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K E Y W O R D S 

Increasing level of employee satisfaction is one of the constant concerns of 
managers in all organizations. Based on this, during the last few decades, 
various models have been prepared and designed to identify the main 
factors affecting the job satisfaction of employees. The diversity of these 
models can cause confusion for managers of organizations to choose 
appropriate strategies. The current researchers are trying to investigate 
the components of employee satisfaction patterns to provide a relatively 
comprehensive model in Iranian organizations. The current research 
method is qualitatively comparative using the content analysis approach, 
the research population includes all models of job satisfaction and the 
purposeful sampling method was used to select the models. The findings 
reveal that the ten components of work-life balance, demographic factors, 
respect, relationship with colleagues, job stability, payment system, success 
& progress, diversity in work methods, effective leadership and health 
insurance are common in most of the selected models. Another finding 
indicates that the payment system and diversity in ways of doing work are 
the most important components from the point of view of designers. 
According to the findings, a proposed model for Iranian organizations with 
six components of payment system, respect, relationship with colleagues, 
job stability, success and progress, and diversity in ways of doing work was 
prepared and designed. 
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1. Introduction 

                 Employee satisfaction - which should not be confused with their participation in work - is a 

term that describes people's level of satisfaction with their jobs, experiences, and workplace. 

Satisfaction is related to elements such as rewards, benefits, recognition, work-life balance, 

workload, organizational culture, effective leadership, etc. Ensuring that the financial needs of 

employees are met is very important to improve people's participation in work and to achieve the 

goals of the organization. In fact, successful organizations are highly dependent on satisfied 

employees. Based on this, in today's competitive world, pioneering leaders and managers are trying 

to know the level of job satisfaction of employees. It is obvious that gaining this awareness involves 

many benefits, such as identifying common problems between employees, increasing the retention 

rate of efficient employees, communicating between managers and employees, improving methods 

of promotion and professional growth (Moro, Ramos, & Rita, 2020; Sypniewska, Baran, & Kłos, 

2023). Entering the third millennium and the global developments of the last two decades in fields 

such as technology, health and education show that organizational leaders are facing new 

challenges. Modern technologies have increased the distance between knowledge and expertise of 

managers and employees (Cascio, Montealegre, 2016). Health crises and emergence of epidemics - 

such as Corona - surprised the leaders of organizations in facing new ways of doing work - such as 

remote work - (Gandrita, Gandrita, & Rosad, 2022). 

               Various educational methods - which are affected by the development of information and 

communication technologies - increased the speed of work and its complexity at the same time. 

These developments, without exception, affected the components and level of job satisfaction of 

employees. On the one hand, modern technologies and educational advancements have made 

employees not show much enthusiasm for following the traditional line/headquarters structures in 

the organization as in the past (OECD, 2018). On the other hand, the occurrence of unforeseen 

events such as Corona caused employees to get acquainted with new manifestations of job 

satisfaction while performing organizational duties without leaving their homes. For example, a 

survey report on the state of remote work published by Owl Lab (2020) shows that 77% of 

respondents claimed that the possibility of remote work after Covid-19 would make them happier. 

Also, if the current employers demand a complete return to the organization, 46% of the 

professionals admitted that they will look for a new job position where they can continue working 

remotely. Also, 66 percent of employees stated that they would not be happy to work in positions 

where the possibility of remote work is eliminated, and 54 percent believed that they would be 

enthusiastic if they remained in roles that prohibit "working from home" and their efforts are 
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reduced. For this reason, paying attention to the job satisfaction of employees and its components 

has become one of the routine research topics in management faculties and departments. The 

findings of a number of them are mentioned: 

              Issa Gazi, Islam, Sobhani & Dhar (2022) by posing the question whether job satisfaction is 

different at various levels of employees, revealed that payment, appreciation of good work, 

participation in decision-making, career promotion and good communication with colleagues are 

very important as determining factors of job satisfaction. Lee, Robertson & Kim (2020) examined 

the determinants of job satisfaction among US federal employees according to racial and gender 

differences revealed that between four demographic subgroups (white men, white women, 

minority men and minority women) in terms of which factors have the strongest effect on 

satisfaction, there is no significant difference. There is also some evidence of intersectionality, in 

that pay satisfaction and diversity management are most important to minority women and least 

important to White men, and workplace participation is most important to White men and least 

important to minority women. Srimarut and Mokhum (2020) investigated Influence of Workload 

and Co-Worker Attitude on Job Satisfaction among Employees of Pharmaceutical Industry in 

Bangkok, Thailand: The Mediating Role of Training. Findings revealed that the workload was an 

elemental predictor of job satisfaction. The perceived co-worker positive attitude related to a 

higher level of job satisfaction. Wang & Brower (2019) investigated job satisfaction among federal 

employees and role of employee interaction with the work environment found that the perceived 

compatibility between federal employees, their work group, and supervisors has a significant effect 

on job satisfaction. Alghamdi (2015) looking at the job satisfaction of employees in developing 

countries (Saudi Arabia) indicated that job satisfaction and life satisfaction have a positive and 

reciprocal relationship. Also, by controlling the demographic and socio-economic variables, the age 

variable predicted job satisfaction individually. Yusof, Misiran & Harun (2014) investigated job 

satisfaction among Malaysian factory workers and showed that there is a significant difference 

between male workers and single and married workers. Also, the findings - taking into account the 

age of the respondent groups - show a significant difference in the level of job satisfaction. In a 

national study in the United States of America, Sweeney, Hohenshil & Fortune (2011) found that 

age, gender, race and work environment - rural versus non-rural area - did not have a statistically 

significant effect on job satisfaction. Danielsson and Bodin (2008) investigated the workplace 

architecture and its relationship with health, well-being and job satisfaction among employees and 

found that the lowest health status was observed in medium and small offices. Also, the highest 

health was observed among the employees of small and flexible offices. Employees of these types of 
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offices and offices with common room also had the highest job satisfaction. The lowest job 

satisfaction was in combined offices followed by open-plan offices with medium size. Differences 

between employee satisfaction levels can probably be attributed to variations in architectural 

features. Markovits, Davis, & van Dick (2007) determined the organizational commitment and job 

satisfaction profiles among Greek private and public sector employees and reveal that effective 

organizational commitment has the greatest impact on internal and external job satisfaction levels. 

DeSantis, & Durst (1996) polled more than 12,000 employees of government and non-government 

organizations and found out that the factors affecting job satisfaction of these two groups are not 

necessarily the same. Maidani (1991) in a comparative study of Herzberg's two-factor job 

satisfaction theory found that employee satisfaction in both departments is not related to health 

factors. 

              In Iran and during the last two decades, many researches have been conducted regarding 

the factors and components of job satisfaction. For example, Abron, Safiri and Mirzaei (2019) found 

that the most important factor in causing unemployment and burnout among the employees of 

Sharif University of Technology is comparative dissatisfaction. This dissatisfaction arises as a result 

of some people's feeling of lack of meritocracy and dissatisfaction with the level of salaries or 

benefits relative to the amount of work, which has consequences such as unemployment, 

organizational disharmony and leaving the organization. Azarniushan, Mashaikh, & Mohammadi 

Shirmohalleh (2017) measured the relationship between organizational innovation and teachers' 

job performance and job satisfaction. The findings revealed that organizational innovation has a 

significant effect on of teachers’ job satisfaction. Samani, Darwish, Absi, & Safarzadeh (2015) 

indicated that job satisfaction is the most important indicator influencing employee turnover. 

Bastani, Mustafaei, Sadeghi Far, Karimi & Hamidi (2014) found that the most important factor 

affecting job satisfaction among Iranian nurses is the satisfaction of colleagues and most effective 

factor of their dissatisfaction is the low level of salary and wages. Safi, Mohammadi & Kalahi (2014) 

by examining the relationship between job satisfaction and conflict management and job burnout 

among the employees of a medical center found that three components of job burnout (emotional 

exhaustion, depersonalization and lack of personal success) have an inverse and significant 

relationship with overall satisfaction. Mirzaei and Fathi (2012) examined level of job satisfaction of 

the employees of East Azerbaijan Gas Company and found that level of satisfaction with welfare 

facilities; training & encouragement to the work group, meeting social needs and conflict & role 

confusion are most related to the level of job satisfaction. Zahedi, Koshki Jahormi, Boudelai & 

Gholami (2013) investigated the factors affecting the job satisfaction of employees in an industrial 
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factory in the north of Iran and indicated that three indicators of salary & wages, promotion system 

and welfare facilities had an adverse effect on the level of job satisfaction. Kaldi and Asgari (2003) 

examined the level of job satisfaction of primary school teachers in Tehran, found that the highest 

level of job satisfaction of teachers is affected by factors such as social service, moral values, 

creativity & variety of work, and the lowest level of job satisfaction is affected by factors such as 

lack of sufficient salary, politics of educational system, and job security. 

             Despite the abundance of research related to employee job satisfaction, two points should be 

noted: First, due to the importance of job satisfaction in the process of achieving the organization's 

goals, in the last few decades, many attempts have been made to identify its components by 

researchers and experts in management science, but many researchers have not spent much effort 

to provide a conceptual model of employee satisfaction. Second, the main benefit of preparing and 

designing a model is to measure job satisfaction based on components and elements that 

objectively and clearly determine what actions should or should not be taken by organizational 

leaders and managers. But the important point in this process is that “to what extent the 

components of a job satisfaction model have gained general acceptance and are comprehensive”. In 

fact, evaluating and measuring the usefulness of a model becomes more apparent when we find out 

how difficult it is to measure satisfaction in organizations. Therefore, in order to benefit from the 

application of the job satisfaction model - and take advantage of its benefits - one must have a 

correct understanding of the existing models. All this despite the fact that, firstly, there are not 

many models, and secondly, most of the job satisfaction models are facing serious challenges due to 

non-observance of scientific principles in data collection, vague definition of components and lack 

of appropriate tools to measure each component. 

             These points show the basis of the main problem of the current research and its necessity. 

Therefore, one of the main steps to improve employee job satisfaction is to identify its basic 

components and design a relatively comprehensive model that can help organizational leaders and 

managers in making appropriate decisions to increase employee satisfaction. Considering this brief 

introduction, the general purpose of research is to examine the comparative study of employee 

satisfaction patterns to provide a comprehensive model to the leaders of Iranian organizations. 

According to the overall goal, the sub-goals are: 

 Identifying the components of employee job satisfaction models, 
 Identifying and determining the components of similarities in employee job satisfaction 

models, 
 Identifying and determining the components of differences in employee job satisfaction 

models, 
 Preparation and presentation of the proposed model of employee job satisfaction. 
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2. Research Method 
 
        The research method was qualitatively comparative using content analysis approach. The 

research population includes all models of employee job satisfaction and the samples were selected 

through purposive sampling method. Considering the abundance of related sources, sampling 

continued until reaching theoretical saturation (theoretical saturation in model 14). Documentary 

method was used to collect data. The search for primary and secondary sources was done through 

the application of the Boolean method and the identification of basic words - such as job 

satisfaction, organizational leadership, job commitment, work-home fit, etc. Therefore, primary and 

secondary sources are searched and identified through international information databases - such 

as PubMed, Scopus, Web of Science, Google Scholar and Iranian databases - such as (SID), Islamic 

Scientific Database (ISC), Alamnet, Normag (n=48). External and internal criticism was used to 

evaluate the validity of the data. To analyze the data was through content analysis method and to 

analyze the documents, the researchers extracted the components of each pattern and then 

prepared the tables of juxtaposition and comparison - following the model of agreement & 

difference of John Stuart Mill. 

 

3. Findings 
 
                The results of data analysis are presented in three parts. In the first part, job satisfaction 

models and each components of each model - along with information about the names of the 

designers and year of design - are presented. In the second part, juxtaposition of models is done. 

The third part is dedicated to comparing and determining the similarities and differences, as well as 

presenting the proposed model. 

 

First: Description of job satisfaction models 

Model 1: Job Descriptive Index Model 

             This model, which is basically a job descriptive index and mostly used to measure job 

satisfaction, was created in 1969 by Smith, Kendall and Hulin at Cornell University. The descriptive 

index model measures the job satisfaction of employees through the following five dimensions: a) 

Job characteristics: the extent to which the job is of interest to the individual and provides the 

opportunity for growth and acceptance of responsibility. Here, an assessment of the level of 

satisfaction of the employees is made from things such as diversity & attractiveness of the job, 

transparency of responsibilities and freedom of action; b) Quality of supervision: technical 
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assistance and social support of the head. Here, the level of employee satisfaction is assessed 

through the following elements: knowledge & expertise of the boss, the quality of relations with the 

boss and the support of the boss; c) Communication with colleagues and respect & social balance 

between colleagues. Here, the employee's satisfaction level is evaluated from things such as 

relations with colleagues, help of colleagues and behavior of colleagues; d) Advancement 

opportunities such as chances of advancement and access to advancement opportunities. Here, an 

evaluation of the level of satisfaction of employees is made from things such as existence of 

promotion opportunities, organizational training and attention to ideas and finally, e) Payment 

system, adequacy of payments and the feeling of equality compared to others. Here is an 

assessment of the level of satisfaction of the employees from things such as the amount of salary, 

quality of benefits and justice in payments (Behrouzi, Naami, Shukarkan & Taghipour, 2017) 

(Figure 1). 

 

 

 

 

  Figure 1. Job satisfaction components based on Job Description Index Model 
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2.  Minnesota Satisfaction Model (MSQ) 

 

           In 1967, the Minnesota Job Satisfaction Questionnaire (MSQ) was created by Weiss, Dawis, 

England, & Lofquist with six components: Pay system, job type, advancement opportunities, 

organizational climate, leadership style, and physical conditions (Figure 2). The Minnesota 

Satisfaction Questionnaire was one of the outputs of the "Work Adjustment Project" which is based 

on the basic assumption that "work fit depends on the fit between the individual and the skills and 

reinforcements that exist in the work environment" (Martins & Proença, 2012).  

 

 

Figure 2. Components of job satisfaction based on Minnesota Model 

 

3. Job Satisfaction Model based on Herzberg Two-Factor Theory 
 
              This theory was first proposed by Frederick Herzberg (1968) and specifies the factors that 

affect the level of satisfaction and motivation of a person. These factors include: job satisfaction 

(emotional/healthy) and job dissatisfaction (motivational). Health factors are elements of a job that 

meet basic needs such as safety, rights, fairness and working conditions. When these needs are met, 

employees feel comfortable and satisfied with their role. Motivational factors are the key elements 

of a job that encourage people to stay and grow in a role. When these needs are not met, the project 

team may become dissatisfied with their jobs and look for more challenging roles that allow them 

to grow professionally, learn new skills, or manage greater responsibilities (Akbar Jan, Raj, & 

Subramani, 2016). 
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Figure 3. Components of Job Satisfaction based on Herzberg's Two-Factor Theory 

 

4. Edwin Locke's Model of Job Satisfaction 

            The sphere of influence model is a psychological framework that examines the role of 

emotions in determining people's job satisfaction. This theory-invented by Edwin Locke in 1976- 

states that job satisfaction results from the balance between positive and negative emotional 

experiences in the workplace. According to this theory, higher job satisfaction is caused by more 

positive feelings and less negative feelings. According to Locke, factors affecting the level of 

satisfaction can be divided into two general groups of satisfying factors and dissatisfying factors. 

The first group includes components such as effective leadership, good relationship with managers, 

personal growth, feedback & support, and clear career goals. The second group has components 

such as poor pay, inappropriate working conditions, lack of growth and development, lack of profit 

and lack of job security (Popović, Maletić, Paunović, 2015). 
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Figure 4. Components of job satisfaction based on Edvin Lock's Range of Influence Model 

 

5. Model of Job Characteristics of Hackman & Oldham 

            The job characteristics model provides recommendations on how to better enrich jobs in 

organizations and was designed by Hackman and Oldham in 1976 (Hackman & Oldham, 1976, 

1980). This model provides five characteristics that provide the best job design method, such as: 

skill variety, task identity, important task, autonomy and feedback. The job characteristics model 

states that these characteristics affect the results of motivation, satisfaction and performance. 
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Figure 5. Components of Job Satisfaction based on Hackman & Oldham Model 

 

6. John Stacey Adams' Equality Job Satisfaction Model 

                Equity theory was proposed in the 1960s by behavioral psychologist John Stacey Adams 

(1965). He stated that jobs include continuous evaluation of the amount of "trade" between the 

employer and the employee. The main premise of this model is that job satisfaction and motivation 

are the result of a fair balance between the "inputs" and "outputs" of an employee. Here are some 

common examples of inputs: Hard work, skill level, passion for work, support for colleagues, and 

personal sacrifice. The outputs include: Financial reward, recognition & fame, respect & praise, job 

security and other intangible benefits (Koltko-Rivera, 2006).  

 

 
 

Figure 6. Job Satisfaction Components Based on John Stacey Adams' Equality Model 
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7. Expectation Job Satisfaction Model 

             Victor Harold Vroom, a Canadian psychologist and professor at the Yale School of 

Management, proposed the job expectations model in 1968. This theory works on the assumption 

that people prefer to maximize pleasure and minimize pain. This means that people will behave in a 

way that will bring them the best outcome or reward. This theory relies on the idea that the more 

an employee values the outcome, the more motivated she or he will be to achieve it. Also, the more 

employees try to succeed, the more satisfied they are with receiving that reward (Park & Kim, 

2017). 

 

Figure 7. Components of Job Satisfaction based on Vroom's Expectation Model 

 

8. Self-Determination Theory (SDT)  

            Self-Determination Theory is the result of the work of Richard Ryan and Edward Deci as a 

macro-theory to gain insight into job satisfaction. According to Deci (1971), unlike extrinsic 

motivation -where activities are pursued for an extrinsic goal-, intrinsic motivation leads to the 

initiation of behavior for self-reward. This reward can be, for example, interest or satisfaction. 

According to this model, people can absorb extrinsic motivations into their core feelings and value 

system and change their behavioral framework. Behind this, three universal needs are recognized 

as essential for such integration: The need for competence, autonomy, and communication (Ryan 

and Deci, 2000). 
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Figure 8. Components of Job Satisfaction based on Ryan and Deci's Self-determination Model 

9. Job satisfaction model of Kozarevic, Peric & Delic  

            This model was introduced for the first time by three researchers from Bosnia and 

Herzegovina in the article “Job satisfaction of banking sector employees in the Federation of Bosnia 

and Herzegovina" (Kozarevic, Peric & Delic, 2014). According to the designers of the model, the 

main components of job satisfaction are very broad, but they can be summarized in the following 

elements: Demographic characteristics, management, material rewards, non-material rewards, 

work environment, work social atmosphere and overall life satisfaction.  

 

 

Figure 9. Components of Job Satisfaction based on Kozarevic, Peric & Delic Model 
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10. Fosam, Grimsley & Wisher's Job Satisfaction Model 

                This model was published for the first time by Fosam, Grimsley & Wisher (1998) in the 

article “Exploring models for employee satisfaction with particular reference to a police force" in 

the Journal of Total Quality Management. According to these designers, job satisfaction is affected 

by six factors of satisfaction, employee morale, colleague morale, professional development 

resources & training, quality of services received, and views received from the general public. 

 

 

Figure 10. Components of Job Satisfaction based on Fosam, Grimsley & Wisher Model 

 

11. Job Satisfaction Model of Bucata, Virca & Popescu  

          This model was first proposed by two Romanian researchers Bucata and Virca and their 

Hungarian colleague Popescu (Bucata, Virca & Popescu, 2022). According to these researchers, job 

satisfaction consists of components such as work-life balance, health benefits, respect, reward & 

stability, which follow a hierarchical relationship like the needs in Maslow's pyramid. 
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Figure 11. Components of Job Satisfaction based on Bucata, Virca & Popescu Model 

 

12. Tung, Van Anh &Anh's Job Satisfaction Model 

             This model was published for the first time by three Vietnamese researchers, Tung, Van Anh 

&Anh in the article “The Factors Impact on Employee Satisfaction in Work at Vietnamese Garment 

Enterprises" by the Journal of Business & Management (Tung, Van Anh & Anh, 2019). According to 

these designers, factors such as training, rewards, working conditions, and relationship with 

colleagues affect organizational commitment. Organizational commitment also has two 

consequences, organizational loyalty and job satisfaction. Therefore, the components of 

organizational commitment are common with the components of job satisfaction. 
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Figure 12. Components of Job Satisfaction based on Tung, Van Anh &Anh Model 

 

13. Job Satisfaction Model of Beyene, & Gituma 

            Two African researchers Beyene and Gituma (2017) designed and presented their job 

satisfaction model by examining the effect of demographic factors of employees on job satisfaction. 

According to these researchers, the three main factors affecting job satisfaction are demographic 

factors, internal characteristics of growth & progress in the job, and external characteristics of the 

job. 
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Figure 13. Components of Job Satisfaction based on Beyene, & Gituma Model 

14. International Team Job Satisfaction Model 

                 Affected by the outbreak of the Corona Disease and the increase in remote working hours, 

the research company "International Team" found that after the end of the corona virus, more than 

52% of American employees still want to perform their job duties through both modes of presence 

at the workplace and remotely provided that the choice of how to do the work is their 

responsibility. For this reason, this company presented a new job satisfaction model. The 

components of this model include: A sense of success, optimism of the organization's leader, 

efficient health insurance plans, mixed work models and work-life balance (International Team, 

2021) .  
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Figure 14. Components of Job Satisfaction based on International Team Model 

Second. Juxtaposition of Models  

            In this section, the components of job satisfaction models are put together. Table (1) shows 

the frequency of the main components of job satisfaction according to model and year of design. 

 

Table (1): Frequency of the main components of job satisfaction according to model and year of 
design 

Designer 
 

Year of 
Design  

  Components 
 

Number of 
Components 

John Stacey Adams 
 

1965 
 

Financial reward, recognition and fame, 
respect and praise, job security and other 
intangible benefits 

5 

Weiss, Dawis, 
England, & Lofquist  

1967 
 

Payment system, job type, advancement 
opportunities, organizational atmosphere, 
leadership style and physical conditions 

6 

Frederick Herzberg  
 

1968 
 

Success, growth, recognition, 
responsibility, promotion, job nature, 
management policies, job security, working 
conditions, social status, mutual relations, 
salaries and wages. 

12 
 

Vroom 1968 Effort, Performance, Reward 3 
Smith, Kendall and 
Hulin  

1969 
 

Job characteristics, supervision quality, 
communication with colleagues, 
advancement opportunities, payment 
system 

5 
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Richard Ryan and 
Edward Deci  

1971 
 

Need for competence, autonomy, 
communication 

3 

Edwin Locke  
 

1976 
 

Effective leadership, good relationship with 
managers, personal growth, feedback and 
support, clear career goals 

5 

Hackman and 
Oldham  

1976 
 

Skill variety, task identity, task importance, 
autonomy and feedback 

5 

Fosam, Grimsley & 
Wisher  

1998 
 

Satisfaction, employee morale, colleague 
morale, professional development 
resources and training, quality of service 
received and opinion received from the 
general public 

6 

Kozarevic, Peric & 
Delic  

2014 
 

Demographic characteristics, management, 
material rewards, non-material rewards, 
work environment, work social 
atmosphere and overall life satisfaction 

7 

Beyene, &Gituma  2017 
 

Demographic factors, internal 
characteristics of growth and advancement 
in the job, external characteristics of the job 

3 

Tung, Van Anh & 
Anh  

2019 
 

Training, bonuses, working conditions, 
relationship with colleagues 

4 

International Team 
 

2020 A sense of accomplishment, organizational 
leader optimism, efficient health insurance 
plans, mixed work models and work-life 
balance 

5 

Bucata, Virca & 
Popescu  

2022 Work-life balance, health insurance, 
respect, rewards and stability 

5 

 

          According to the data in Table 1, the following can be inferred in the juxtaposition phase of 

models: 

 
 Paying attention to the job satisfaction of employees as an effective factor in the success of 

organizations has a history of more than 70 years. The oldest model selected in the current 
research is related to John Stacey Adams' equality model, which was designed in the mid-
1960s. 
 

 The 1960s can be considered the beginning of management researchers' interest in 
identifying the components of job satisfaction and designing conceptual models to help 
leaders of organizations. During the last decade, we have again seen the upward growth of 
management professionals' interest in designing job satisfaction models. 

 
 During the two decades of 1960-1970, most of the designers of job satisfaction models 

belonged to advanced countries such as the United States of America. During the last 
decade, we have seen the presence of designers from developing countries. 

 
 The number of suggested components only in the Herzberg's two-factor job satisfaction 

model is more than 10 components. 
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 Among the 14 selected models, six models (about 50% of the models) have five 

components. In total, the designers of these models have named 74 components of job 
satisfaction. 
 

 Among the selected models, only Herzberg's model -with 12 components- and Kozarevic, 
Peric & Delic model -with seven components- have identified more factors in the process of 
obtaining employee satisfaction. 
 

Third. Comparison of job satisfaction models  
 
            The data obtained from the two stages of description and juxtaposition show that the 

designers of job satisfaction models have used sometimes synonymous words for the components. 

Based on this, after identifying the synonymous components, Table 2 was prepared to show which 

component has the highest degree of similarity and difference between the selected models. In 

other words, the purpose of this section is to identify the similarities and differences of job 

satisfaction models in terms of components. 

 
Table (2) Comparison of different models of job satisfaction according to similarities and 
differences of components 
Model/com
ponent 
   
 

Demogr
aphic 
factors 
 

Wor
k-
life 
bala
nce 
 

resp
ect 
 

Relation
ship 
with 
colleagu
es 
 

Job 
stabi
lity 

paym
ent 
syste
m 
 

succe
ss 
and 
progr
ess 

diver
sity 
of 
work 
meth
od 
 

Effecti
ve 
leader
ship 
 

health 
insura
nce 

John Stacey 
Adams 
 

- - * - * * - - - - 

Weiss, 
Dawis, 
England, & 
Lofquist  

- - - - - * * * * - 

Frederick 
Herzberg  
 

- - * * * * * * * - 

Vroom - - - - * * - - - - 

Smith, 
Kendall and 
Hulin  

- - - * - * * * * - 

Ryan and 
Deci  

- - - * - - * * - - 

Edwin 
Locke  
 

- - * - - - *  * - 
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Hackman 
and Oldham  
 

- * - - * - - - - - 

Fosam, 
Grimsley & 
Wisher  

- - * * - * - - - - 

Kozarevic, 
Peric & 
Delic  

* * - - * * - * - - 

Beyene, 
&Gituma  

* - - * - - * * - - 

Tung, Van 
Anh & Anh  

- - - * - *  * - - 

Internation
al Team 
 

- * - - - - * * * * 

Bucata, 
Virca & 
Popescu  

- * * - * * - - - * 

 
              The data analysis shows that ten components can be mentioned which are expressed in 

most of the models. These components include demographic factors, work-life balance, respect, 

relationship with colleagues, job stability, pay system, success & advancement, diversity in work 

practices, effective leadership, and health insurance. Based on this, the following can be inferred 

from the data in Table 2: 

 The payment system component is included more than other components in the selected 

models (nine models). In other words, the greatest similarity between job satisfaction 

models is in the component of the payment system. 

 The component of diversity in doing work and progress & success are common in eight and 

seven models, respectively. 

 The components of demographic factors and health insurance have been selected as 

components of job satisfaction in only two models. 

 The components of relationship with colleagues and job stability are given equally in six 

models. 

 Frederick Herzberg's two-factor model has the most similarities with other models 

(similarity in seven components). Based on this, it can be said that Herzberg's model is 

more comprehensive than other job satisfaction models. 

 Four models are similar to other models in five components. They are: Smith, Kendall & 

Hulin; Kozarevic, Peric & Delic; International Team and Bucata, Virca & Popescu. 
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 Four models are similar to other models only in three components. They are: John Stacey 

Adams, Ryan and Deci, Edwin Locke and Tung, Van Anh & Anh models.  

 The lowest degree of similarity in the component between the models can be seen in the 

Vroom and Heckman-Oldham models (similarity in only two components). 

 

          According to the above-mentioned points, it is now possible to choose the components that 

are more interested by management experts and researchers and there is a general consensus 

about them, according to the abundance of components in the selected models .Then, for use in 

Iranian organizations, these components can be included in the proposed model of job satisfaction: 

 

 

 

 

Figure 15: Proposed job satisfaction model for Iranian organizations 

 

           The proposed model includes six components that are repeated more than other components 

in the selected models. In fact, among the 74 components in fourteen selected models, these six 

components have the maximum acceptance among management science experts in terms of 

shaping the process of employee satisfaction or dissatisfaction. Another point about these 

components in the proposed model is that they are not culture-oriented and can be used in all 

governmental and non-governmental organizations regardless of the influence of social structure 

and organizational traditions. For this reason, the leaders and organizational managers of Iran 

should pay special attention to these components - which are mostly objectively measurable - to 

improve the job satisfaction of their employees. 

Job 
Satisfaction System of Pay 

Progress and 
success 

Variety of work 
methods 

Relationship 
with colleagues 

Job stability 

Respect 
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4. Conclusion  

            Increasing employee job satisfaction is generally not among the priorities of leaders and 

managers of organizations. They are more in pursuit of achieving the goals of the organization and 

its interests. The structure of the management system in Iran organizations follows this model 

more strictly. Traditionally, managers of organizations in Iran - especially in the public sector - are 

less concerned about obtaining employee satisfaction. Therefore, we often see a deep gap between 

managers' demands and employees' expectations. It is obvious that this gap cannot be sustained. 

For this reason, in recent years, the attention of politicians, statesmen, leaders and managers, as 

well as management researchers, has increased to the awareness of employee satisfaction methods 

and strategies. Meanwhile, job satisfaction models are practical guidelines for managers. They 

determine what components can increase the job satisfaction of employees. 

              During the past half century, various models have been prepared and developed to 

determine the dimensions and components of job satisfaction. These models have been prepared 

for various organizations and companies - public and private - as well as different economic sectors 

- agriculture, industry and services. Naturally, this issue creates limitations for the use of each 

model in a different organizational context. For this reason, each of the job satisfaction models has 

its own advantages and limitations, and may not be applicable in all organizations. In addition, 

some models are specifically designed for use in commercial and profit-oriented organizations, 

while others are applicable to non-commercial organizations – educational or social/cultural 

organizations. Therefore, selection a model that can pay attention to the most important 

components of job satisfaction while being relatively comprehensive has become a challenge for 

leaders and managers of organizations. In other words, it is difficult for managers to prepare, 

formulate and implement a suitable model for any organization - from a scientific and financial 

point of view-, while time limits, organizational & personal competitions, and employee 

expectations also do not allow trial and error. Therefore, choosing a relatively comprehensive 

model through the review and comparison of existing models is a rational method. Based on this 

thought, the purpose of this research was to examine job satisfaction models and provide a 

proposed model for Iranian organizations. 

           The findings of research reveal that ten components of work-life balance, demographic 

factors, respect, relationship with colleagues, job stability, payment system, success & progress, 

diversity in work methods, effective leadership and health insurance are common in most of the 

selected models. In other words, some of these components are present in most models, while some 
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are only seen in two or three models. Another finding indicates that the two components of 

payment system and diversity in work methods are most important components from the point of 

view of the designers of models. In fact, the findings of previous researches - both at the 

international level and in Iran - defend the fact that the payment system and its sub-variables such 

as financial & material rewards, reward system, and medical services strongly affect the level of 

satisfaction. This situation is more evident in organizations in societies that are severely affected by 

inflation and periodic economic recession - such as Iran. Also, diversity in the ways of doing work - 

especially after the outbreak of Corona and the increase in working hours - is an effective factor for 

improving the job satisfaction of employees. 

             Regarding the proposed model, it should be said that the choice of a special job satisfaction 

model and its application in organizations strongly depends on the values, goals, missions, 

resources & needs, organizational culture and ability of managers & employees. Therefore, 

management experts and organizational leaders should carefully choose the most suitable model 

according to the role of these variables. By considering the conditions of organizations in Iran, the 

researchers tried to firstly, present a model that is not affected by the social context and factors 

such as ethnic and linguistic culture, and secondly, they selected most important components of 

selected models - considering approach of repetition, similarity and difference. In addition, 

considering the complexity of the models and organizational conditions in Iran, it is suggested that 

the managers select a suitable period of time - one year or five years – to evaluate the proposed 

model. It is also recommended organizations leaders to add some other components in proposed 

model - which are more suitable to the goals and functions of their organization - or remove the 

inappropriate component. 

 

References  

Abron, F; Safiri, K, H. & Mirzaei, K,H. (2019). Sociological analysis of the role of comparative 
dissatisfaction in creating job unemployment (case study: employees of Sharif University), 
Iranian Journal of Social Development Studies, 12(3), 117-131, [in Persian] 

 
Akbar Jan, N; Raj, N; Subramani, A.K. (2016). Employees‟ Job Satisfaction in Information 

Technology Organizations in Chennai City - An Empirical Study, Asian Journal of Research in 
Social Sciences and Humanities, 6( 4), 602-614. 

 
Alghamdi, F. (2015). Another Look at Job and Life Satisfaction among Employees: Evidence from a 

Developing Country, American Journal of Industrial & Business Management, 5, 11-19. 
doi: 10.4236/ajibm.2015.51002. 

 

http://dx.doi.org/10.4236/ajibm.2015.51002


A Comparative Study of Employee Satisfaction Patterns …. 
 

 

3095   Iranian Journal of Comparative Education, 7(3), 3072-3098 

 

Azarniushan, M., Mashaikh, M., and Mohammadi Shirmohalleh, F. (2017). Relationship between 
organizational innovation and teachers' job performance and job satisfaction, Innovation & 
Creativity in Human Sciences, 8(3), 75-94. SID. https://sid.ir/paper/223418/fa 

 
Bastani, P; Mustafaei, D. Sadeghi Far, J.; Karimi, S. & Hamidi, H. (2014). Factors affecting employee 

satisfaction according to the Smith-Kendall-Hallin model in a teaching hospital: A case 
study, Health-centered Research, 1(2), 176-167, [in Persian] 

 
Behrouzi, N; Naami, A; Shukarkan, H; Taghipour, M. (2007). Comparison of organizational justice, 

job satisfaction and mental health of disabled and non-disabled employees of government 
organizations in Ahvaz city, Journal of Educational Sciences & Psychology, 3(15), 152-132, [in 
Persian] 

 
Beyene, T., &Gituma, M. (2017). The influence of employee demographic factors on job satisfaction: 

A case study of Segen Construction Company, Eritrea. African Journal of Business 
Management, 11(21), 608-618. 

 
Bucata, G; Virca, I & Popescu, F. (2022). Organizational Commitment, Motivation & Job Satisfaction, 

Management & Economics, 124-133, available at : 
https://www.researchgate.net/publication/361442268_Organisational_Commitment_Moti
vation_and_Job_Satisfaction/link/62b5bf73d49f803365b6f462/download?_tp=eyJjb250ZX
h0Ijp7ImZpcnN0UGFnZSI6InB1YmxpY2F0aW9uIiwicGFnZSI6InB1YmxpY2F0aW9uIn19 

 
Cascio, W.F. & Montealegre, R. (2016). How Technology Is Changing Work and Organizations, 

Annual Review of Organizational Psychology and Organizational Behavior, available at: 
https://www.researchgate.net/journal/Annual-Review-of-Organizational-Psychology-and-
Organizational-Behavior-2327-0616 

 
Danielsson, C. B.,& Bodin, L. (2008). Office Type in Relation to Health, Well-Being, and Job 

Satisfaction among Employees, Environment and Behavior, 40(5), 636–668. 
https://doi.org/10.1177/0013916507307459 

  
Deci, E. L. (1971). Effects of externally mediated rewards on intrinsic motivation, Journal of 

Personality & Social Psychology, 18, 105–115 
 
DeSantis, V. S., & Durst, S. L. (1996).Comparing Job Satisfaction among Public- and Private-Sector 

Employees, American Review of Public Administration, 26(3), 327–343. 
https://doi.org/10.1177/027507409602600305 

 

Field, J., (2008). Job Satisfaction Model for retention, available at: 
http://talentedapps.wordpress.com/2008/04/11/job-satisfaction-model-for-retention/ 

 
Fosam, E.B., Grimsley, M.F.J. & Wisher, S.J. (1998), “Exploring models for employee satisfaction-with 

particular reference to a police force”, Total Quality Management, No. 9,pp. 235-47 
 
Gandrita, D.M. Gandrita, A.S &Rosad, D.P. (2022).Overcoming Remote Leadership Challenges: 

Lessons Learned from Covid-19, Journal of Business & Management Studies, 4(4):170-183, 
available at: 
https://www.researchgate.net/publication/365999632_Overcoming_Remote_Leadership_C
hallenges_Lessons_Learned_from_Covid-19 

https://sid.ir/paper/223418/fa
https://www.researchgate.net/profile/Ramiro-Montealegre?_sg%5B0%5D=B-OJ6eXwPfo_ZVFc2LRPcu6SNRBNgXbtpHhOpzxTbyR97XK6EjUW5dK2hBic24BayWsgGi4.Flu3vgVUGYLhq6EqYi4dGmHg9Q1nqlyhzQQGYRbW9HupKG73G_3IkVPILCNJO4c-Rqa9aPtR53RwBKz4_FAeEg&_sg%5B1%5D=SwQeqsaolUk-aX6uf_4LE36903Z-X-pkpFXInyf27SacWiMZnsjPXsoU8XAdxwsPKcs-3Rc.oTnUE7LF7lFo7MazoZlacU5KZR0HzW6h3ZsjvKas7T1i8NFyUn6a4966HQgYC_387yW5ZjNPaX5qB9Rz-Y8Fzg&_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6Il9kaXJlY3QiLCJwYWdlIjoicHVibGljYXRpb24ifX0
https://www.researchgate.net/journal/Annual-Review-of-Organizational-Psychology-and-Organizational-Behavior-2327-0616
https://www.researchgate.net/journal/Annual-Review-of-Organizational-Psychology-and-Organizational-Behavior-2327-0616
https://doi.org/10.1177/0013916507307459
https://doi.org/10.1177/027507409602600305
http://talentedapps.wordpress.com/2008/04/11/job-satisfaction-model-for-retention/
https://www.researchgate.net/publication/365999632_Overcoming_Remote_Leadership_Challenges_Lessons_Learned_from_Covid-19
https://www.researchgate.net/publication/365999632_Overcoming_Remote_Leadership_Challenges_Lessons_Learned_from_Covid-19


A Comparative Study of Employee Satisfaction Patterns …. 
 

 

3096   Iranian Journal of Comparative Education, 7(3), 3072-3098 

 

 

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of a 
theory. Organizational Behavior & Human Performance, 16(2), 250–
279. https://doi.org/10.1016/0030-5073(76)90016-7 

 

Herzberg, F. (1968). One More Time: How Do You Motivate Employees?", Harvard Business 
Review, 46 (1): 53–62. 

 

IssaGazi, M.A.; Islam, M.A.; Sobhani, F.A.; Dhar, B.K. (2022). Does Job Satisfaction Differ at Different 
Levels of Employees? Measurement of Job Satisfaction among the Levels of Sugar Industrial 
Employees, Sustainability, 14, 3564, available at: https://doi.org/10.3390/su14063564 

 

Kaldi, A., & Asgari, G. (2003). Investigating the level of job satisfaction of primary school teachers in 
Tehran, Psychology & Educational Sciences, 33(1), 103-120, SID, 
https://sid.ir/paper/55626/fa, [in Persian] 

 
Koltko-Rivera, M. E. (2006). Rediscovering the Later Version of Maslow’s Hierarchy of Needs: Self-

Transcendence and Opportunities for Theory, Research, and Unification, Review of General 
Psychology, 10, 4, 302–317, Retrieved 
from: http://academic.udayton.edu/jackbauer/Readings%20595/Koltko-
Rivera%2006%20trans%20self-act%20copy.pdf 

 
Kozarevic, E; Peric, E & Delic, A. (2014). Job satisfaction of banking sector employees in the 

Federation of Bosnia and Herzegovina, Economia Seria Management, 17(1), 30-49, available 
at: 
https://econpapers.repec.org/article/romeconmn/v_3a17_3ay_3a2014_3ai_3a1_3ap_3a30-
49.htm 

 
Lee, H.-W., Robertson, P. J., & Kim, K. (2020). Determinants of Job Satisfaction among U.S. Federal 

Employees: An Investigation of Racial and Gender Differences. Public Personnel 
Management, 49(3), 336–366. https://doi.org/10.1177/0091026019869371 

 

Maidani, E. A. (1991). Comparative Study of Herzberg’s Two-Factor Theory of Job Satisfaction 
among Public and Private Sectors. Public Personnel Management, 20(4), 441–448. 
https://doi.org/10.1177/009102609102000405 

 

Mansori A, Safari S, Abbasi D, Salehi M. The path analysis model application in explaining effective 
factors of Job satisfaction (case study: general custom office of Islamic republic of Iran). 
Organizational Culture Management, 6(17):89-110. Persian 

 
Markovits, Y., Davis, A. J., & van Dick, R. (2007). Organizational Commitment Profiles and Job 

Satisfaction among Greek Private and Public Sector Employees, International Journal of 
Cross Cultural Management, 7(1), 77–99. https://doi.org/10.1177/1470595807075180 

 

Martins, H. and Proença,T. ( 2012). Minnesota Satisfaction Questionnaire Psychometric Properties 
and Validation in a Population of Portuguese Hospital Workers, FEUP-UP, Faculty of 
Engineering, University of Porto, https://wps.fep.up.pt/wps/wp471.pdf 

 
Mirzaei, H. & Fathi, L. (2012). Studying the level of job satisfaction of employees of East Azerbaijan 

Gas Company, Sociological Studies, 5(18), 151-137, [in Persian] 

https://psycnet.apa.org/doi/10.1016/0030-5073(76)90016-7
https://web.archive.org/web/20150222035006/http:/www.facilitif.eu/user_files/file/herzburg_article.pdf
https://doi.org/10.3390/su14063564
http://academic.udayton.edu/jackbauer/Readings%20595/Koltko-Rivera%2006%20trans%20self-act%20copy.pdf
http://academic.udayton.edu/jackbauer/Readings%20595/Koltko-Rivera%2006%20trans%20self-act%20copy.pdf
https://econpapers.repec.org/article/romeconmn/
https://doi.org/10.1177/0091026019869371
https://doi.org/10.1177/009102609102000405
https://doi.org/10.1177/1470595807075180
https://wps.fep.up.pt/wps/wp471.pdf


A Comparative Study of Employee Satisfaction Patterns …. 
 

 

3097   Iranian Journal of Comparative Education, 7(3), 3072-3098 

 

 
Moro, S., Ramos, R. F., & Rita, P. (2020). What drives job satisfaction in IT companies? International 

Journal Of Productivity & Performance Management, available at: 
https://doi.org/10.1108/IJPPM-03-2019-0124 

 
OECD, (2018). Transformative Technologies and Jobs of the Future, Background report for the 

Canadian G7 Innovation Ministers’ Meeting MONTREAL, CANADA, available at: 
https://www.oecd.org/sti/inno/transformative-technologies-and-jobs-of-the-future.pdf 

 
Owl Labs, (2020).State of Remote Work, available at: https://resources.owllabs.com/state-of-

remote-work/2020 
 
Park, S; Kim, S. (2017). The Linkage between Work Unit Performance Perceptions of U.S. Federal 

Employees and Their Job Satisfaction: An Expectancy Theory, Transylvanian Review of 
Administrative Sciences, 1, 77-93, Available at: 
https://www.rtsa.ro/tras/index.php/tras/article/view/535>. Date accessed: 08 Sep. 2023. 
doi:http://dx.doi.org/10.24193/tras.52E.5. 

 
Popović, B; Maletić, R &Paunović, T. (2015). Employee Satisfaction Survey in Function of Business 

Improvement, Management Journal of Sustainable Business & Management Solutions in 
Emerging Economies, 76, 31-40 

 
Ryan, R. M., &Deci, E. L. (2000).Self-determination theory and the facilitation of intrinsic motivation, 

social development, and well-being, American Psychologist, 55(1), 68–78. 
 
Safi, M. H, Mohammadi, F. & Klahi, A. (2014). The relationship between job satisfaction and conflict 

management and employee burnout, Social Health, 2(4), 266-274, SID. 
https://sid.ir/paper/253911/fa, [in Persian] 

 
Samani, A., Darwish, H., Absi, S., & Safarzadeh, H. (2015). Identifying effective factors on 

organizational evasion with the approach of administrative system reform roadmap in the 
Ministry of Communications and Information Technology, Management of Government 
Organizations, 4(4), 101-114, SID, https://sid.ir/paper/261501/fa, [in Persian] 

 
Shun-Hsing Chen, S; Yang, C, Shiau, J &Wang, H. (2006). The development of an employee 

satisfaction model for higher education, The TQM Magazine, 18(5), 484-500 
 
Smith PC, Kendall LM, Hulin C. L. (1969). The Measurement of Satisfaction in Work and Retirement: A 

Strategy for the Study of Attitudes: Rand McNally  
 

Srimarut, T. &Mekhum, W. (2020).  The Influence of Workload and Co-Worker Attitude on Job 
Satisfaction among Employees of Pharmaceutical Industry in Bangkok, Thailand: The 
Mediating Role of Training. Systematic Reviews in Pharmacy, 11 (2), 603-611 

 
Stacey Adams, J. (1965). Inequity in Social Exchange, Advances in Experimental Social Psychology, 

2,  267-299 
 
Sweeney, A.P; Hohenshil , T. H & Fortune, J.C. (2011). Job satisfaction among employee assistance 

professionals: a national study, Journal of Employment Counseling, 39(2), 5--
60https://onlinelibrary.wiley.com/doi/abs/10.1002/j.2161-1920.2002.tb00837.x 

https://doi.org/10.1108/IJPPM-03-2019-0124
https://www.oecd.org/sti/inno/transformative-technologies-and-jobs-of-the-future.pdf
https://resources.owllabs.com/state-of-remote-work/2020
https://resources.owllabs.com/state-of-remote-work/2020
https://www.rtsa.ro/tras/index.php/tras/article/view/535
http://dx.doi.org/10.24193/tras.52E.5
https://sid.ir/paper/253911/fa
https://www.sciencedirect.com/bookseries/advances-in-experimental-social-psychology
https://www.sciencedirect.com/bookseries/advances-in-experimental-social-psychology/vol/2/suppl/C
https://onlinelibrary.wiley.com/doi/abs/10.1002/j.2161-1920.2002.tb00837.x


A Comparative Study of Employee Satisfaction Patterns …. 
 

 

3098   Iranian Journal of Comparative Education, 7(3), 3072-3098 

 

 
Sypniewska, B., Baran, M. &Kłos, M. Work engagement and employee satisfaction in the practice of 

sustainable human resource management – based on the study of Polish 
employees,  International Entrepreneurship and Management Journal, 19(3), 1-32,  
https://doi.org/10.1007/s11365-023-00834-9 

 

Team International, (2021). Factors That Affect Your Employees’ Job Satisfaction During the COVID-
19 Pandemic, Team International, 7 December, available at: 
https://www.teaminternational.com/employees-job-satisfaction-pandemic/ 

 
Tung, H.T; Van Anh, N.T & Anh, P.T. T. (2019). The Factors Impact on Employee Satisfaction in Work 

at Vietnamese Garment Enterprises, Open Journal of Business & Management,7, 666-679, 
available at : http://www.scirp.org/journal/ojbm 

 
Yusof, M.D. Z.  Misiran, M. & Harun, N, H. (2014) . Job satisfaction among employees in a 

manufacturing company in North Malaysia, Asian Journal of Applied Sciences, 2 (01), 79-87 
 

Vroom, Victor H. (1968). Towards a Stochastic Model of Managerial Careers, Administrative Science 
Quarterly, 13 (1), 26–46 

 

Weiss, D., Dawis, R., England, G., &Lofquist.L. (1967).  Manual for the Minnesota Satisfaction 
Questionnaire , Minnesota Studies on Vocational Rehabilitation, 22, Minneapolis: University 
of Minnesota, Industrial Relations Center, 110-111, available at : 
https://vpr.psych.umn.edu/sites/vpr.umn.edu/files/files/monograph_xxii_-
_manual_for_the_mn_satisfaction_questionnaire.pdf 

 
Zahedi, S.H; Koshki Jahormi, A.; Boudelai, H. & Gholami, M. (2012). Studying the factors affecting job 

satisfaction of academic staff and providing ways to improve it, Human Resource 
Management Research, 1(2), 39-61, [in Persian] 

 

https://doi.org/10.1007/s11365-023-00834-9
http://www.scirp.org/journal/ojbm
https://scales.arabpsychology.com/s/minnesota-satisfaction-questionnaire-2/
https://scales.arabpsychology.com/s/minnesota-satisfaction-questionnaire-2/

