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Abstract: Job satisfaction is one of the most researched topics in management literature taking into 

consideration the fact that it has been found out that this concept has many practical implications in the 

workplace. Job satisfaction is very complex phenomenon which is influenced by numerous factors. 

Previous studies provide a partial view of job satisfaction, because they are usually focused on the 

relationship between a single factor and job satisfaction, without taking a global view to indicate how 

different factors simultaneously affect job satisfaction. The purpose of this paper is to investigate how 

different factors such as: work family balance, teamwork, personal environment fit, job security and 

supervisor support simultaneously influence job satisfactions. The sample of the study includes 

employees of Polish small and medium enterprises (SMEs). Fuzzy-set qualitative comparative analysis 

is used to analyze data collected in surveys from 274 employees. The results contribute to research on 

job satisfaction by outlining several combinations of factors which create a paths to explain employee 

job satisfaction: (1) teamwork and supervisor support, (2) personal environment fit, job security and 

supervisor support with absence of work family balance, (3) work family balance, job security and 

supervisor support. 
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1. INTRODUCTION 

Job satisfaction is a term first advanced by Hoppock (1935), who defines job satisfaction as 

the psychological and physiological aspects of employees’ satisfaction with job 

environmental factors. According to Hoppock (1935) job satisfactions is a mixture of 

psychological, physiological and environmental factors that makes a person to acknowledge: 

“I am contented with my job”. Satisfaction of employees (Job satisfaction-JS) is an emotional 

condition of the individual about his/her position at work (Warr and Inceoglu, 2012). 

According to Allen and Wilburn (2002) employee satisfaction influenced employee 

productivity, absenteeism and retention, and the success of any organization is directly link 

to the satisfaction of the employees who embody that organization, and that retaining 

talented people is critical to the success of any organization. The final effect of employees’ 

work depends on his/her satisfaction, which is expressed in profit that the employee creates. 

Kenny et al. (2016) identified two sub-scale of job satisfaction: (1) work environment 

satisfaction, (2) work hours and wages satisfaction. Job satisfaction is considered to be the 

most important tool for employee retention. Job satisfaction refers to how employees 

perceive their jobs (McShane and Glinow, 2005). It is an emotional state resulting from 

experiences at work. If employees experience high satisfaction with their jobs, it may create 

a pleasurable emotional state (Bartolo and Furlonger, 1999) and a positive reaction with the 

organization (Feinstein, 2002). According to Moyes et al. (2008) the employee satisfaction 

may be described as how pleased an employee is with his or her position of employment.  

Job satisfaction is very complex phenomenon which is influenced by numerous factors. The 

additional factors that are very closely connected with employees’ satisfaction, for example 



Multidisciplinary Aspects of Production Engineering – MAPE vol. 1, iss. 1, 2018 570 

are: absenteeism, fluctuation, organizational commitment and motivation. Employee 

satisfaction has been widely studied in the past literature. Previous studies provide a partial 

view of job satisfaction, because they are usually focused on the relationship between a 

single factor and job satisfaction, without taking a global view to indicate how different factors 

simultaneously affect job satisfaction. Determining what factors simultaneously influence 

workers’ job satisfaction has become a growing point of interest for organizations. This 

research posits that a combination of different factors affects employee job satisfaction, and 

the aim of this study is to investigate how different factors influence job satisfactions. 

Accordingly, this empirical study adopts a qualitative comparative analysis using fuzzy sets 

(fsQCA) to explore the connections between employee job satisfaction and the chosen 

factors. 

This study contributes to the literature by investigating the collective effect of different 

employee factors on job satisfaction. Second, the study extends the literature by using an 

uncommon methodology in the field of management, the fuzzy set methodology. 

 

2. THEORETICAL FRAMEWORK 

Satisfaction of employees is related to the expectations of employees and it can be 

influenced and increased through meeting employee expectations regarding salary, 

relationship amongst co-workers, comfortable working environment, training and career 

opportunities (Sageer et al., 2012). Having good relationships with the colleagues, high 

salary, good working conditions, training and education opportunities, career developments 

or any other benefits may be related with the increasing of employee satisfaction (Sageer et 

al., 2012). There are empirical research towards identifying determinants of job satisfaction 

and evidence suggests that important factors include socio-demographic variables (e.g. 

gender, age, marital status, educational level) and domain-specific variables such as 

dispositional influences (e.g. personality traits) (Judge and Bono, 2001) and work situational 

influences (e.g. job challenge, being acknowledged, job security) (Kovach, 1995). Examining 

the factors and determinants that create paths to explain and understand job satisfaction 

phenomenon is important from the organizational point of view, because it can indicate the 

future directions of strategic activities that can help achieve a higher level of job satisfaction. 

Sageer et al. (2012) have identified numerous factors that make employees satisfied or 

dissatisfied with jobs, and these factors fall into two broad variables: (a) those relating to the 

organization and (b) those relating to the personal characteristics of the employees. In paper 

we concern on those relating to the organization. Based on critical literature review we chose 

following factors: work family balance, teamwork, personal environment fit, job security and 

supervisor support.  

According to Judge and Klinger (2007), increased satisfaction is related to an individual’s 

well-being, and dissatisfaction leads to discontent in personal life. Work family balance is a 

level at which individuals are as satisfied with their work life as their family life. Individuals, 

who have reasonable balance between in their job roles and personal lives, are more 

satisfied and productive at work (Reynolds, 2005; Saeed and Farooqi, 2014). Work family 

balance plays a vital role in shaping lives of individuals and also in organizing their lives 

(Carlson, 2013). 

Teamwork is examining by scientists due to the idea that work teams are able to generate 

greater returns than individuals alone (Ilgen et al., 2005). There is a natural desire of human 

beings to interact with others, and teamworks make use of a remarkable influence on the 

satisfaction of employees (Sageer et al., 2012). Communicating and collaborating within a 

team, sharing the knowledge, and prioritizing the group over the individual outcomes are 

important team features that enhance the benefits of teamwork (Patterson et al., 2005). 

Chang et al. (2009) showed that interprofessional teamwork was one of the most important 

predictors of job satisfaction. The teamwork influences the job satisfaction, it means that the 
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better teamwork will result in higher satisfaction (Musriha, 2013). Khuong and Tien (2013) 

also indicated that teamwork had significant positive association with job satisfaction.  

The extent to which people fit their work environments has significant consequences on 

satisfaction, performance, stress, productivity, and turnover of employees. Better fit is 

associated with better outcomes (Su et al., 2014). All person-environment fit theories share 

the following assumptions: people seek out and create environments that allow them to 

behaviorally manifest their traits (e.g. dominant individuals seek leadership positions), 

person-environment fit is a reciprocal and ongoing process whereby people shape their 

environments and environments shape people (Rounds and Tracey, 1990). Person 

environment fit is the extent to which individual and characteristics of environment match 

(Kristof-Brown et al., 2005; Brown, 2011), and can be achieved through training employees 

to match their skills with organizational and work requirements.  

One of the most consistent findings in the job satisfaction literature is that the effect of job 

security on job satisfaction is large and significant (Kraimer et al., 2005). Researches have 

shown that job security induces organizational commitment of workers, which refers to the 

degree to which a worker identifies with his/her work or organization and its goals and the 

willingness to maintain membership in the organization (Apkan, 2013). Guest (2004) 

discovered that low job security and working conditions had adverse effect on employee 

commitment and job satisfaction. Job satisfaction arising from job security is a major factor 

affecting the quality of the employer-employee relationship (Nikolaou et al.,2005). Job 

security is an employee's assurance or confidence that they will keep their current job. 

Perceived job security is when an individual is employed for a longer time period in an 

organization with no subsequent decline in his pay, status, and pension rights (Clark, 2005; 

Clark et al., 2010). Employees with a high level of job security have a low probability of 

losing their job in the near future (Sageer et al., 2012).  

Rowold et al. (2014) propose that the leadership style of an employee's supervisor positively 

affects the employee's organizational commitment and job satisfaction style of an 

employee's supervisor positively affects the employee's organizational commitment and job 

satisfaction. A good working relationship with your supervisor is essential since, at every 

stage, you need his or her professional input, constructive criticism, and general 

understanding (Sageer et al., 2012). Cahill et al. (2015) found that supervisor support 

influences employee job satisfaction, employee engagement, organizational commitment, 

productivity and performance. Cahill et al. (2015) and Albrecht et al. (2015) agreed that 

supervisors must be active participants in relationship building activities to increase 

employee job satisfaction and employee engagement.  

 

3. METHODOLOGY OF RESEARCH 

The sample of the study includes employees of a Polish SMEs, and the fieldwork contains 

information from 363 surveys (November 2016 – February 2017). After the exclusion of 

incomplete questionnaires, data for the analysis comprises 274 valid surveys (a response 

rate of 75,48%). The survey includes five scales (work family balance, teamwork, personal 

environment fit, job security and supervisor support) in the form of statements to which 

respondents indicate their level of agreement/disagreement on a five - point Likert scale. All 

item loadings are higher than 0.7. An extensive review of the relevant literature supports the 

validity of the scales (see Table 1). 

From a psychometric perspective, one single-item overall measure captures job satisfaction 

was used. The use of single-item measures to operationalize this construct (Cronbach Alpha 

= 0.929) compares favorably with the use of multiple-item measures (Dolbier et al., 2005; 

Wanous et al., 1997). 
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Table 1 

Scales measurements 

Construct Adapted from Cronbach Alpha 

Work family balance 
Construct was measured using Carlson (2013)scale with some 

minor modifications and additions and it consisted of 16 items 
0.968 

Teamwork  
Construct was measured by 5 items from Patterson et al. 

(2005) 
0.841 

Personal environment fit Construct was measured by 13 items from Brown (2011). 0.953 

Job security 
Construct was measured using 11 items from Kraimer, Wayne, 

Liden, Sparrowe (2005) and Clark (2005) 
0.936 

Supervisor support 
Construct was measured by 7 items from Graen, Uhl-Bie 

(1995) 
0.816 

 

Differently from previous studies in which mainly use structural equation modeling (SEM), 

hierarchical regression analysis or meta-analytic combinations to examine job satisfaction 

this study adopts fuzzy set Qualitative Comparative Analysis (fsQCA) to better understand 

the antecedents of job satisfaction. Contrary to correlational methods which estimate the net 

effect of an independent variable on a dependent variable, fsQCA identifies the conditions 

that lead to a given outcome (Cheng, et al., 2013; Schneider et al., 2010; Stokke, 2007). In 

this way, fsQCA supplements conventional correlational analyses thanks to its three main 

advantages: (1) asymmetry (i.e., the relationships between independent and dependent 

variables are treated as asymmetric), (2) equifinality (i.e., multiple pathways lead to the same 

outcome), and (3) causal complexity (i.e., combinations of causal antecedent of job 

satisfaction, and hence, the focus is not on net effects, but on combinatorial effects) (Fiss, 

2011; Ganter and Hecker, 2014; Skarmeas et al.,2014).  

The fs/QCA 2.5 software developed by Ragin (2008) was used to analyze the data. 

Fs/QCA's is based in a set-theory approach that develops causal claims by means of 

supersets and sub-sets (Ragin, 2008). The first stage of the analysis identifies the various 

factors that work in combination to influence job satisfaction. The raw data was then 

calibrated into fuzzy sets (Ragin, 2008). Fuzzy sets allow researchers to account for the 

varying degree of membership of cases to a particular set by using the anchors of 1 to 

designate “fully in” a particular set, 0 for non-membership (fully out), and 0.5 as the point of 

maximum ambiguity to mean neither in, nor out, of a particular set. The crossover point (or 

the point of maximum ambiguity) designates when a case is more in or more out of the set. 

Table 2 shows the calibration process and indicates the transformation of both the outcome 

and the antecedent conditions into fuzzy terms. 

 

Table 2 

Distribution of each variable and its corresponding set 

Variable 
Full  

non-membership (0.05) 
Crossover point (0.5) Full membership (0.95) 

Work family balance 0.160 1.500 2.753 

Teamwork  0.237 2.383 4.810 

Personal environment fit 0.248 3.064 5.632 

Job security 0.314 3.037 5.960 

Supervisor support 0.258 3.568 5.798 

Job satisfaction 0.332 2.314 4.389 

 

The next stage includes the analysis of the truth table, which consists of all logically possible 

combinations of condition sets (Fiss, 2011). After that, using Boolean algebra, fsQCA 

computes the commonalities among the configurations that lead to the outcome. Finally, the 

Quine-McCluskey algorithm provides a logical reduction of statements (Fiss, 2007). At this 

stage, two parameters are in order: (a) coverage and (b) consistency. The former indicates 

the empirical relevance of a solution (the higher the better), and the latter quantifies the 

extent to which cases that share similar conditions yield the same outcome. 
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4. RESULTS 

The results was presented in Table 3. In this table, each row represents a configuration of 

causal conditions with their corresponding raw coverage, unique coverage and solution 

consistency. The numbers at the bottom of the table represent the coverage and consistency 

of the solution as a whole. Utilizing the notation system from Ragin and Fiss (2008), each 

column in the Table 3 represents a configuration of conditions linked to the respective 

outcome. Full circles (●) indicate the presence of a condition while barred circles ( ) indicate 

a condition’s absence., blank spaces indicate “don’t care”. Each panel represents the 

alternative causal combinations or paths for the outcome (Ragin, 2008). These are 

consecutively numbered S1, S2 and S3. 

According to the results of the analysis, the solution yields coverage close to 58% and 

consistency of 92%. The first path (solution) of the conditions S1 combines teamwork and 

supervisor support to achieve job satisfaction. This path indicates that communicating and 

collaborating within a team, sharing the knowledge, and prioritizing the group over the 

individual outcomes connected with leadership style, and a good working relationship with 

supervisor and his or her professional input, constructive criticism, and general 

understanding lead to job satisfaction.  

 

Table 3 

Configurations for job satisfaction 

Condition (factors) 
Paths 

S1 S2 S3 

Work family balance    

Teamwork     

Personal environment fit    

Job security    

Supervisor support    

Consistency 0.93 0.92 0.91 

Raw coverage 0.29 0.43 0.51 

Unique coverage 0.01 0.02 0.07 

Solution consistency 0.92 

Solution coverage 0.58 

 

The second path (solution) of the conditions S2 combines personal environment fit, job 

security and supervisor support with absence of work family balance lead to job satisfaction. 

This configuration indicate that when personal environment fit is achieved connected with an 

employee's assurance that they will keep their current job and supervisor support and 

employees can achieve positive level of job satisfaction even if reconciling work and family is 

difficult. These employees enjoy being at work, even at certain personal costs. 

The third path (solution) of the conditions S3 that emerges from the analysis indicates that a 

combination of work family balance, job security and supervisor support also lead to job 

satisfaction. This path address another support source of employees in addition to work 

family balance. The presence of work family balance in connection with job security and 

supervisor support leads to job satisfaction. Notably, in all three configurations supervisor 

support is a significant factor through which employees achieve a positive level of job 

satisfaction. 

 

5. DISCUSSION AND CONCLUSION 

The present results contribute to research on job satisfaction by outlining several 

combinations of factors which create a paths to explain employee job satisfaction. Specially, 
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a high level of supervisor support and job security connected with personal environment fit 

(S2) or work family balance (S3) foster a high level job satisfaction. Another path leads to 

high level of job satisfaction is connection supervisor support with family balance (S1).  

The results corroborate previous research on employee satisfaction examining important 

factors such as: work family balance, teamwork, personal environment fit, job security and 

supervisor support. However, while previous studies focus on the single factors affect job 

satisfaction, this study contributes to different paths lead to job satisfaction by studying the 

effect of all of selected conditions simultaneously. In addition, research on HRM, psychology, 

and management can also benefit from the approach and methodology that this study 

adopts. Despite QCA is used in information science and operations research, this 

methodology is largely absent from the management literature.  

The results of this research also have practical implications for managers because they may 

provide them with a more holistic understanding of the paths lead to job satisfaction. This 

research has several limitations, the most critical of which relates to the data source. The 

data in this study come from a limited research sample - Polish SMEs, which may reduce the 

generalizability of the results. Future research could replicate this study in other companies 

and countries or regions. Additionally, future studies could include other variables (e.g. 

gender, autonomy, age, education, promotion and career development) to examine the 

possible mediating or moderating roles of such variables in the associations with job 

satisfaction. 
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