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Abstract 
This study adopts a systematic literature review (SLR) approach to comprehensively 

examine the mechanisms through which rewards influence employees' job satisfaction. First, 
the study provides a detailed review of the evolving definitions of rewards, encompassing 
multiple dimensions such as intrinsic and extrinsic rewards, economic and non-economic 
rewards, as well as tangible and intangible forms. These definitions not only highlight the 
diversity of rewards but also underscore their unique role in employee motivation. The study 
emphasizes the critical role of rewards in fostering positive employee attitudes toward work, 
particularly in building organizational support, enhancing personal achievement, and shaping 
a favorable work environment.Second, this research analyzes the complex and multifaceted 
relationship between rewards and job satisfaction, revealing the moderating effects of 
cultural contexts, industry characteristics, and individual differences. The findings indicate 
that reward fairness, types, and implementation methods are key variables influencing job 
satisfaction. Furthermore, rewards not only enhance job satisfaction but also contribute to 
organizational effectiveness by promoting organizational citizenship behavior (OCB), 
strengthening employee loyalty, and improving job performance. This study provides a 
theoretical basis for optimizing reward mechanisms and practical management strategies. 
Keywords: Rewards, Job Satisfaction, Intrinsic Rewards, Extrinsic Rewards, Organizational 
Citizenship Behavior (OCB)  
 
Introduction 

Rewards and job satisfaction are key research topics in the fields of organizational 
behavior and human resource management. As a primary tool for motivating employees, 
rewards have been extensively examined in theoretical discussions and are widely recognized 
in practice as critical factors for enhancing employee performance and organizational 
effectiveness. Job satisfaction, on the other hand, serves as an important indicator of 
employees’ attitudes toward their work and work environment and is closely associated with 
employee well-being, organizational citizenship behavior (OCB), and organizational loyalty. 
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In recent years, globalization and increased economic pressures have led 
organizations to reassess their reward systems. Research suggests that effective rewards not 
only fulfill employees' basic needs but also stimulate their potential through intrinsic 
motivation, ultimately enhancing overall job satisfaction (Herzberg, 1959; Deci & Ryan, 1985). 
However, the types of rewards and their implementation methods may have distinctly 
different effects on employee satisfaction. For instance, economic rewards, such as salaries 
and bonuses, and non-economic rewards, such as career development opportunities and 
recognition, play different roles in motivational mechanisms, each with its own strengths and 
limitations (Armstrong & Murlis, 2007). 

 
Furthermore, modern organizations increasingly recognize the importance of reward 

fairness in shaping job satisfaction. Studies have found that employees’ perceptions of 
fairness in reward distribution not only influence their attitudes toward the organization but 
also directly affect their work motivation and turnover intentions (Rasch & Szypko, 2013). 
Simultaneously, the forms and content of rewards have evolved over time. From traditional 
monetary incentives to comprehensive reward models that address employees’ psychological 
and emotional needs, rewards have become multi-dimensional tools for enhancing both job 
satisfaction and organizational performance (WorldatWork, 2006; Madhani, 2021). 

 
Although extensive literature has explored the relationship between rewards and job 

satisfaction, there remains a research gap in understanding how rewards influence 
satisfaction by meeting employees’ needs and shaping organizational culture. Additionally, 
the effectiveness of rewards in different types, cultural contexts, and industries has yet to 
yield definitive conclusions. Therefore, this study aims to systematically review the existing 
research on the impact of rewards on job satisfaction, analyze the underlying mechanisms, 
and provide theoretical support and practical guidance for future research. 
 
Research Significance 

This study employs a systematic literature review to investigate the relationship 
between rewards and job satisfaction, offering new perspectives for both theory and practice. 
By integrating existing literature, the paper not only deepens the understanding of the 
multidimensional nature of the reward concept and its impact on job satisfaction but also 
provides a basis for managers to optimize motivational mechanisms, helping to enhance 
employee satisfaction and their commitment to the organization. Furthermore, this research 
summarizes the progress and shortcomings in the field of rewards and job satisfaction, 
pointing out directions for future studies. It calls for more empirical research in different 
cultural and industry contexts to more comprehensively reveal the diversity of rewards and 
their influencing mechanisms. 
 
Research Methodology 

To address the specific research question, this study adopts the Systematic Literature 
Review (SLR) method. The SLR approach emphasizes a rigorous and transparent research 
process to ensure that the findings can be replicated by other researchers. In recent years, 
SLR has gained increasing recognition and attention in the fields of business and management 
(McGuire, 2021; Dangelico & Vocalelli, 2017). Following the SLR process recommended by 
Tranfield et al. (2003), relevant secondary data were systematically retrieved and collected 
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from well-established databases, including Scopus, Web of Science, and Google Scholar, 
ensuring consistency with prior research methodologies. 

 
The literature review findings closely related to this research topic have been 

synthesized into the grid diagram below. This grid diagram aims to present and integrate the 
key findings from previous studies, providing readers with a clear and comprehensive 
overview of the existing research landscape. 

 
 
Literature Review on Rewards and Job Satisfaction 
Concepts and Types of Rewards 

Rewards, as essential motivators and compensations for employees within 
organizations, have long been a prominent topic in management and psychology research. 
Various theories and studies have attempted to define and explain the concept of "rewards" 
from different perspectives and dimensions. 

 
First, Bratton and Gold (2003) provided a relatively comprehensive definition of 

rewards, describing them as all monetary, non-monetary, and psychological compensations 
offered by organizations to employees in exchange for their work. This definition underscores 
the multifaceted nature of rewards, encompassing monetary, non-monetary, and 
psychological aspects. 
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Regarding economic and non-economic rewards, scholars such as Armstrong and 
Murlis (2007) and Jiang and Birch (2012) have made detailed distinctions. Economic rewards 
mainly refer to monetary and financial benefits directly tied to work and individual 
contributions, such as bonuses, commissions, profit sharing, and various allowances. In 
contrast, non-economic rewards focus on intangible benefits, including recognition, praise, 
participation in decision-making, career development opportunities, and on-the-job training. 

 
The distinction between intrinsic and extrinsic rewards is another important 

dimension in reward research. Herzberg’s two-factor theory (1959, 1966) differentiated 
intrinsic rewards (e.g., a sense of achievement) that influence job satisfaction from extrinsic 
rewards (e.g., salary and benefits) that influence dissatisfaction. Similarly, Deci and Ryan’s 
self-determination theory (1985, 2000) explored these two types of rewards and emphasized 
the role of intrinsic rewards in fostering self-driven motivation and improving job 
performance. Intrinsic rewards typically involve intangible elements such as responsibility, 
autonomy, and recognition, while extrinsic rewards are associated with tangible aspects like 
salary, benefits, and bonuses (Deci et al., 1989; Deci & Ryan, 2000). 

 
The classification of tangible and intangible rewards focuses on the specific forms of 

rewards. According to Madhani (2021), tangible rewards are explicitly provided by 
organizations, measurable, and include basic salary, performance bonuses, commissions, and 
potential non-cash rewards (e.g., goods or services). In contrast, intangible rewards include 
job satisfaction, enhanced self-esteem, and recognition within the organization, such as 
formal or informal praise, which contribute to employees' sense of value and appreciation. 

 
The WorldatWork Association (2006) introduced a comprehensive total rewards 

model encompassing five dimensions: compensation, benefits, work-life balance, 
performance and recognition, and development and career opportunities. This model 
highlights the multidimensional and holistic nature of rewards, integrating compensation and 
recognition into a broader reward framework. Additionally, as Armstrong (2010) noted, the 
components of total rewards also include learning and development, work environment, and 
recognition programs, further expanding the scope and impact of rewards. 
 
Concepts and Evolution of Job Satisfaction 

Job satisfaction, as a core concept in organizational behavior and human resource 
management, has been extensively studied by numerous scholars who have provided various 
definitions. Although these definitions differ in wording, they generally focus on job 
satisfaction as an emotion, attitude, fulfillment of needs, and a response to the work 
environment. 

 
First, regarding emotional and psychological states, Hoppock (1935) was one of the 

earliest scholars to define job satisfaction, describing it as employees’ positive feelings about 
the psychological and physical factors related to their work. This definition emphasizes the 
relationship between job satisfaction and individuals’ psychological and physiological 
responses to the work environment. Locke (1976) defined job satisfaction as “a pleasurable 
or positive emotional state resulting from the appraisal of one’s job or job experiences.” This 
definition highlights emotional states, focusing on how individuals evaluate and feel about 
their work. Organ and Ryan (1995) regarded job satisfaction as an emotional state, inherently 
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an attitude. Mullins (2005) related job satisfaction to motivation, suggesting that while the 
two are connected, their relationship remains unclear. Job satisfaction is more of an attitude 
or intrinsic state than motivation itself. Aziri (2011) defined job satisfaction as a feeling 
derived from the perception that work satisfies both material and psychological needs. 
Similarly, Robbins and Judge (2017) argued that job satisfaction is a positive feeling about 
one’s work based on the evaluation of its characteristics. 

 
Second, in terms of attitudes and perceptions, Spector (1997) defined job satisfaction 

as people’s feelings about their job and its various aspects, representing the degree to which 
they like (satisfaction) or dislike (dissatisfaction) their work. Weiss et al. (1967) considered job 
satisfaction as workers’ attitudes and opinions toward their job and its associated 
environment, encompassing both intrinsic and extrinsic satisfaction. Davis et al. (1985) 
described job satisfaction as employees’ positive or negative feelings about their work. 
Armstrong (2006) further elaborated, stating that job satisfaction reflects people’s attitudes 
and feelings about their work, where positive attitudes indicate satisfaction and negative 
attitudes indicate dissatisfaction. According to Kong et al. (2018), job satisfaction reflects 
employees’ overall positive attitude toward their work. Similarly, Andreas (2022) concluded 
that job satisfaction refers to the positive or negative attitudes individuals hold toward their 
job activities. 

 
Next, concerning need fulfillment and rewards, Togia et al. (2004) proposed that job 

satisfaction is a function of how well an individual’s needs are met through their work. This 
definition takes a needs-based approach, focusing on how the work environment fulfills 
personal needs. Statt (2004) defined job satisfaction as the degree to which workers feel 
satisfied with the rewards they receive from their job, particularly intrinsic motivation. This 
definition highlights the link between job satisfaction and intrinsic motivation. 

 
Finally, considering work roles and the environment, Vroom (1964) defined job 

satisfaction as the emotional orientation individuals have toward their current occupational 
roles. This definition portrays job satisfaction as an emotional experience associated with 
individuals’ professional roles. Wright (2006) defined job satisfaction as employees’ 
subjective responses to their work environment, including psychological, physiological, and 
workplace conditions. This definition views job satisfaction as a comprehensive and 
multidimensional concept. 
 
The Multifaceted Impacts of Rewards 

In the field of employee rewards, numerous scholars have extensively explored the 
relationships between rewards and various work-related variables. 

When examining the relationship between rewards and organizational citizenship 
behavior (OCB), research has found that anticipated rewards can motivate employees to 
exhibit more OCB (Korsgaard et al., 2010). This suggests that employees are more likely to 
engage in OCB when they expect to receive some form of reward or recognition. According 
to N. P. Podsakoff et al. (2009), rewards are also an outcome of OCB. Specifically, employees 
who demonstrate higher levels of OCB are more likely to receive favorable performance 
evaluations and reward allocations. 
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Regarding the relationship between rewards and employee loyalty, studies indicate 
that satisfactory rewards and a supportive work environment can enhance employee loyalty 
and reduce turnover intentions (Srenitzerova & Achimsky, 2019; Ya-Hsin & Hung-Sheng, 2017). 
For instance, in certain contexts, financial rewards, such as salary increases, have been found 
to significantly impact job satisfaction and employee loyalty (Mazlan et al., 2021). A 
comprehensive reward strategy is considered a crucial factor in maintaining employee loyalty 
to an organization (Abdullah, 2011; Gupta & Shaw, 2014; Iqbal et al., 2015). 

 
Rewards have also been found to have a positive impact on employee motivation. As 

a form of positive reinforcement, rewards are believed to guide and shape employee behavior 
to align with organizational expectations and goals (Chiang & Birtch, 2012; Adeoye, Atiku, & 
Fields, 2016). Both financial and non-financial rewards are considered effective motivators 
that satisfy a wide range of human needs and desires, thereby fostering intrinsic motivation 
(Maslow, 1954). 

 
In exploring reward fairness, research emphasizes the critical importance of equitable 

reward distribution. Employees’ perceptions of reward fairness are considered significant 
factors in shaping their attitudes and behaviors (Dessler, 2016; Rasch & Szypko, 2013). For 
example, when employees perceive rewards to be fairly distributed, they are more likely to 
exhibit positive OCB (Begum et al., 2012). 

 
Rewards are also closely linked to employee and organizational performance. An 

appropriate reward system is regarded as an effective mechanism for motivating employees 
to enhance job performance (Koo et al., 2020b; Lawler, 1990). For instance, when employees 
believe their efforts will be rewarded accordingly, they are more likely to invest greater effort 
into their work (Aktar et al., 2012). 

 
Comprehensive reward strategies, encompassing both financial and non-financial 

rewards, are recognized as essential tools for motivating employees and improving job 
satisfaction, loyalty, and performance (Abdullah, 2011; Gupta & Shaw, 2014). Properly 
designed and implemented reward systems can help organizations achieve better business 
outcomes and higher employee satisfaction (Armstrong, 2010; WorldatWork, 2006). 
 
Antecedents of Job Satisfaction 

Exploring the multifaceted and complex nature of job satisfaction requires 
understanding the diverse factors that influence its formation. Job satisfaction results from 
the interplay of various dimensions, such as compensation, work environment, leadership 
style, personal characteristics, and organizational culture. For instance, Yang and Kassekert 
(2009) emphasized these factors in the context of public administration, while Christen, Iyer, 
and Soberman (2006) pointed out that these influences may vary depending on job tasks. 

 
Organizational culture and climate have a profound impact on employees' job 

satisfaction. Patah, Zain, Abdullah, and Radzi (2009) found that positive work climates and 
strong organizational support significantly enhance employee satisfaction through their 
evaluation of work atmosphere and employment conditions. 
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Leadership style is another critical determinant of job satisfaction. Research by Chen 
and Ching (2011) and Yammarino and Dubinsky (1994) explored the positive effects of 
transformational and transactional leadership on job satisfaction. Transformational 
leadership is particularly effective in motivating employees, fostering innovation, and driving 
change, while transactional leadership focuses on reward and punishment mechanisms. 
Medley and Larochelle (1995) further highlighted a positive correlation between 
transformational leadership and job satisfaction, underscoring the importance of leaders' 
encouragement, inspiration, and support for team members. 

 
Employee participation, empowerment, and feedback are essential in boosting job 

satisfaction. Bhatti and Qureshi (2007) found that employee involvement in organizational 
activities significantly improves job satisfaction by enhancing employees' sense of control and 
belonging. Similarly, Snipes et al. (2005) emphasized the positive impact of empowerment on 
attitudinal responses and job satisfaction, noting that employees who feel their opinions and 
actions can influence outcomes exhibit higher satisfaction and engagement. McAfee et al. 
(1995) examined the influence of discretion, outcome feedback, and process feedback on job 
satisfaction, revealing that appropriate autonomy and timely feedback are crucial for 
improving satisfaction. Kurja et al. (2016) further emphasized that when empowerment is 
coupled with training and development opportunities, employees' understanding and 
efficiency improve, leading to higher job satisfaction and organizational commitment. 

 
Compensation structures and reward systems also play a significant role in shaping 

job satisfaction. Ineson et al. (2000) and Lam et al. (2001) highlighted the direct importance 
of salary levels on job satisfaction. Moreover, Ileana Petrescu and Simmons (2008) focused 
on performance-based pay and seniority-based reward systems, demonstrating that the 
design of compensation structures has a notable impact on employee satisfaction. Aksu and 
Alan (2005) explored the sensitivity of salary issues and their complex effects on job 
satisfaction, indicating that compensation is not merely an economic issue but also closely 
tied to employees' perceptions and expectations. 

 
In terms of reward systems, Bateman and Organ (1983), Organ and Konovsky (1989), 

and Schnake et al. (1995) investigated the relationship between reward systems (e.g., 
bonuses, promotions) and job satisfaction, emphasizing the importance of other forms of 
rewards beyond salary in enhancing employee satisfaction. Hsieh (2011) further studied the 
impact of material and social rewards on job satisfaction, while Ardiansyah and Wulansari 
(2018) highlighted the role of rewards in improving individual performance. Finally, 
Chimanikire et al. (2007) concluded that when employees perceive a balance between their 
contributions and the rewards they receive, job satisfaction improves, emphasizing the 
importance of fairness and proper recognition. 

 
Additionally, investments in employee development, education, and training are 

critical for influencing job satisfaction. Choi and Dickson (2010) highlighted the importance of 
effective training programs in enhancing employee satisfaction, finding that such programs 
not only improve employees' skills and capabilities but also boost their satisfaction with their 
work. 
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The relationship between job characteristics and satisfaction is multifaceted. Tsigilis 
et al. (2006) focused on job characteristics such as workload and time pressure, noting that 
these factors can negatively impact employee satisfaction. Kazemzadeh and Bashiri (2005) 
expanded this area by examining the combined effects of job characteristics, employee 
motivation, education, and salary on satisfaction. 

 
Physical factors in the work environment also significantly influence employee 

satisfaction. Ceylan (1998) highlighted the importance of comfortable workplaces, proper 
ventilation, adequate lighting, and temperature control in enhancing satisfaction. 
Hadjimanolis and Boustras (2013) emphasized the role of health and safety policies in 
improving job satisfaction, noting that a safe and healthy work environment is essential for 
both employee satisfaction and productivity. 

 
Interpersonal relationships and social support are also vital components of job 

satisfaction. Robbins (2002) noted that good interpersonal relationships and social support 
not only significantly improve job satisfaction but also enhance overall work efficiency. Judge 
and Bono (2001) explored the influence of situational and personality factors on job 
satisfaction. Schermerhorn, Hunt, and Osborn (1994) stressed the importance of 
interpersonal relationships within organizations, particularly between leaders and 
subordinates. Williams (1998) focused on workplace social support systems, including peer 
support and organizational support, emphasizing their critical role in enhancing job 
satisfaction and organizational commitment. 
 
Link between Rewards and Job Satisfaction 

Extensive research has confirmed a positive correlation between rewards and job 
satisfaction. Both intrinsic rewards (e.g., recognition and a sense of achievement) and 
extrinsic rewards (e.g., salary and bonuses) significantly enhance employees’ job satisfaction 
(Mosquera et al., 2020). For instance, monetary rewards such as salaries and bonuses, as well 
as non-monetary rewards like praise and recognition, have proven effective in sustaining 
employee commitment and motivating their engagement (Danish, 2010; Linz & Semykina, 
2012). 

 
Moreover, the organizational reward climate plays a critical role in influencing 

employee satisfaction. Studies have shown a strong positive correlation between a supportive 
reward environment and job satisfaction. Chiang and Birtch (2011) highlighted that a 
supportive reward environment not only enhances job satisfaction but also strengthens 
organizational commitment. Similarly, Jose (2015) emphasized that effective reward 
management practices motivate employees and improve their job satisfaction.In the 
hospitality industry, the relationship between rewards and job satisfaction is particularly 
pronounced. Bustamam et al. (2014) found that both financial and non-financial rewards 
positively impact job satisfaction among employees in this sector. Additionally, Mazlan et al. 
(2021) pointed out that a well-structured reward system is essential for improving employee 
loyalty and fostering motivation. 

 
In summary, a balanced and well-designed reward system, encompassing both 

financial and non-financial rewards, is pivotal in enhancing job satisfaction and strengthening 
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organizational commitment. This conclusion holds across various industries and underscores 
the universal importance of effective reward practices. 

 
Conclusion and Implications 

This study, through a systematic literature review, has thoroughly explored the 
multifaceted impact of rewards on job satisfaction. It highlights that intrinsic rewards (e.g., 
sense of achievement, recognition, and autonomy) and extrinsic rewards (e.g., salary, 
benefits, and bonuses) significantly enhance employees’ job satisfaction. Furthermore, the 
fairness, types, and implementation strategies of rewards play critical roles in shaping 
employee satisfaction. Notably, comprehensive reward strategies not only foster employee 
loyalty and motivation but also promote organizational citizenship behavior and improve 
organizational performance. 

 
This review contributes to the field by synthesizing existing research to provide a 

clearer understanding of the mechanisms through which rewards influence job satisfaction. 
It underscores the importance of balancing intrinsic and extrinsic rewards while ensuring 
fairness in reward distribution to achieve optimal satisfaction. Additionally, this study offers 
actionable insights for organizations, emphasizing the integration of reward mechanisms with 
strategic management practices to address the complex interplay of factors affecting job 
satisfaction, including organizational culture, leadership styles, and work environments. 
These contributions serve as a foundation for future empirical studies and the refinement of 
reward system designs. 
 
Research Limitations 

Although this study employs a systematic literature review approach and cites a 
substantial body of relevant research, it has several limitations. First, the collection of 
literature is restricted to Scopus, Web of Science, and Google Scholar databases, potentially 
excluding valuable studies not indexed in these sources. Second, the research primarily 
focuses on the impact of rewards on job satisfaction without fully accounting for the 
moderating effects of contextual factors such as cultural and industry-specific differences, 
which may limit the generalizability of the findings. Third, while the study provides a 
multidimensional analysis of reward types, it lacks detailed empirical support to explore the 
specific mechanisms linking rewards to job satisfaction. Lastly, the study heavily relies on 
existing theoretical models, with limited attention to emerging research trends and 
innovative exploration. 
 
Future Research Directions 

Future research should broaden the scope of literature collection to include studies 
from regional or non-mainstream journals, addressing the limitations of data sources. 
Additionally, cross-cultural comparisons or case studies in specific industries could be 
conducted to examine how cultural and industry contexts moderate the relationship between 
rewards and job satisfaction, thereby enhancing contextual adaptability. Empirical research 
should also further investigate the interactive effects of different dimensions of rewards (e.g., 
tangible vs. psychological rewards) and their mechanisms influencing job satisfaction. 
Furthermore, with the advancement of artificial intelligence and digital technologies, future 
studies could explore the use of intelligent reward systems to improve employee job 
satisfaction, offering innovative insights and tools for modern management practices. 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ACCOUNTING, FINANCE & MANAGEMENT SCIENCES 
Vol. 1 5 , No. 1, 2025, E-ISSN: 2225-8329 © 2025 

49 

References 
Aksu, A., &  Alan, A. (2005). Job satisfaction of managers in tourism: Cases in the Antalya 

region of Turkey. Managerial Auditing Journal, 20, 479–488. 
https://doi.org/10.1108/02686900510598830 

Andreas, D. (2022). Employee Performance: The Effect of Motivation and Job Satisfaction. 
PRODUKTIF: Jurnal Kepegawaian Dan Organisasi, 1(1), Article 1. 

Ardiansyah, I. M., & Wulansari, N. A. (2018). MENJELASKAN BLACK BOX PERSON-
ORGANIZATION FIT PADA MUNCULNYA KREATIVITAS KARYAWAN. Matrik : Jurnal 
Manajemen, Strategi Bisnis dan Kewirausahaan, 167. 
https://doi.org/10.24843/MATRIK:JMBK.2018.v12.i02.p08 

Armstrong, M. (2006), A Handbook of Human Resource Management, Kogan Page Publishers, 
London. 

Aziri, B. (2011). JOB SATISFACTION: A LITERATURE REVIEW. 3(4). 
Back, K.-J., Lee, C.-K., & Abbott, J. (2011). Internal Relationship Marketing: Korean Casino 

Employees’ Job Satisfaction and Organizational Commitment. Cornell Hospitality 
Quarterly, 52(2), 111–124. https://doi.org/10.1177/1938965510370742 

Bateman, T. S., & Organ, D. W. (1983). Job Satisfaction and the Good Soldier: The Relationship 
Between Affect and Employee ‘Citizenship’. Academy of Management Journal, 26(4), 
587–595. https://doi.org/10.2307/255908 

Bhatti, K. K., & Qureshi, T. M. (2007). Impact Of Employee Participation On Job Satisfaction, 
Employee Commitment And Employee Productivity. 

Ceylan, A. (1998), “O  ̈rgu ̈tsel Davranıs ı̧n Bireysel Boyutu”, GYTE Publishing No: 2, GYTE Baski 
ve Fotofilm merkezi, Gebze. 

Chen, & Ching. (2011). Leadership, job satisfaction and service-oriented organizational 
citizenship behaviors in flight attendants. Afr. J. Bus. Manage. 

Chimanikire, P., Mutandwa, E., Gadzirayi, C., Muzondo, N., & Mutandwa, B. (2007). Factors 
affecting job satisfaction among academic professionals in tertiary institutions in 
Zimbabwe. African Journal of Business Management, 1. 

Choi, Y., & Dickson, D. R. (2009). A Case Study into the Benefits of Management Training 
Programs: Impacts on Hotel Employee Turnover and Satisfaction Level. Journal of 
Human Resources in Hospitality & Tourism, 9(1), 103–116. 
https://doi.org/10.1080/15332840903336499 

Christen, M., Iyer, G., & Soberman, D. (2006). Job Satisfaction, Job Performance, and Effort: A 
Reexamination Using Agency Theory. 

Davis, K., and Nestrom, J.W. (1985). Human Behavior at work: Organizational Behavior, 7 
edition,McGraw Hill, New York, p.109 

Fletcher, C., and Williams, R. (1996), “Performance management, job satisfaction and 
organizational commitment”, British Journal of Management, Vol. 7 No. 2, pp. 169-79. 

Hadjimanolis, A., & Boustras, G. (2013). Health and safety policies and work attitudes in 
Cypriot companies. Safety Science, 52, 50–56. 
https://doi.org/10.1016/j.ssci.2012.03.012 

Han, H., & Yoon, H. J. (2015). Hotel customers’ environmentally responsible behavioral 
intention: Impact of key constructs on decision in green consumerism. International 
Journal of Hospitality Management, 45, 22–33. 
https://doi.org/10.1016/j.ijhm.2014.11.004 

Han, H., Jae, M., & Hwang, J. (2016). Cruise travelers’ environmentally responsible decision-
making: An integrative framework of goal-directed behavior and norm activation 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ACCOUNTING, FINANCE & MANAGEMENT SCIENCES 
Vol. 1 5 , No. 1, 2025, E-ISSN: 2225-8329 © 2025 

50 

process. International Journal of Hospitality Management, 53, 94–105. 
https://doi.org/10.1016/j.ijhm.2015.12.005 

Heskett, J. L., Jones, T. O., Loveman, G. W., Sasser Jr., W. E., Schlesinger, L. A. (1994). Putting 
the service profit chain to work. Harvard Business Review 72 (2), 164–174. 

Hoppock  R. (1935).  “Comparison of Satisfied and Dissatisfied Teachers”, Psychological 
Bulletin, 1935, p. 12. 

Hsieh, Y. H. (2011). Empirical study on personality traits, job satisfaction, and reward system 
preferences. Afr. J. Bus. Manage. 

Petrescu, A., & Simmons, R. (2008). Human resource management practices and workers’ job 
satisfaction. International Journal of Manpower, 29(7), 651–667. 
https://doi.org/10.1108/01437720810908947 

Ineson, E. M., Langlois, S. M., Makinson, A. (2000). Employee loyalty in international hotel 
consortia. In: Council on Hotel, Restaurant and Institutional Education Conference 
Proceedings, New Orleans, July. 

Jiang, B., Baker, R. C., & Frazier, G. V. (2009). An analysis of job dissatisfaction and turnover 
to reduce global supply chain risk: Evidence from China. Journal of Operations 
Management, 27(2), 169–184. https://doi.org/10.1016/j.jom.2007.09.002 

Judge, T. A. and Klinger, R. (2010), “Promote Job satisfaction through Mental Challenge”, in E. 
Locke (Ed.) Handbook of Principles of Organizational Behavior: Indispensable 
Knowledge for Evidence-Based Management (2nd Edition), (pp. 107-121). West Sussex, 
United Kingdom. 

Judge, T. A., & Bono, J. E. (2001). Relationship of core self-evaluations traits—self-esteem, 
generalized self-efficacy, locus of control, and emotional stability—with job satisfaction 
and job performance: A meta-analysis. Journal of Applied Psychology, 86(1), 80–92. 
https://doi.org/10.1037/0021-9010.86.1.80 

Kazemzadeh, R. B., and Bashiri, M. (2005), “Determination of critical factors on employee 
satisfaction – a case study on a financial institute”, Proceedings of the IEEE International 
Engineering Management Conference, Vol. 1, September, pp. 16-20. 

Kim, W. G., Leong, J. K., & Lee, Y.-K. (2005). Effect of service orientation on job satisfaction, 
organizational commitment, and intention of leaving in a casual dining chain restaurant. 
International Journal of Hospitality Management, 24(2), 171–193. 
https://doi.org/10.1016/j.ijhm.2004.05.004 

Kong, H., Jiang, X., Chan, W., & Zhou, X. (2018). Job satisfaction research in the field of 
hospitality and tourism. International Journal of Contemporary Hospitality 
Management, 30(5), 2178–2194. https://doi.org/10.1108/IJCHM-09-2016-0525 

Kurja, D., Ha, H., Drishti, E. and Oelfke, T. (2016), “Empowerment in the hospitality industry 
in the United States”, Journal of Hospitality Marketing and Management, Vol. 25 No. 1. 

Lam, T., Zhang, H., & Baum, T. (2001). An investigation of employees’ job satisfaction: The 
case of hotels in Hong Kong. Tourism Management, 22(2), 157–165. 
https://doi.org/10.1016/S0261-5177(00)00039-X 

Locke, E. (1976), “The nature and causes of job satisfaction”. In M.D. Dunnette (ed.), 
Handbook of Industrial and Organizational psychology, (pp. 1297-1343). Rand McNally: 
Chicago. 

Lu, L., Lu, A. C. C., Gursoy, D., & Neale, N. R. (2016). Work engagement, job satisfaction, and 
turnover intentions: A comparison between supervisors and line-level employees. 
International Journal of Contemporary Hospitality Management, 28(4), 737–761. 
https://doi.org/10.1108/IJCHM-07-2014-0360 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ACCOUNTING, FINANCE & MANAGEMENT SCIENCES 
Vol. 1 5 , No. 1, 2025, E-ISSN: 2225-8329 © 2025 

51 

Mazlan, N., Sumarjan, N., Nazlan, N. H., & Suhartanto, D. (2021). Reward and Satisfaction: 
Keeping hospitality employees loyal. Environment-Behaviour Proceedings Journal, 
6(17), 147–153. https://doi.org/10.21834/ebpj.v6i17.2817 

McAfee, B., Quarstein, V., & Ardalan, A. (1995). The effect of discretion, outcome feedback, 
and process feedback on employee job satisfaction. Industrial Management & Data 
Systems, 95(5), 7–12. https://doi.org/10.1108/02635579510088128 

Mullins, J. L. (2005). Management and organizational behavior, Seventh Edition, Pearson 
Education Limited, Essex, p. 700 

Organ, D. W., & Konovsky, M. (1989). Cognitive versus affective determinants of 
organizational citizenship behavior. Journal of Applied Psychology, 74(1), 157–164. 
https://doi.org/10.1037/0021-9010.74.1.157 

Organ, D. W., & Ryan, K. (1995). A meta-analytic review of attitudinal and dispositional 
predictors of organizational citizenship behavior. Personnel Psychology, 48, 775– 802. 

Patah, M. O. R, Zain, R. A., Abdullah, D., and Radzi, S. M. (2009). An empirical investigation 
into the influences of psychological empowerment and overall job satisfaction on 
employee loyalty: the case of Malaysian front office receptionists. Journal of Tourism, 
Hospitality & Culinary Art, pp. 43-62. 

Prabhakar, A. (2016). Analysis of high job satisfaction relationship with employee loyalty in 
context to workplace environment. 

Robbins, S. P. (2002). Organizational behavior (10th ed.). New Jersey: Prentice-Hall. 
Robbins, S. P., and Judge, T. A. (2017), Organizational Behavior, 17th ed., Pearson, New York, 

NY. 
Schermerhorn, J. R., Hunt,  Jr. J. G., Osborn, R. N. (1994). Managing organizational behavior. 

New York: Wiley. 
Schnake, M., Cochran, D., & Dumler, M. (1995), Encouraging organizational citizenship: The 

effects of job satisfaction, perceived equity and leadership. Journal of managerial issues, 
Vol. 7, pp. 209221. 

Snipes, R. L., Oswald, S. L., LaTour, M., & Armenakis, A. A. (2005). The effects of specific job 
satisfaction facets on customer perceptions of service quality: An employee-level 
analysis. Journal of Business Research, 58(10), 1330–1339. 
https://doi.org/10.1016/j.jbusres.2004.03.007 

Söderlund, M. (2017). Employee display of burnout in the service encounter and its impact on 
customer satisfaction. Journal of Retailing and Consumer Services, 37, 168–176. 
https://doi.org/10.1016/j.jretconser.2016.10.014 

Spector, P. E. (1997). Job satisfaction: Application, assessment, causes and 
consequences,Thousand Oaks, CA,Sage Publications, Inc 

Statt, D. (2004). The Routledge Dictionary of Business Management, Third edition, Routledge 
Publishing, Detroit, p. 78 

Suttikun, C., Chang, H. J., & Bicksler, H. (2018). A qualitative exploration of day spa therapists’ 
work motivations and job satisfaction. Journal of Hospitality and Tourism Management, 
34, 1–10. https://doi.org/10.1016/j.jhtm.2017.10.013 

Togia, A., Koustelios, A., and Tsigilis, N. (2004), “Job satisfaction among Greek academic 
librarians”, Library & Information Science Research, Vol. 26, pp. 373-83. 

Tsigilis, N., Zachopoulou, E., & Grammatikopoulos, V. (2006). Job satisfaction and burnout 
among Greek early educators: A comparison between public and private sector 
employees. 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ACCOUNTING, FINANCE & MANAGEMENT SCIENCES 
Vol. 1 5 , No. 1, 2025, E-ISSN: 2225-8329 © 2025 

52 

Turkyilmaz, A., Akman, G., Ozkan, C., & Pastuszak, Z. (2011). Empirical study of public sector 
employee loyalty and satisfaction. Industrial Management & Data Systems, 111(5), 675–
696. https://doi.org/10.1108/02635571111137250 

Vroom, V. H. (1964). Work and motivation. Wiley. 
Wangenheim, F. V., Evanschitzky, H., & Wunderlich, M. (2007). Does the employee–customer 

satisfaction link hold for all employee groups? Journal of Business Research, 60(7), 690–
697. https://doi.org/10.1016/j.jbusres.2007.02.019 

Weiss, D. J., Dawis, R. V., England, G. W., Lofquist,  L. H. (1967). Manual for the Minnesota 
Satisfaction Questionnaire. Minneapolis: University of Minnesota, Industrial Relations 
Center. 

Williams, T. (1998). Job satisfaction in teams. Inter. J. Hum. Resour. Manage., 9(5): 782-799. 
Williams, L. J., & Anderson, S. E. (1991). Job Satisfaction and Organizational Commitment as 

Predictors of Organizational Citizenship and In-Role Behaviors. Journal of Management, 
17(3), 601–617. https://doi.org/10.1177/014920639101700305 

Wright, T. A. (2006). The emergence of job satisfaction in organizational behavior: A historical 
overview of the dawn of job attitude research. J. Manage. Hist., 12(3): 262-277. 

Yammarino, F. J., Dubinsky, A. J. (1994). Transformational leadership theory: Using levels of 
analysis to determine boundary conditions. Pers. Psychol., 47(4): 787-811. 

Yang, K. and Kassekert, A. (2009), “Linking management reform with employee job 
satisfaction: evidence from federal agencies”, The Journal of Public Administration 
Research, and Theory, Vol. 20, pp. 413-36. 

Zhao, X. (Roy), Ghiselli, R., Law, R., & Ma, J. (2016). Motivating frontline employees: Role of 
job characteristics in work and life satisfaction. Journal of Hospitality and Tourism 
Management, 27, 27–38. https://doi.org/10.1016/j.jhtm.2016.01.010 

Zopiatis, A., Constanti, P., & Theocharous, A. L. (2014). Job involvement, commitment, 
satisfaction and turnover: Evidence from hotel employees in Cyprus. Tourism 
Management, 41, 129–140. https://doi.org/10.1016/j.tourman.2013.09.013 

 


