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Abstract. The relevance of the research is that work is an importantin human life,
ensuring income, providing a possibility to realize oneself, to establish oneself in a certain
environment that meets human ambitions. Job satisfaction is a general feeling that an
employee feels with respect to him/her and his/her job. The main factor of job satisfaction is
internal, involving responsibility for decision-making, ability to use their skills and abilities,
achieve goals, learn new things and evaluate one ‘s activities. Today job satisfaction is one of
the most frequently investigated objects in organizational research and one of the most
complicated areas that face today's executives who seek to avoid staff turnover and save the
best employees. As a result, employers are increasingly focusing on their employees, their
expectations and job satisfaction, as companies are currently experiencing a rapidly
changing, innovation-driven period that can lead to tensions and negative social
consequences. Job satisfaction is becoming an increasingly relevant topic as it threatens the
loss of highly skilled professionals and, consequently, market positions. Research
methodology.The paper seeks to analyze theoretical aspects of employee job satisfaction.
Methods applied in the work systematization, comparison and synthesis of scientific
literature. The aim of the article is to carry out the analysis of scientific literature in the
aspect of employee job satisfaction. Objectives of the paper: to examine the concept of job
satisfaction, to discuss the factors affecting job satisfaction, to reveal theoretical aspect of the
role of job satisfaction. Analysis of recent research and publications.Recently, much
attention has been paid to human resources management. Human resources management
includes organizational development, human resource development and labor relations.
Therefore, it is important for the company to motivate its employees and seek their effective
engagement into the job. The key to efficient job results is job satisfaction.Job satisfaction is a
multifaceted concept and there is still no general agreement about job satisfaction. Different
authors have different attitudes towards job satisfaction. The problem analyze R. Hoppock, V.
H. Vroom; K. Davis, J. W. Nestrom; P. E. Spector; D. Statt; B. Aziri et all.

Conclusion. The employees, satisfied with the job, affect the company: the happier and
more satisfied employees work, the better they feel at work, work more productively, their
work results are higher. The employees who are satisfied with the job are motivated to do
work better, feel obliged and committed to their company, are loyal and responsible, more
friendly with colleagues, seek communication and cooperation, new knowledge and skills, and
achieve better working results. All this affects customer satisfaction and loyalty to the
company. So, job satisfaction is related to the organization's progress, profit, competitiveness
and success.

Keywords: job, employee, employer, motivation, job satisfaction.

Theoretical aspects of employee job satisfaction
157


mailto:genadijb@gmail.com
mailto:virginija.giliuviene@mkolegija.lt

Analysis of recent research and
publications. The concept of job
satisfaction.  Job  satisfaction is a

multifaceted concept and there is still no

Different authors have different attitudes
towards job satisfaction. Aziri [2] presented
the most frequently mentioned definitions of
job satisfaction in literature (see Table 1).

general agreement about job satisfaction.

Table 1
Definitions of job satisfaction suggested by foreign authors

Year Authors Definition of job satisfaction

1935 R. Hoppock Any combination of psychological, physiological and
environmental conditions that allows a person to say fairly that
he is satisfied with his job.

1964 V. H. Vroom The person's emotional response to the roles he currently
occupies.

1985 | K. Davis,J. W. | This is a combination of positive and negative feelings that an

Nestrom employee feels at work.

1997 P. E. Spector Job satisfaction relates to what people feel for their job and its
various aspects. It depends on how much a person likes or does
not like his job. Therefore, job satisfaction or dissatisfaction may
occur in any job situation.

2004 D. Statt It can be defined as the benefits an employee receives while
working (in particular due to internal motivation).

2005 J. L. Mullins A complex and multi-faceted concept that can mean different
things to different people. Job satisfaction is usually related to
motivation, but the nature of these relationships is not clear.
Satisfaction is not the same as motive. Job satisfaction is more
attitude, inner state. For example, this could be related to the
sense of personal achievement: quantitative or qualitative.

2006 M. Armstrong | It means the attitude and feelings about the job. A positive and
favorable attitude to the job indicates satisfaction with one‘s job.
Negative and unfavorable attitude to the job indicates
dissatisfaction with one‘s job.

2007 B. S. Kaliski Employee‘s achievement and success at work.

2008 | J. M. George, G. | A set of people's feelings and convictions related to their job.

R. Jones

2008 B. Aziri A feeling that comes from understanding the material and

psychological benefits of the job.

Compiled by the authors of the article: according to B. Aziri. Job Satisfaction: a
Literature Review. Management Research and Practice, 2011, p. 77

As can be seen from the definitions of
job satisfaction presented in Table 1, most
foreign authors define job satisfaction as a
sense, inner state. Job satisfaction can be
positive and negative, it may consist of
feelings felt to various aspects of the job, so
job satisfaction is a diverse concept that is
difficult to define.

In the context of Lithuania, according to
Vaidelyté and Sodaityté [p. 22 p. 391], "job
satisfaction is  associated with  the
satisfaction of needs through work and "the
totality of the positive feelings and emotions

experienced during the work process and
evaluating its results." It can be argued that
the concept of job satisfaction applied in
Lithuania and abroad is not significantly
different.

Every employee creates a psychological
and economic job background, he has
certain expectations in respect of job. If
these expectations come true, the employee
is happy with the job. On the other hand, the
company also contributes to the job
satisfaction of employees. Therefore, if these
two sides - employees and companies - meet
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the needs and expectations of each other,
then the employee feels satisfaction with the
job and the company can achieve its goals.
Job satisfaction, as Redmond states [16],
have emotional, cognitive, and behavioral
components (see Figure 1). An emotional
component means feelings associated with
the job, such as boredom, anxiety, or

Evaluative

excitement. The cognitive component of job
satisfaction relates to beliefs about the job,
for example, the awareness that the job is
mentally difficult and complex. Finally, the
behavioral component involves people‘s
activities related to their job, such as
clumsiness, delay, or simulation sickness in
order to avoid work.

Figure 1. Components of job satisfaction
Source: B. F. Redmond. Job Satisfaction, 2015. [seen 2018-05-15]. Access via the
internet: https://wikispaces.psu.edu/display/PSYCH484/11.+Job+Satisfaction

Bhatnagar and Srivastava [4], following
Werner [23], point out that job satisfaction
has five dimensions:

e Job itself - responsibility, interest,
growth.

e Quality of care - technical assistance
and social support.

e Relations with colleagues - social
harmony and respect.

e Promotion opportunities
opportunities for further development.

e Pay compliance of pay and
perceived justice in relation to others.

Summing up the definitions of job
satisfaction provided by different authors, it
could be argued that there are two types of
job satisfaction definitions based on
employee feelings. The first one would be
job satisfaction, defined by the general
feeling (emotion) of employees about their
job: "I love my job", "I like my job". The
second one would be job satisfaction,
defined by feelings expressed about specific
aspects of work, such as pay, environment,
communication, relationships with

colleagues, executives, etc. "I like my work,
but I don‘t like my job schedule." Measuring
aspects of this job satisfaction can be useful
in determining which particular aspects of
the job need to be improved and changed.
This can help companies improve overall job
satisfaction.

Factors affecting job satisfaction. A
variety of factors can affect job satisfaction,
for example, the quality of the physical
environment in which a person works,
relationships  with colleagues and the
manager, dedication to work, etc. Job
satisfaction is often divided into internal and
external factors. External factors can be
managed and controlled, but the factors that
are related to the employee's personal
qualities are often impossible to manage. It
is also noticed that job satisfaction is not
constant - it is a variable quantity, so
employers should observe the changes in
employee job satisfaction and take
appropriate action if the quantity has
changed to the negative side.

Scientists define differently the factors
affecting job satisfaction. Bakanauskiene,

Theoretical aspects of employee job satisfaction

159



Bendaraviciené and Krikstolaitis [3] indicate
that one of the most widely applied theory of
two factors by F. Herzberg (1968) states that
the factors affecting job satisfaction or
dissatisfaction include two groups:

e External, or hygiene factors that are
related to the job environment and the job
impact on employees' dissatisfaction with
the job, i.e., company policy, management,
relationships, working conditions, pay,
status and safety.

e Internal or motivational factors that
affect job satisfaction (personal
achievements, recognition, degree of
responsibility, personal development and
career opportunities).

The factors affecting job satisfaction are
related to the job environment, while
promoting job satisfaction - with the content
of the job. The scientist states that people
who feel job satisfaction draw less attention
to  hygiene  factors affecting job
dissatisfaction. By strongly affecting factors
of job hygiene dissatisfaction, the former
employee's positive attitude to the job
content may also change, which can make
his job unlikable. However, A. H. Maslow

A

[9] highlighted a bit different factors
affecting job satisfaction. These are
organizational, hygienic, social and personal
factors that affect job satisfaction. Social
factors have a huge impact on job
satisfaction, since security needs become the
most important i.e., social ones, having
satisfied biological and physiological needs.

Tamuliené and Maciuliené¢ [21] also
describe the internal and external factors
determining job satisfaction. They indicate
that factors such as gender, age, education
and learning, work experience and family
status can be attributed to internal factors.
The  authors attribute  pay, career
opportunities, physical and emotional
working conditions to external factors. The
factors named by these authors as internal
factors, Vaidelyté and Sodaityté [22] call
individual factors.

Redmond [16], following J. Field,

(2008), divided the factors of job satisfaction
into determining employee job satisfaction
and factors determining job dissatisfaction
(see Figure 2).

Figure 2. Factors of job satisfaction/dissatisfaction
Source: B. F. Redmond. Job Satisfaction, 2015. [seen 15/05/2018]. Access via the
internet: https://wikispaces.psu.edu/display/PSYCH484/11.+Job+Satisfaction
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Following this author, it could be argued
that motivational factors are more related to
job satisfaction, and low factors of hygiene -
to dissatisfaction.

Al-Mahayreh and Abdel-Qader [1],
having analyzed the factors affecting job
satisfaction, presented by various scholars,
distinguished the following factors:

1. Paysatisfaction. Many researchers
have found a proportional relationship
between pay level and a person‘s job
satisfaction.

2. Satisfaction with the content of the
job. Some researchers have found that the
content of the job is a major factor in job
satisfaction (but not for all jobs), with the
following variables: the level of diversity of
tasks; self-control level; the use of individual
abilities.

3. Satisfaction with encouragement.
When an employee feels that the job he
carries out is acknowledged and evaluated,
that he can be encouraged for it, this allows
him to improve his position and thereby
increase his efficiency at work.

4. Satisfaction with management. The
presence of managers (supervisors) who are
able to influence subordinates so that they
feel satisfied with their job; when an
employee can do his job without disturbing
surprises from his supervisor (manager).

5. Satisfaction with working groups. If
the employee works in a cosy environment
and can communicate freely with other
employees, he will be satisfied with his job;
this factor can become a strong indicator of
satisfaction.

6. Satisfaction with working time. If
working time is compatible with the
employee (lunch time, breaks, etc.), he will
feel satisfied with the job.

7. Satisfaction with working conditions.
Physical working conditions (temperature,
ventilation, humidity, cleanliness, etc.) affect
the employee's satisfaction. The research

carried out shows that the quality of physical
working  environment influences the
employee's job satisfaction.

Referring to these authors, it could be
argued that various factors - both external
(hygienic) and internal (motivational)
affect job satisfaction.

The job characteristics theory, as
pointed out by Dugguh et al. [6] Hackman
and Oldham (1976), Schermerhorn, IJr
(1984), Hellriegel, Jackson & Slocum
(1999) and Dugguh (2008) is a system
developed to investigate how specific job
characteristics affect job performance and
job satisfaction. These characteristics are
essential and they include: a variety of skills
(different skills and abilities of the
individual necessary for the job to perform);
unity of tasks (including job from start to
finish with a visible result); significance of
tasks (the effect of the job on people's lives
or on people from another department or on
the external environment); job autonomy
(the employee is given a job freedom and
independence in the planning of the job and
in determining the procedures required for
the job); feedback (feedback on the results
of the job - accurate and clear information
on the activity performance).These job
characteristics  affect the three most
important psychological states: perception of
meaning, perception of responsibility for the
job results, and satisfaction with gaining
knowledge of practical work, which in turn
affects the job results (job satisfaction,
absenteeism, job motivation, etc.). The
theory also recognizes that the underlying
characteristics do not affect all employees
equally. They have more influence on
growth, i.e. the employee's desire to seek
(understand) the meaning of
work.Summarizing up different scientific
opinions, the scheme is developed consisting
of factors that determine job satisfaction (see
Table 2).
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Table 2

Factors that determine job satisfaction ( compiled by the authors of the article)

External factors

Internal factors

Pay
Organization size
Career opportunities

privileges and support, autonomy)
e Job organization
e Management

Job characteristics (job content and nature of job tasks)

Work conditions (physical and psychological environment,

Personal traits

Gender

Age

Education

Work experience
Mental abilities

Values, attitudes, beliefs
Official position

Taking into account the various
determinants of satisfaction described in the
literature, and the need to investigate job
satisfaction in various organizations, P. E.
Spector [18] developed ,Job Satisfaction
Survey‘ (JSS), which consists of 9 aspects of
job satisfaction, which together form general
job satisfaction. These aspects are: pay,
promotion, management, additional benefits,
potential  salary, working conditions,
collaborators, job nature and
communication. As can be seen from the
analysis performed above, all of these
aspects include general job satisfaction.
Summing up the main factors influencing
job satisfaction, it is possible to state that a
person at work can feel happy when he is
given at least the minimum conditions for
meeting needs. Job satisfaction depends
partly on the person himself.

The role of job satisfaction. An
employee spends quite a lot of time at work,
so the way he feels at work has a lot to do
with his overall well-being. If a person likes
his job, he fulfills his aspirations,
expectations and feels happy. Job
satisfaction is also 1important for the
company. One of the most important
indicators that something in the company is
wrong is a low level of job satisfaction.
Hence, job satisfaction is a certain indicator
of organizational culture, and there is little
doubt that satisfied employees are beneficial
to the company. Happy, satisfied with the
job employees strenghten the company in
different ways: they work more efficiently
and more productively, which allows the
company to increase its turnover and
increase profits. The employees satisfied
with the job are loyal - they support the

company in which they work, strive to
achieve their goals, take care of its prestige
and image.The employees, who are satisfied
with job, are more honest, more willing to
change, develop, accept innovations and
participate in their implementation. They
provide better services, support stronger
communication, collaborative relationships,
more open, friendly, have better health [7].
The authors write that job satisfaction is
undoubtedly beneficial to businesses and
present the following consequences for job
satisfaction, distinguished by Spector: job
performance, employee turnover, health, life
satisfaction. Gerikiene and Petrauskiené [7]
also state that research data show that the
employees, who are dissatisfied with the job,
have more complaints about health and job
dissatisfaction leads to burnout syndrome,
stressful situations at work.

Job satisfaction is important:

For staff turnover. This is one of the
largest expenses associated with human
resources. Permanent staff helps to create a
better working environment, a corporate
culture, and allows them to show off their
talent, and thus save money.

For productivity. Regardless of occupied
position and earnings, employees who are
satisfied with their job tend to achieve
higher productivity, because such people
concentrate better and pay more attention to
the tasks they perform, they feel responsible
to achieve the goals of the company [21 p .
231).

For customer satisfaction. If employees
are happy with their job, they provide better,
more efficient services, which leads to
customer satisfaction. Customer satisfaction
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increases customer loyalty, which in turn
increases the company's profits.

For loyalty. The employees satisfied
with the job are loyal to their company, they
support it, they are proud of it, thus
enhancing the company's prestige.

For employee absenteeism in the
workplace. It is possible that an employee
who is happy with his job may miss a job
due to illness or personal affairs, but an
employee who is not happy with his job is
more likely to be absent from work because
of health problems or personal reasons, even
then when he is actually able to work.

For income. The employees who are
satisfied with their job tend to learn more,
learn how to use the latest technology and
improve their qualifications, they tend to
look for more efficient working methods in
order to achieve their own and company
goals, solve problems, help their colleagues,
cooperate with them and other companies or
organizations, they are proud of their job and
strive to work productively, thus ensuring
higher corporate earnings.

For tension management/restraint. The
employees, satisfied with their job, take
challenges easier (even in the most
unfavorable circumstances), cope easier with
stress and stressful situations at work, help
their colleagues cope with them.

For climate at work. The employee,
unsatisfied with his job, may start spreading
his dissatisfaction with the job to other staff
members, and thus causing dissatisfaction of
other employees.

For recruiting new employees. The
employees, satisfied with their job, will try
to attract those people who are useful and
necessary for the company. To attract new
talents to the company is much easier when
existing employees are happy with their job
and have a good response about the
company.

Companies increasingly focus on the
needs and expectations of its employees, and
more frequently apply tools that could
increase  employee  job  satisfaction.
Organizations, while taking care of
employee job satisfaction, should take such
steps, that at least should not reduce
employee satisfaction. Of course, first of all,

information should be gathered and should
be relied on it prior to making decisions (i.e.,
to carry out research, to analyze it,
summarize, make conclusions). It is
advisable for an organization to carry out
such a survey, which would provide
information not only about the overall level
of job satisfaction but also about satisfaction
with individual factors or aspects. It is
possible to analyze the differences between
individual  groups, especially if the
organization is large. In any case, an
employee satisfaction survey is a benefit for
both - the employer and the employee.
According to the specialists, in the
companies whose employers carry out
annually employee satisfaction surveys and
implementat planned activities, the staff
turnover is decreasing, productivity and
sales are increasing, customer and partner
confidence in the company is ensured, and
the best professionals are attracted. Also, it
should be noted that this does not mean that,
having  reduced job  dissatisfaction,
satisfaction will increase in itself. There are
factors that increase job satisfaction and
factors that reduce satisfaction. But this does
not mean that, having reduced job
dissatisfaction, satisfaction will increase.
According to Rai [14], there is a risk that the
company, in an attempt to increase job
satisfaction of its employees, risks to ensure
positions for those employees who give the
company not the highest added value. These
are average employees, as they are basically
happy with their job and their environment
because they do little in their work. The
company should make more efforts to
increase job satisfaction of the most talented
employees, not the average ones, because
the most talented employees give the
greatest added value to the company. Rai
[14] advises companies, seeking to retain
talented employees, to treat these employees
in the following way: to encourage regularly
such employees, to provide them with more
social guarantees, compensations, rights and
privileges, career opportunities, good
working  environment, security, good
interrelations and relationships, behave with
respect, trust, reduce tension, give less
unnecessary routine work.

Theoretical aspects of employee job satisfaction

163



Rane [15] presents the following ways
to improve job satisfaction:

Positive work culture. Ensuring a
positive working environment is a first step
towards employee job satisfaction. To do
this, it is proposed to find out what
motivates the employees. This is the most
important aspect of the motivation process.

Evaluation, award and recognition. The
evaluation of performance results, carried
out by the managers, and employee
recognition have proven to be a very
powerful tool for creating work motivation.
Informal and small celebrations are many
times more effective than official
announcements of reports. Some innovative

rewards in kind and services are also
creative ways of rewarding the best
employees.

Employee collaboration. The overall
participation of employees in decision-
making, contributing to providing ideas and
suggestions make them feel important and
engaging in work, thereby increasing job
satisfaction.

To improve staff skills and potential.
The ability to strengthen knowledge, skills,
and actively change employee attitudes is
achieved through an effective teaching and
learning process. Training should be an
ongoing process in the organization, since
well-trained employees are more capable
and willing to take on  greater
responsibilities.

Evaluation of employee job satisfaction.
Employees' job satisfaction and their
participation in the organization can be
evaluated by receiving employee feedback
in a specially designed survey. This ensures
the company's self-evaluation, comments,
made by the employees, are taken into
account, contributes to the increase of
employee job satisfaction, the success of the
company itself.

To reduce stress experienced by the
employees. It is noted that stress for
employees 1is a potential source of
dissatisfaction. It is therefore proposed to
reduce potential stressors in order to increase
satisfaction.

To promote flexible work schedules.
Some  organizations have noticeable

decreases in stress and increases in job
satisfaction, as their employees were given
flexible working hours, days and places. In
this way, the employees were able to fulfill
their obligations without compromising the
goals of the business and organization.

Consistent and significant incentives.
Even if the employees are encouraged by
cash rewards, verbal incentives - such as
compliments, incentives, and praises - are
also important to them. It is therefore
important to see performance results of the
employees and evaluate it. If this is done on
a regular basis, the employees feel that they
are evaluated and motivated to continue
working.

Communication. Unsuitable problems of
communication in the organization can harm
employees and reduce their positive
attitudes. It has been determined that
employee job satisfaction and organizational
productivity increase with fast and
professional communication. The lack of
vertical and horizontal communication in the
organization causes dissatisfaction in the
work atmosphere, ultimately impairing it
and the commitment to the organization.

Therefore, the strive of employee job
satisfaction should be a permanent activity
for the company. This can only be achieved
by effectively promoting true self-
confidence of the employees. Satisfied
employees show commitment to the
company's mission and vision, try to achieve
the goals. In order that individuals and
groups would face new challenges,
management needs constant promotion and
appropriate rewards, to choose the right
ways to enhance job satisfaction.

Summary of information
analysis.

Job satisfaction is one of the most
difficult areas that today's executives face.
Job satisfaction is defined as a feeling, an
inner state, a pride in one‘s work, it has
emotional (related to the job, feelings -
boredom, anxiety, etc.), cognitive (involving
beliefs about job for example,
understanding that the job is hard, difficult
or easy) and behavioral (clumsiness, delay,
etc.) components.

sources
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Job satisfaction can be caused by
various factors. The authors divide them into
external (related to working environment)

and internal (personal achievements,
recognition, degree of responsibility,
personal development and career

opportunities).

Job satisfaction is important for
employee turnover, company productivity,
revenue, profits, customer satisfaction and
loyalty, employee loyalty, absenteeism in
the workplace, tension management/restraint
at work, climate (atmosphere) at work,
recruitment of new employees.

Job satisfaction is very important not
only for the employee, but for the whole

organization. The employees, satisfied with
the job, affect the company: the happier and
more satisfied employees work, the better
they feel at work, work more productively,
their work results are higher. The employees
who are satisfied with the job are motivated
to do work better, feel obliged and
committed to their company, are loyal and
responsible, more friendly with colleagues,
seek communication and cooperation, new
knowledge and skills, and achieve better
working results. All this affects customer
satisfaction and loyalty to the company. So,
job  satisfaction is related to the
organization's progress, profit,
competitiveness and success.

REFERENCES

1. Al-Mahayreh, M. & AbdeL-Qader, M.d A. (2015). The Effect of the Factors leading
to Job Satisfaction on the Innovation Level: Study on Workers in Islamic Banks operating in
Jordan. I$: International Journal of Business, Humanities and Technology, Vol. 5, No. 1, p.
24-39. ISSN 2162-1357 [in English].

2. Aziri, B. (2011). Job Satisfaction: a Literature Review. IS: Management Reseach and
Practice, Vol. 3, Issue 4, p. 77-86. ISSN 2067-2462 [in English].

3. Bakanauskiené, I. & Bendaraviciené, R. & Krikstolaitis, R. (2010). Pasitenkinimo
darbu tyrimas universiteto darbuotoju grupiu atveju. IS: Management theory and studines for
rural business and infrastructure development, Nr. 22 (3), p. 12-24. ISSN 1822-6760 [in
Lithuanian].

4. Bhatnagar, K. & Srivastava, K.(2012). Job Satisfaction in Health-Care Organizations.
IS: Industrial Psychiatry Journal. 2012, 21 (2), p. 75-78 [in English].

5. Buksnytée, L. & Svobaite, K. (2009). Valstybés tarnautoju pasitenkinimo darbu ir
kognityvinio stiliaus rySys. IS: Tarptautinis psichologijos Zurnalas: biopsichosocialinis
poziuris, 4, p. 9-28 [in Lithuanian].

6. Dugguh S. I. & Ayaga Ph. D.& Dennis Ph. D. (2014). Job satisfaction theories:
Traceability to employee performance in organizations. I$: IOSR Journal of Business and
Management, Vol. 16, Issue 5, p. 2319-7668, p. 11-18 [in English].

7. Gerikien¢, V. & Petrauskiené, J. (2009). Profesinio pasitenkinimo veiksniai ir jy
griztamasis rySys su bendruomenés slaugytoju pasitenkinimu darbu. I$: Medicinos teorija ir
praktika, T. 15, Nr. 4, p. 399—405. ISSN 1392-1312. [in Lithuanian].

8. Job Satisfaction Survey, JSS Page. [interaktyvus]. [ziGiréta 2018-04-07]. Prieiga per
interneta: http://shell.cas.usf.edu/~pspector/scales/jsspag.html. [in English].

9. Jovarauskaite, A. & Tolutiene, G. (2010). Universiteto déstytoju pasitenkinimui darbu
itakos turintys veiksniai. IS: Jaunyjy mokslininky darbai, Nr. 1 (26), p. 95-103. ISSN 1648-
8776 [in Lithuanian].

10.Judickiené, J. Darbo teisés konspektai. [interaktyvus]. [zitréta 2018-05-22]. Prieiga
per interneta: www.efsa.lt/failai/Konspektai/JurgitaJudiciene/DT.doc [in Lithuanian].

11.Junaimah, J. & See L. P. & Bashawir, A. G. (2015). Effect of Manager’s Bases of
Power on Employee’s Job Satisfaction: an Empirical Study of Satisfaction with Supervision.
IS: International Journal of Economics, Commerce and Management, Vol. III, Issue 2. ISSN
2348 0386.[in English].

Theoretical aspects of employee job satisfaction
165


http://shell.cas.usf.edu/~pspector/scales/jsspag.html
http://www.efsa.lt/failai/Konspektai/JurgitaJudiciene/DT.doc

12.Lee, K. L. & Low, G. T. (2010). The Influence of Social Power and Educational
Orientation on the Outcomes of superior-subordinate dyadic relationship. IS: European
Journal of Social Sciences, 16(4). [in English].

13.Lietuvos Respublikos darbo kodeksas. TAR, 2016, Nr. 23709 [in Lithuanian].

14.Rai, S. The Importance of Job Satisfaction. [interaktyvus]. [ziuréta 2018-05-17].
Prieiga per interneta: https://www.linkedin.com/pulse/importance-job-satisfaction-sanjay-rai.
[in English].

15.Rane, D. B. (2011). Employee Job Satisfaction: An Essence of Organization. IS: HRM
Review, Vol. XI, No. 7, p. 10-16 [in English].

16.Redmond, B. F. Job Satisfaction. [interaktyvus]. [Zitréta 2018-05-15]. Prieiga per
interneta: https://wikispaces.psu.edu/display/PSYCH484/11.+Job+Satisfaction. [in English].

17.Robbins, S. P. (2007). Organizacinés elgsenos pagrindai. Kaunas: Poligrafija ir
informatika [in Lithuanian].

18.Spector, P. E. (1985). Measurement of Human Service Staff Satisfaction:
Development of the Job Satisfaction Survey. American Journal of Community Psychology,
Vol. 13, No. 6. [in English].

19.Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and
consequences. Thousand Oaks, CA.: Sage, [in English].

20.Savareikiené, D. (2012). Motyvo interpretacija motyvacijoje. Ekonomika ir vadyba:
aktualijos ir perspektyvos, 1/25, p. 46-51. ISSN 1648-9098 [in Lithuanian].

21.Tamuliené, R. & Magiuliené, D. & Zukauskaité, V. (2016). Gydytoju odontology
padéjéju pasitenkinimas darbu ir ji lemiantys veiksniai. Sveikatos mokslai, 2016, 26 tomas,
Nr. 6, p. 231-236. ISSN 1392-6373[in Lithuanian].

22.Vaidelyté, E. & Sodaityte, E. (2017). Pasitenkinimas darbu Valstybés tarnybos
departamente Lietuvoje: iSoriniy ir vidiniy veiksniy analizé. VieSoji politika ir
administravimas, T. 16, Nr. 3, p. 390-404. ISSN 1648-2603[in Lithuanian].

23.Werner, A. (2001). Cape Town. Oxford University Press [in English].

BATPAHAK, TEHAJINA - CTyHEHT Iporpamu YmpaBiiHHS Oi3HecoM,
Mapistmnonscbka kosnerist (Mapismnone, JIntsa)
E-mail genadijb@gmail.com, (Mapusimnone, JIutsa)

I'INTIOBEHE, BIPTTHISA — nextop MapisMmonbscskoi koserii (Mapismmose, JIutsa)
E-mail:virginija.giliuviene@mkolegija.lt, ORCID 0000-0001-7201-6237

TEOPETHUYHI ACIIEKTH 3AIOBOJIEHOCTI POBOTOIO

AHoTaniAg. AKTYIbHICTh JOCHI[DKEHHS B TOMYy, IIO NpoOOTa — BaKJIMBa >KUTTEBA
TiSUThHICTB, IO 3abe3meuye TpHOYTOK, JJ03BOJSE CaMOpEaTi3yBaTHCS, YTBEPAUTHCS Y
MEBHOMY CEpEIOBHINI, 3aJ0BIbHSAE JIOAChKI amoOimii. Haitbinpm BakmuBuil  (dakTop
3aJI0BOJIEHOCTI POOOTOI0 — BHYTpIIIHIN (haKTOp, L0 BKIIOYA€E BHYTPILIHIO BiANOBIAAIBHICTH
MPUMHATTA pillleHb, BMIHHS BUKOPUCTOBYBATH CBOi HABUYKH 1 3/1aTHICTh AOCATaTH HABUUTUCA
HOBO{ JiSTBHOCTI 1 OLIHUTH €(PEKTUBHICTH CBOET MiSITBHOCTI.

3a/10BOJIEHICT, POOOTOIO CHOTOJHI € OJHUM 3 O0’€KTIB, IO HAHOIIbIIE BUBYAETHCH,
OJTHIEIO 3 CAMUX CKJIAJHUX c(ep, 3 AKOI0 CTHUKAIOThCS ChOTOIHSIIIHI KePIBHUKH, HAMArarounuch
VHUKHYTH IUIMHHOCTI KaJpiB Ta YTPUMaHHS KpalluxX CHiBpOOITHUKIB. Takum 4YHHOM,
poboTonaBii Bce OuIblle yBarM MNPUAUIAIOTH CBOIM TNpaIliBHUKAM, iX OUIKYBaHHAM 1
3a/10BOJICHOCTI poboToro. Ha miampueMcTBaxX ChOTOMHI BIMYYBAETHCS HIBUIKOIIMHHUN Ta
IHHOBAIlIHUI TEpioJ, IO MOXE TNPUBECTH [0 HANPYTH Ta HETaTBUHUM COI[iaIbHUM
HacyigKkaM. 3aJ0BOJICHICTh POOOTOIO € BCE OLIBIN aKTyaJbHOIO TEMOIO, TaK SIK ICHYE PH3UK
BTPATH BUCOKOKBaTI(PIKOBAHUX CHEIIAJICTIB 1 B TOM jK€ 4ac BTPATH MO3UIIIH HA pUHKY.
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MeTonoJiorisi A0CJHiAKEHHS] — y CTaTTi BHKOHAHO aHaJli3 TEOPETHYHHMX AaCIEKTiB
3aJI0BOJICHOCTI poOoTOr0. JI7Is1 MOCATHEHHS IUII 3aCTOCOBYBAJIMCS METOJM CHCTEMaTh3allii,
NOPIBHSAHHS 1 CHHTE3y HAayKOBOI JiTeparypu. MeTol CTaTTi € IpoBeIeHHS aHajli3y HAyKOBOI
JITEpaTypH 3 acleKTy 3aJ0BOJICHOCTI pOOOTOI0 CIIBPOOITHUKIB. 3aaaui CcTATTi: pO3TIISHYTH
TEOPETUYHY KOHILEMIIIO 3a70BOJICHOCTI pOOOTOI0, 0OrOBOPUTH (haKkTOpH, 110 BILUTUBAIOTH HA
3aJI0BOJICHICTh pOOOTOI0, BUSBUTH POJIb 33JJ0BOJIECHOCTI pOOOTOIO.

AHani3 ocraHHix JgocaikeHb i myOuaikamiii. OcrtaHHIM 4YacoM BelMKa yBara
OPUIUISETHCS YIPABIIHHIO JIIOJCHBKUMHU pecypcamu. YTPaBIiHHA JIIOJCBKUMH pecypcaMmu
BKJIIOYA€ OpTaHi3aliifHIi PO3BUTOK, PO3BUTOK JIFOJACHKHUX PECYpCiB i TpyJ0Bi BimHOCHHU. [1Jist
oprasizarfii Ba)JIMBO, 00 KOMIIaHis MOTHBYBaja CBOiX CIIBPOOITHHMKIB 1 JoOMBamacs ix
edexkTuBHOI yuyacTi. KimrouoBUM 10 e(heKTHBHOTO Pe3yNbTaTy € 3aJ0BOJIEHICTH POOIOOTOIO.
3a/0BIIEHICTh POOOTOI0 € OaraTorpaHHOI0 KOHIICTIIEID, 1 0 CHX Iip HEMAa€ €IMHOI 3TOIU
BIJTHOCHO TJIyMa4yeHHsl JaHOTO TEpPMiHy 3aJ0BOJICHOCTI pOOOTOI0. ABTOPH MOSICHIOIOTH
KOHIIEMIIiI0 33I0BOJICHOCT] po0oToI0 mo-pizHomy. [Ipobnemy ananizyrots R. Hoppock, V. H.
Vroom; K. Davis, J. W. Nestrom; P. E. Spector; D. Statt; B. Aziri Ta inmi aBTopH.

BucnoBok. 3a710BoseHi poOOTOIO MpaIiBHUKA MOTHBOBAHI Ha Kpallle BAKOHAHHS pOOOTH,
MOYYBAIOTh ceOe MPUXWIBHUKAMU CBO€l KOMIIaHIi Ta 1d BIITAaHUMHU, € JOSUTBHUMH 1
BiJIMOBIAAIbHUMU, OLIbII APYKHIMH JIO KOJIET, IIYKaloTh 3BSI3KH 1 CHIBOpaLlo, J0OyBarOTh
HOBI 3HAHHS 1 HaBWYKH, KPALIMX pe3yibTaTiB pobotu. Bee me BmimBae Ha 3aJ10BOJICHICTD
KJIIIEHTaMH 1 JIOSUIBHICTh KOMMaHii. 3aJ0BOJICHICTh POOOTOI TIOBSI3aHA 3 IPOTPECOM,
npruOyTKOM, KOHKYPOSHTOCIIPOMOKHICTIO Ta YCIIIXOM OpTraHi3ariii.

KurouoBsi ciioBa: po6ota, mepconai, podoToaaBelb, MOTHUBAILIIS, 3a10BJICHICTh PpOOOTOIO.
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TEOPETUYECKHE ACIIEKTHI YIOBJIETBOPEHHOCTH PABOTOM

AHHOTAUMSA. AKTYJIBHOCTh HCCIIEOBAaHMs 3aKIIOYaeTcsl B TOM, 4YTO paboTa - BaXKHas
JKU3HEHHasl JesTeNIbHOCTb, OOecreunBaronias J0XO0J, IO3BOJISIIOIIAs CaMOpealln30BaThCs,
YTBEPAUTHCS B ONpPEETICHHOM cpesie, yIoBIeTBOpsIoIIas yenopeueckue amounun. Hanbonee
BaXHBIH (AKTOpP YIOBIETBOPEHHOCTH pabOTOW — BHYTPEHHHUH (akTop, BKIIIOYAOLIUI
BHYTPEHHIOIO OTBETCTBEHHOCTH NPUHATHS PELIEHUI, YMEHUE UCIOJIb30BaTh CBOM HAaBBIKU U
CIIOCOOHOCTh JUIsl JOCTMO)KEHUS Iiefiel, HAy4yUThCS HOBOM JESITENTbHOCTH U  OLEHUTh
3P PEKTUBHOCTh CBOEH JEATENBHOCTH. Y IOBJIETBOPEHHE PAOOTON CErOfHs SBISIETCS OJHUM
u3 Hanbosee u3ydaeMbIX OOBEKTOB UCCIIEIOBAaHUS U OJHOM M3 CaMBIX CIIOKHBIX 00JacTei, C
KOTOPOH CTaJIKUBAIOTCS CErOJHSAIIHIE PYKOBOIUTENH, CTPEMACH N30€KaTh TEKYUECTH KaJIpOB
U yIepKaHHs Jy4dIIuX COTpYIHUKOB. Takum oOpazoM, paboTogaTenu Bce OOJbIe BHUMAHUS
yIeNAI0T CBOMM pabOTHMKAaM, HUX OXHJAHUAM U  YJOBIETBOPEHHOCTH paboroil. B
NPENNPUATHIX B HACTOSAIIEE BPEeMs MEPEKHUBAIOT OBICTPOMEHSIOUIUICS U MHHOBALMOHHBIN
NEPUOJ, YTO MOXKET IIPUBECTU K HANPSHKEHHOCTH M HETATUBHBIM COLIMAIILHBIM ITOCJIECTBUAM.
Y 10BNIETBOPEHHOCTh pabOTOM sIBiIsIeTCsS Bce OoJiee aKTyallbHOM TEMOH, TaK KaK CYIIECTBYET
PHCK MOTEPH BBHICOKOKBATU(UIIUPOBAHHBIX CIIELUAINCTOB U B TOXKE BpPeMsl IOTEPU MO3ULIUH
Ha pBIHKE.

MeTtogonorusi MCCJIeJOBaHUSI —B CTaTb€ BBINOJHEH AHAIW3 TEOPETHUECKUX ACIEKTOB
YIIOBJIIETBOPEHHOCTH  paboTod. Jlns  AOCTWXKEHMsS LI  HPUMEHSUIUCh  METOMAbI
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CUCTeMAaTH3alliK, CPaBHEHHsI M CHHTE3a HaydHOU nuTepaTyphl. Lleabr craThu sBIsSETCS
MPOBEJCHUE aHallM3a HAy4HOM JIUTEepaTypbl IO acleKTy YIOBIETBOPEHHOCTH paboToit
COTPY/IHHKOB. 3apaun CTaThU: paccMoTpeTh TEOPUTHUECKYIO KOHIICTILIHIO
YIOBJIETBOPEHHOCTU pabOTOM, 00CYIUThH (DaKTOPHI, BIUSIOLIUE HA YAOBIECTBOpEHUE PabOTOM,
BBISIBUTH POJIb YIOBJICTBOPEHHOCTH pabOTOM.

AHa/IM3 TOCJEeIHUX HMCCIeA0BaHU W myOaukamuii. B mocimennee Bpems Oosblioe
BHUMAaHUE yJIEJSETCS YIPABICHUIO YEJIOBEUECKUMU pecypcaMu. Y IpaBieHUE YeTIOBEUECKUMHU
pecypcamMu BKIJIIOUAET OPraHU3allMOHHOE pa3BUTHE, PA3BUTHE YEJIOBEUYECKUX DPECYpCOB H
TPyZOBblE OTHOIIEHUs. J[Ji1 OopraHu3aluu Ba)XHO, YTOOBI KOMIIAHHWS MOTHBHPOBAJIAa CBOMX
COTPYJHMKOB M JnoOuBanach ux 3¢dekTuBHOro yuactus. Kimwouom K 3¢dekTuBHOMY
pe3yNbTaTy SBISETCS YIOBIECTBOPEHHOCTH PAabOTOW. YOBIETBOpPEHHE pPabOTOM SIBIIIETCS
MHOTOTPaHHOW KOHIEMIMeW, M JO CHUX IOp HET OOIIero corjacus OTHOCHUTEIbHO
OJIMHAKOBOTO TEPMHUHA YJIOBIETBOPEHHOCTH pabOTO. ABTOpPHI OOSICHSIOT KOHCETIIHIO
yIIOBJIETBOPEHHOCTH paboToil mo pasHomy. I[IpoGnemy anamusupyror R. Hoppock, V. H.
Vroom; K. Davis, J. W. Nestrom; P. E. Spector; D. Statt; B. Aziri u apyrue aBTopsbl.

BoiBoabi: JloBonbHBIE paboOTOl paOOTHUKM MOTHBHPOBAHBI HA JIydllee HCIOIHEHUE
paboThl, YyBCTBYIOT ce0si OOS3aHHBIMH M TPHUBEPKCHHBIMU CBOCH KOMIIAHWH, SIBIISIOTCS
JOSITbHBIMH M OTBETCTBEHHBIMH, OoJiee APYKETOOHBIMU K KOJUIeTaM, HWIIYT CBA3H H
COTPYJIHUYECTBA, JOOBIBAIOT HOBBIC 3HAHHS W HABBIKH, JYUIIHX PE3ylIbTaToB paboThl. Bce
3TO BJIUSET HA YAOBIETBOPEHHOCTh KJIMEHTOB U JIOSUIBHOCTh KOMIAHUH. Y IOBIETBOPEHHOCTh
paboToii cBsi3aHAa C MPOrPeccoM, NPUOBLIBI0, KOHKYPEHTOCIIOCOOHOCTBIO M  YCIEXOM
OpraHH3aIliH.

KuoueBnblie cioBa: padota, mepcoHal, paboTofaTeNib, MOTHBAIUSA, YAOBJICTBOPEHHOCTh
paboToH.
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