements of the employee. For example, it leads
to organisational fraud (Maulidi, 2020; Maulidi, 2022; Maulidi & Ansell, 2021; Maulidi & Ansell,
2022).
Research framework
By considering the above discussion, we proposes three hypotheses, as illustrated in figure 1.

Work environment
H1
financial Leadership
compensation

Financial compensation

Job satisfaction

H2

H3

Figure 1: A focus of study
H1: There is positive relationship between work environment and job satisfaction.
H2: There is positive relationship between leadership and job satisfaction.
H3: There is positive relationship between financial compensation and job satisfaction.

Research method
We conducted a study in one of local governments in East Java, Indonesia. The questionnaire
cover letter, which contained a short explanation of the study, assured respondents that their
responses were for research purposes only and would be kept confidential. Questionnaires
were collected directly from participants. Out of a sample of 200 employees, 143 people
voluntarily completed the questionnaire. The respondents consisted of 73.3% males and
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26.7% females. Forty-four percent were between the ages of 25 and 32 years, while 39% were
aged 35 years or over. Over 75% had a college or graduate degree. Almost half (46.3%) had
been as employee for 10 years or less, with 11.65 years being the average time of service. In
analysing data, we use Statistical Package for the Social Sciences (SPSS). It is a widely used
program for statistical analysis in social science

Results and discussion
Hypothesis testing
Hypothesis
β
SE
Note
H1: Work environment ->job satisfaction
0.18**
0.23
Accepted
H2: Leadership -> job satisfaction
0.14**
0.21
Accepted
H3: Financial compensation -> job satisfaction
0.30**
0.13
Accepted
Notes: ** Correlation is significant at the 0.01 level (2-tailed); *Correlation is significant at the
0.05 level (2-tailed).
As illustrated in table 1, we found the coefficient of work environment was significant for job
satisfaction (β = 0.18, p < 0.01). It is indicated that H1 was accepted. The work environment
plays an important role in creating and increasing employee job satisfaction. Satisfied
employees will be more loyal to the organization, so that employees can carry out their duties
and responsibilities properly. Job satisfaction arises as a result of the existing work situation
in the organization. Job satisfaction reflects the employee's feelings about being happy or
unhappy, comfortable or uncomfortable with the work environment of the organization where
he works. The form of employee job satisfaction will be seen from the positive or negative
attitude in the employee. Employee job satisfaction is dynamic, meaning it can change at any
time. At one time, employees may experience dissatisfaction, but after an improvement by
organizational management, employees will be satisfied. Therefore, organizations are
required to always be able to innovate in creating a comfortable work environment for the
organization.
In this regard,, the company must really pay attention to the work environment for the benefit
of all employees. By creating a comfortable and good work environment, it will increase
employee motivation and the company will get a good impact. The fulfilment of needs and
desires through employee work activities is one of the meanings of job satisfaction. One of the
important factors to motivate employees who have various primary and secondary needs as
human beings is needs. Employees will feel motivated if their needs are met, with the fulfilment
of employee needs, job satisfaction will arise.
Furthermore, this study also found that the coefficient of leadership was significant for job
satisfaction (β = 0.14, p < 0.01). It is indicated that H2 was accepted. So, the result of data
analysis statistically proves that there is a positive and significant influence between the
leadership variable on employee job satisfaction. The results of the study support previous
research. The research conducted by Yohannes & Wasonga, (2021) as a whole found that
leadership has a significant influence on employee interaction behavior and job satisfaction.
Another study conducted by Cakmak et al. (2015) found humanitarian-oriented leadership
increased job satisfaction and research conducted by Amundsen & Martinsen, (2015) showed
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that good leadership has a significant positive effect on employee job satisfaction. This means,
leadership style in organizations play a very important role in influencing employee
performance. How leaders build relationships with workers, how they develop and empower
their workers, greatly affects the performance of human resources who are subordinates.
Without leadership, management is flawed. If this is not the case, the result is always poor
performance.
Job satisfaction is a form of reaction that is felt by employees so that it can become the attention
of leaders in the company. Because job satisfaction is a pleasant work behavior from a positive
emotional side of the assessment of work carried out by the company, job satisfaction is
determined by the difference between all that is felt by employees. on work (Duo et al., 2017),
employees who have job satisfaction tend to have positive feelings and thoughts about the
work being done, and vice versa if employees feel dissatisfied with what they are doing, they
will think negatively (negative thinking) about the work being done. All of these situation, as
evidenced by this study, are influenced by leadership style practiced in the organisation.
Therefore, the leadership style must be able to inspire subordinates by giving priority to
organizational development rather than personal interests and giving more attention to
subordinates and being able to change employee perceptions to work better in helping the
company to achieve company goals (Aydogmus et al., 2018). This result is also clarified again
by Wang et al., (2019) who say that the leadership style that is considered capable of providing
increased performance is a transformational leadership style, transformational leadership
style will be able to give rise to better performance, because the transformational leadership
style will reflect trust, loyalty and will make employees respect the leader so that it can bring
change in employees involved in all parts of the organization. The results of this study are also
in line with research conducted by Mufti, et al., (2020), Ladan et al., (2017) which concludes
that transformational leadership has a positive and significant effect. Towards improving
employee performance, if transformational leadership is applied optimally it will be able to
improve employee performance.
Finally, this study documented that the coefficient of financial compensation was significant
for job satisfaction (β = 0.30, p < 0.01). It is indicated that H3 was accepted. This means that
the better the level the compensation was given by the company, the higher the job satisfaction.
The purpose of providing incentives is to increase employee motivation in an effort to achieve
organizational goals by offering financial incentives above and beyond basic wages and
salaries. So it can be concluded that the provision of incentives must be able to satisfy both
parties, namely the company side and the employee side. So that the provision of these
incentives can increase employee morale. From some of the expert opinions above, it can be
said that incentives are a means of stimulants or incentives given by the company so that they
can be more accomplished in order to provide better work results.
Therefore, giving incentives to individuals has the potential to significantly improve
performance, with others finding that monetary incentives increase output production by a
median of 30 percent more than other motivational tools (Ogbonnaya et al. 2017). If the
incentives provided by the company are in line with expectations, of course the employee will
get his own satisfaction at work (Koo et al., 2020).

ISSN: 2752-7743

381

Accounting, Organization & Economics
Volume 01, Issue 03, 374 - 385

References
Al-Asadi, R., Muhammed, S., Abidi, O., & Dzenopoljac, V. (2019). Impact of servant leadership
on intrinsic and extrinsic job satisfaction. Leadership & Organization Development
Journal. 40(4), 472-484.
Amundsen, S., & Martinsen, Ø. L. (2015). Linking empowering leadership to job satisfaction,
work effort, and creativity: The role of self-leadership and psychological
empowerment. Journal of leadership & organizational Studies, 22(3), 304-323.
Aydogmus, C., Camgoz, S. M., Ergeneli, A., & Ekmekci, O. T. (2018). Perceptions of
transformational leadership and job satisfaction: The roles of personality traits and
psychological empowerment §. Journal of Management & Organization, 24(1), 81-107.
Bellmann, L., & Hübler, O. (2020). Working from home, job satisfaction and work–life balance–
robust or heterogeneous links?. International Journal of Manpower. 42 (3), 424-441
Cakmak, E., Öztekin, Ö., & Karadağ, E. (2015). The effect of leadership on job satisfaction.
In Leadership and organizational outcomes (pp. 29-56). Springer, Cham.
Davidescu, A. A., Apostu, S. A., Paul, A., & Casuneanu, I. (2020). Work flexibility, job satisfaction,
and job performance among Romanian employees—Implications for sustainable human
resource management. Sustainability, 12(15), 6086.
Delfgaauw, J., Dur, R., & Souverijn, M. (2020). Team incentives, task assignment, and
performance: A field experiment. The Leadership Quarterly, 31(3), 101241.
Delfgaauw, J., Dur, R., Onemu, O., & Sol, J. (2022). Team incentives, social cohesion, and
performance: A natural field experiment. Management Science, 68(1), 230-256.
Dhamija, P., Gupta, S., & Bag, S. (2019). Measuring of job satisfaction: the use of quality of work
life factors. Benchmarking: An International Journal. 26(3), 871-892.
Djukic, M., Kovner, C. T., Brewer, C. S., Fatehi, F., & Greene, W. H. (2014). Exploring direct and
indirect influences of physical work environment on job satisfaction for early‐career
registered nurses employed in hospitals. Research in nursing & health, 37(4), 312-325.
Dou, D., Devos, G., & Valcke, M. (2017). The relationships between school autonomy gap,
principal
leadership,
teachers’
job
satisfaction
and
organizational
commitment. Educational Management Administration & Leadership, 45(6), 959-977.
Filketu, S., Dvivedi, A., & Abebe, B. B. (2019). Decision-making on job satisfaction improvement
programmes using fuzzy QFD model: a case study in Ethiopia. Total Quality Management
& Business Excellence, 30(9-10), 1068-1091.
Goerg, S. J., Kube, S., & Radbruch, J. (2019). The effectiveness of incentive schemes in the
presence of implicit effort costs. Management Science, 65(9), 4063-4078.
Garretsen, H., Stoker, J. I., & Weber, R. A. (2020). Economic perspectives on leadership:
Concepts, causality, and context in leadership research. The Leadership Quarterly, 31(3),
101410.

ISSN: 2752-7743

382

Accounting, Organization & Economics
Volume 01, Issue 03, 374 - 385

Harari, M. B., Thompson, A. H., & Viswesvaran, C. (2018). Extraversion and job satisfaction: The
role of trait bandwidth and the moderating effect of status goal attainment. Personality
and Individual Differences, 123, 14-16.
Hoff, K. A., Song, Q. C., Wee, C. J., Phan, W. M. J., & Rounds, J. (2020). Interest fit and job
satisfaction: A systematic review and meta-analysis. Journal of Vocational Behavior, 123,
103503.
Hussain, M. K., & Khayat, R. A. M. (2021). The Impact of Transformational Leadership on Job
Satisfaction and Organisational Commitment Among Hospital Staff: A Systematic
Review. Journal of Health Management, 23(4), 614-630.
Islam, T., Ahmed, I., Ali, M., Ahmer, Z., & Usman, B. (2020). Understanding despotic leadership
through the lens of Islamic work ethics. Journal of Public Affairs, e2521.
Judge, T. A., Weiss, H. M., Kammeyer-Mueller, J. D., & Hulin, C. L. (2017). Job attitudes, job
satisfaction, and job affect: A century of continuity and of change. Journal of Applied
Psychology, 102(3), 356.
Kammerhoff, J., Lauenstein, O., & Schütz, A. (2019). Leading toward harmony–Different types
of conflict mediate how followers’ perceptions of transformational leadership are
related to job satisfaction and performance. European Management Journal, 37(2), 210221.
Keller, A. C., Meier, L. L., Elfering, A., & Semmer, N. K. (2020). Please wait until I am done!
Longitudinal effects of work interruptions on employee well-being. Work & Stress, 34(2),
148-167.
Koo, B., Yu, J., Chua, B. L., Lee, S., & Han, H. (2020). Relationships among emotional and material
rewards, job satisfaction, burnout, affective commitment, job performance, and turnover
intention in the hotel industry. Journal of Quality Assurance in Hospitality &
Tourism, 21(4), 371-401.
Ladan, S., Nordin, N. B., & Belal, H. M. (2017). Influence of transformational leadership on
knowledge
hiding:
Mediating
role
of
organizational
psychological
ownership. International Journal of Business and Management Science, 7(2), 261-277.
Lee, T. W., Hom, P. W., Eberly, M. B., Junchao (Jason) Li, & Mitchell, T. R. (2017). On the next
decade of research in voluntary employee turnover. Academy of management
perspectives, 31(3), 201-221.
Maulidi, A. (2020). Storytelling of bureaucratic white-collar crimes in Indonesia: is it a matter
of reciprocal norm?, Journal of Financial Crime, 27(2), 573-586.
Maulidi, A. (2022). Gender board diversity and corporate fraud: empirical evidence from US
companies, Journal of Financial Crime, Vol. ahead-of-print No. ahead-of-print.
https://doi.org/10.1108/JFC-02-2022-0038.
Maulidi, A. & Ansell, J. (2021). Tackling practical issues in fraud control: a practice-based study,
Journal of Financial Crime, 28(2), 493-512.
Maulidi, A. & Ansell, J. (2022). Corruption as distinct crime: the need to reconceptualise
internal control on controlling bureaucratic occupational fraud, Journal of Financial
Crime, 29(2), 680-700.

ISSN: 2752-7743

383

Accounting, Organization & Economics
Volume 01, Issue 03, 374 - 385

Mérida‐López, S., Extremera, N., Quintana‐Orts, C., & Rey, L. (2019). In pursuit of job
satisfaction and happiness: Testing the interactive contribution of emotion‐regulation
ability and workplace social support. Scandinavian journal of psychology, 60(1), 59-66.
Moin, M. F., Omar, M. K., Wei, F., Rasheed, M. I., & Hameed, Z. (2021). Green HRM and
psychological safety: How transformational leadership drives follower’s job
satisfaction. Current issues in Tourism, 24(16), 2269-2277.
Mufti, M., Xiaobao, P., Shah, S. J., Sarwar, A., & Zhenqing, Y. (2020). Influence of leadership style
on job satisfaction of NGO employee: The mediating role of psychological
empowerment. Journal of Public Affairs, 20(1), e1983.
Nye, C. D., Prasad, J., & Rounds, J. (2021). The effects of vocational interests on motivation,
satisfaction, and academic performance: Test of a mediated model. Journal of Vocational
Behavior, 127, 103583.
Ohunakin, F., Adeniji, A. A., Oludayo, O. A., Osibanjo, A. O., & Oduyoye, O. O. (2019). Employees’
retention in Nigeria’s hospitality industry: The role of transformational leadership style
and job satisfaction. Journal of human resources in hospitality & tourism, 18(4), 441-470.
Ogbonnaya, C., Daniels, K., & Nielsen, K. (2017). How incentive pay affects employee
engagement, satisfaction, and trust. Harvard Business Review.
Panda, A., Jain, N. K., & Nambudiri, R. (2021). Work–family conflict, affective commitment,
leadership and job satisfaction: a moderated mediation analysis. International Journal of
Productivity and Performance Management. 71(4), 1469-1489.
Qing, M., Asif, M., Hussain, A., & Jameel, A. (2020). Exploring the impact of ethical leadership on
job satisfaction and organizational commitment in public sector organizations: The
mediating role of psychological empowerment. Review of Managerial Science, 14(6),
1405-1432.
Raja, U., Haq, I. U., De Clercq, D., & Azeem, M. U. (2020). When ethics create misfit: Combined
effects of despotic leadership and Islamic work ethic on job performance, job
satisfaction, and psychological well‐being. International Journal of Psychology, 55(3),
332-341.
Reina, C. S., Rogers, K. M., Peterson, S. J., Byron, K., & Hom, P. W. (2018). Quitting the boss? The
role of manager influence tactics and employee emotional engagement in voluntary
turnover. Journal of leadership & organizational studies, 25(1), 5-18.
Sell, L., & Cleal, B. (2011). Job satisfaction, work environment, and rewards: Motivational
theory revisited. Labour, 25(1), 1-23.
Sveinsdóttir, H., Ragnarsdóttir, E. D., & Blöndal, K. (2016). Praise matters: the influence of
nurse unit managers' praise on nurses' practice, work environment and job satisfaction:
a questionnaire study. Journal of Advanced Nursing, 72(3), 558-568.
Vermeeren, B., Kuipers, B., & Steijn, B. (2011). Two faces of the satisfaction mirror: A study of
work environment, job satisfaction, and customer satisfaction in Dutch
municipalities. Review of public personnel administration, 31(2), 171-189.
Wang, G., Van Iddekinge, C. H., Zhang, L., & Bishoff, J. (2019). Meta-analytic and primary
investigations of the role of followers in ratings of leadership behavior in
organizations. Journal of Applied Psychology, 104(1), 70.

ISSN: 2752-7743

384

Accounting, Organization & Economics
Volume 01, Issue 03, 374 - 385

Wilmot, M. P., Wanberg, C. R., Kammeyer-Mueller, J. D., & Ones, D. S. (2019). Extraversion
advantages at work: A quantitative review and synthesis of the meta-analytic
evidence. Journal of Applied Psychology, 104(12), 1447.
Wright, B. E., & Davis, B. S. (2003). Job satisfaction in the public sector: The role of the work
environment. The American review of public administration, 33(1), 70-90.
Xu, H. (2021). Career decision-making from a dual-process perspective: Looking back, looking
forward. Journal of Vocational Behavior, 126, 103556.
Yohannes, M. E., & Wasonga, T. A. (2021). Leadership styles and teacher job satisfaction in
Ethiopian schools. Educational Management Administration & Leadership,
17411432211041625.
Yousef, D. A. (2017). Organizational commitment, job satisfaction and attitudes toward
organizational change: A study in the local government. International Journal of Public
Administration, 40(1), 77-88.

ISSN: 2752-7743

385

