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ABSTRACT 
 
 
 

This study aims to explore the impact of the factors that influence employees’ 

job satisfaction. The three independent variables of this study are organizational 

environment, work itself, and individual motivation factors. The sub-variables of 

organizational environment factors include work environment, fair policies and 

practices, salary, and promotion. The sub-variables of work itself factors include 

creativity and challenges, responsibilities, and flexibility. The sub-variables of 

individual motivation factors include work-life balance, relationship with coworkers 

and job stress. The dependent variable of this study is the employees’ job satisfaction. 

Quantitative research was used for the collection of the data for this research. A total 

of 240 responses were collected through convenient sampling, which included 123 

females and 117 males who are working in Bangkok. Online questionnaires were sent 

out to the respondents, which comprises multiple-choice questions for demographic 

data and a five-point Likert scale for questions regarding both independent and 

dependent variables. The data analysis methods used were descriptive statistics and 

multiple linear regression analysis. The results supported all the three proposed 



 

 
 

hypotheses, showing that there is a positive relationship between the independent 

variables (organizational environment, work itself, and individual motivation factors) 

and the dependent variable (employees’ job satisfaction). 

 
 

Keywords: Job Satisfaction, Organizational Environment, Work Itself, Individual 

Motivation, Human Resource Management 
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CHAPTER 1 

INTRODUCTION 

 
 

1.1 The Importance and Problem of the Study 
 

Human resource professionals are an integral reason for organizational 

developments. They provide guidance and maintenance to all the employees, 

therefore enhancing their performance level. Human Resource Management (HRM) is 

one of the most powerful sectors of an organization. Human resource shapes the base 

of the organizational culture and is the root of employee development. The authors 

Paşaoǧlu & Tonus (2014) mentioned in their study that the behavior, attitudes, and 

performance of the employees are influenced by the human resource system of 

principles and practices. 

To author George (2017), compensation, performance appreciation, human 

resource planning, recruitment and selection, and development are the crucial steps 

towards the HR process. The role of the HR Department expands along from 

recruitment and training programs to employee and labor relations management. In 

this rapidly growing age of businesses and developments, an organization must invest 

in their employees. When enhanced importance and training are given to an 

employee, the rate of an individual’s productivity level will vastly increase. 

Accomplishments and achievements of a company are heavily impacted by the 

performance and abilities of the employees (Paşaoǧlu & Tonus, 2014). 
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Širca, Babnik & Breznik (2012) mentioned that hardly not much research has 

been done to examine the relation between job satisfaction and human resource even 

though they both are interconnected. As stated by Al-Zu’bi (2010), job satisfaction is 

a variable that affects an organization’s performance. Psychological, economic, 

social, and cultural factors are all linked together with business professionalism to 

establish the concept of job satisfaction (Panagiotopoulos & Karanikola, 2017). 

Panagiotopoulos & Karanikola (2017) mentioned that job satisfaction correlates with 

vitamins. There is a balance in the body when the right amount of it is taken. 

Compared with satisfaction, business performance will be enhanced if job satisfaction 

in employees is well systemized in the right way. Employee loyalty towards an 

organization also heavily lies in their job satisfaction. When they are given benefits 

and proper management, the employee’s motivation towards their duty and assigned 

tasks increases. In this era, priority to job satisfaction is given by the managers to their 

employees as it forms an attitude that is associated with the company’s outcome 

(Saari & Judge, 2004, as cited in Tariq & Ahmed, 2014). 

Multiple factors are related to the increase in job satisfaction. According to 

authors Gazioǧlu & Tansel (2002) and Karamanis, Arnis & Pappa (2019), the work 

environment impacts job satisfaction. Organizational justice or fair practices and 

policies also affect satisfaction Al-Zu’bi (2010). Additional components that have an 

influence on job satisfaction include compensation (Mabaso & Dlamini, 2017), 

promotion (Ali & Ahmed, 2017), creativity in the job (Borisov & Vinogradov, 2019), 

responsibilities (Ristovska & Eftimov, 2019), and flexibility (Ma, 2018). Unethical 
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behavior in the workplace results in conflicting consequences to the affected 

employee and the organization (Vukelis, Čizmis & Petrovis, 2018), therefore leading 

to dissatisfaction in employees. Besides, the harmony between work and family, 

commonly known as work-life balance (Rahim, 2019) and job stress (Singh, Amiril & 

Sabbarwal, 2019) also affects the job satisfaction of employees. 

To study the components that impact job satisfaction, the research is divided 

into three categories of independent variables: 1) Organizational environment factors, 

2) Work itself factors, and 3) Individual motivation factors. Sub-variables in 

organizational factors consist of the work environment, fair policies & practices, 

salary, and promotion. Sub-variables in work-related factors consist of creativity & 

challenges, responsibilities, and flexibility. Work-life balance, relationship with 

coworkers, and job stress are sub-variables under individual motivation factors. 

According to author Jarupathirun and Gennaro (2018), Thailand is on its way 

to becoming an industrialized country. They mentioned that as Thailand is one of the 

countries listed in the Association of Southeast Asian Nations (ASEAN), there are 

chances that it will lose its competitive edge. This might happen if the productivity 

rate in the organization gradually decreases. Businesses in Thailand should implement 

strategies within their organization which focus on their employees. If the employees 

are satisfied in their workplace, the productivity level will have a definite increase. 

This study aims to explore the factors that have a direct effect on job satisfaction in 

employees working in Bangkok, the capital city of Thailand. As limited research has 

been conducted in regard to all the main 10 factors, a gap remains in the previous 
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studies. Particularly in developing countries, only a minimum number of cases have 

been studied on the practices in the human resources department (Absar, Azim, 

Balasundaram & Akhter, 2010). This study examined the importance of job 

satisfaction and its influence on the factors. 

 
 

1.2 Research Problems 
 

1. Does the organizational environment factors (work environment, fair policies 

& practices, salary, and promotion) have an influence on employees’ job 

satisfaction? 

2. Does work itself factors (creativity & challenges, responsibilities and 

flexibility) have an influence on employees’ job satisfaction? 

3. Does individual motivation factors (work-life balance, relationship with 

coworkers and job stress) have an influence on employees’ job satisfaction? 

 
 

1.3 Objectives of the Study 
 

1. To study the impact of the organizational environment factors (work 

environment, fair policies & practices, salary and promotion) on employees’ 

job satisfaction. 

2. To study the impact of work itself factors (creativity & challenges, 

responsibilities and flexibility) on employees’ job satisfaction. 
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3. To study the impact of individual motivation factors (work-life balance, 

relationship with coworkers and job stress) on employees’ job satisfaction. 

 
 

1.4 The Conceptual Framework 
 

Figure 1.1: Conceptual Framework 
 
 
 

1.5 Method of Study 
 

The primary research method for this study is a quantitative method by the 

survey. An online survey was best suited for this study, as there are several 
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restrictions in Thailand during the ongoing pandemic of COVID-19. The online 

survey was distributed to the participants through Google Forms online survey. The 

data collected from the Google Forms were then entered into a statistical software for 

data analysis and to get the results. The population of this study is employees or 

workers of part-time and full-time, freelancers, and contract workers in Bangkok, 

Thailand. 

 
 

1.6 Tools and Statistics Used 
 

The research for this study was conducted by an online survey to study the 

respondents’ attitudes and behavior towards the variables. The survey consists of 

close-ended questions, as these types of questions are applicable to quantitative data 

collections. The primary data collected from the respondents are demographics, 

information about the organizational environment, work itself, and individual 

motivation factors, and job satisfaction. Statistical analysis was conducted by using 

the common statistics for quantitative methods: descriptive statistics and inferential 

statistics (multiple linear regression analysis). 

 
 

1.7 Scope of the Study 
 

Independent Variables: 1. Organizational Environment Factors 
 

1.1 Work Environment 
 

1.2 Fair Policies & Practices 
 

1.3 Salary 
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                                                               1.4 Promotion 
 

2. Work Itself Factors 
 

2.1 Creativity & Challenges 
 

2.2 Responsibilities 
 

2.3 Flexibility 
 

3. Individual Motivation Factors 
 

3.1 Work-life Balance 
 

3.2 Relationship with Coworkers 
 

3.3 Job Stress 
 
 
 

Dependent Variables: Job satisfaction of employees in Bangkok 

Population and Sample: 

The primary research method for this study is a quantitative method by an 

online survey. The population of this study are office workers of part-time, full-time, 

freelancers and contract workers in Bangkok, Thailand. Samples were collected from 

the population by non-probability sampling; convenience sampling. 

According to the data reported in Bangkok Population by World Population 

Review (2020), the total population of Bangkok is 10,539,415. According to the table, 

with a population size of over 100,000, 400 samples are to be collected with a 

precision level of +-5%. Due to the ongoing pandemic (COVID-19), it was accepted 

by advisor Assoc. Prof. Dr. Suthinan Pomsuwan to collect 60 percent of the sample 
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size, as it was challenging to collect 400 samples. According to this, 240 (60% of 400) 

samples were collected for the purpose of this study. 

The 240 samples for this study were selected from 6 districts, using the 

convenience sampling method, to participate in this study. According to the data 

reported in Statistical Profile of Bangkok Metropolitan Administration (Strategy and 

Evaluation Department Bangkok Metropolitan Administration, 2016) the population 

of the 6 districts are as follows: Sathon (80,497), Bang Rak (47,308), Yan Nawa 

(79,574), Pathum Wan (49,594), Phra Khanong (91,305), and Lat Krabang (171,933). 

 

Figure 1.2: Yamane’s Table for Sample Size 
 

Source: Yamane, T. (1967). Statistics: An introductory analysis. New York: Harper 

and Row. 
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1.8 Benefits of the Research 
 

The principal aim of conducting research is to provide information, in the 

means of literature review and theories, and scientific data to further develop a field 

of study. Additionally, the research analysis is a crucial part of conducting a study to 

explore existing case studies, as well as future cases. It builds a deeper understanding 

of a subject or concept, to discover the important cases and to find gaps in existing 

cases. Furthermore, it gives the researcher the ability to develop a strong foundation, 

whether agreeing or opposing the previous studies. 

In this research, the author explored the widely known concept of job 

satisfaction. Conducting this research in Bangkok brings an awareness of job 

satisfaction and the factors affecting it towards the workers in Bangkok. This paper 

aims to develop a further understanding of employee satisfaction, and the factors that 

influence it. 

 
 
 
 

1.9 Limitations of the Research 
 

Inadequate information and resources could be the cause of limitations in the 

study. In this study, the author found the major limitation in the population 

determined. Due to the ongoing situation regarding COVID-19, there were constraints 

in the selection of a specific company or industry as population size. As a result, the 
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population size for this study was not definite. For further studies, a specific area of 

the population could be considered for more representative results. 

Another limitation of this study was the research method. This study used a 

quantitative research method conducted by an online survey. Commonly known 

drawbacks of online surveys include dishonest or inaccurate answers and quick 

responses without awareness. Besides, the respondents might be uncomfortable to 

answer about themselves in unfavorable behavior. Therefore, there might be a 

discrepancy observed in the surveys collected and in the respondent's data. 

 
 

1.10 Definition of Terms 
 

Listed below are the definitions of the key terms used in this research. The key 

terms are defined using the operational definitions method, which states that the 

definition of the variables and the key terms are determined according to the limits by 

the researcher. For a clear understanding of the concepts, the terms are defined by the 

author, combined from various sources including Lexico by Oxford, Cambridge 

Dictionary, Merriam-Webster and Collins. 

Satisfaction: The feeling of fulfillment, pleasure, or gratification when achieving 

something in particular or specific. 

Job Satisfaction: Relates to satisfaction in the workplace. It represents the 

employee's satisfaction towards their work and is impacted by several factors. An 

increase in job satisfaction will also increase the employee's productivity. 
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Work Environment: It refers to the individual’s surroundings when they are 

working. It includes visual appearance, ambient sounds, lighting, and space. This 

physical environment has a direct impact on the employee’s effectiveness. 

Fair Policies and Practices: This defines the rules, boundaries, and guidelines on 

how a person should behave and act in the workplace. It also defines acceptable 

behavior and unacceptable practices in the workplace. 

Salary: It signifies the income earned by the employee for their contribution to the 

company, paid by the employer or the organization. Salary is the fixed amount, 

whereas the wage is the amount of money earned per hour. 

Promotion: It could be defined as a reward for the employee for their contribution to 

the company. In simple terms, the employees are rewarded with advancement or 

higher ranking positions for their excellence in their performance. 

Workplace Creativity: Creativity refers to the curation of original and unique ideas. 

Workplace creativity refers to the creative process and its stages in the workplace. It 

is an opportunity for the employees to explore their ideas and have a chance to 

implement them. 

Work Challenges: It refers to the challenges faced by individuals in the organization. 

These are the work-related challenges that motivates the employees and keeps them 

engaged. 
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Responsibilities: It is the organization’s roles and duties handed to all employees. 

The responsibilities of each employee differ, from individual tasks to teamwork. 

Work Flexibility: It refers to the individual’s ability to be flexible with their assigned 

tasks. It is important for the employee, as it emphasizes the adaptability and 

willingness to contribute. It includes the working hours, skills and quality of work. 

Work-life Balance: It is defined as the individual's balance of work and personal life 

and the individual’s approach to achieving professional goals and personal goals. 

Work-life balance refers to the effort and time allocated to work-life and personal life, 

which includes family, relationships, and personal interests. 

Relationship with Coworkers: It represents the interpersonal relationship between 

two or more employees. Relationships could either be pleasant with mutual 

understanding or unpleasant with opposing views plus disagreements. 

Job Stress: It refers to the physical and emotional stress a person experiences while 

they are working. The most common cause of job stress is when the company’s 

requirements are not fulfilled by the employee, and when the employee’s skills are not 

related to their tasks. Job stress can lead to harmful outcomes, both for the company 

and the individual. 

Employees: It refers to the employees who are working as part-time, full-time, 

temporary and contract employees. 
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CHAPTER 2 
 

LITERATURE REVIEW 
 
 
 

2.1 The Background of Population 
 

This study highlights the impact of organizational environment, work itself, 

and individual motivation factors on job satisfaction of employees. The population for 

this study is office workers in Bangkok, Thailand. 

There are several types of employees included in the population of this case study: 
 

1. Full-time employees 
 

2. Part-time employees 
 

3. Temporary employees 
 

4. Freelancers 
 

In 2017, JobsDB researched on Thai employees and their level of happiness in 

the work sector. The study was conducted on 1,108 respondents and resulted in 60% 

of the respondents being happy with their work. According to the JobsDB Happiness 

Index Report 2017 (2018), Thai employees ranked the top 5th in the index when 

compared with other countries in the ASEAN sector, with points of 4.55. The 

first-ranked country is Indonesia, followed by Vietnam, the Philippines, Malaysia, 

Thailand, Hong Kong, and the lowest, with the points of 4.31, is Singapore. 
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In Thailand, they reported that there are 3 major factors on the increase in 

employees' happiness. The main factors are the work location, followed by the 

reputation of the company and lastly, the relationship with their colleagues. The 

factors for dissatisfaction were recorded as well. The main reasons are working with 

incapable executives, underdeveloped careers, and jobs where the employees do not 

find challenging. The index outlines the top 5 job categories in which the most 

satisfaction was observed: Management, Administration and Human Resources, 

Engineering, Information Technology, and lastly Transportation industry. JobsDB 

also examined the opinions of the respondents on how they can increase or what could 

be accompanied to increase their level of satisfaction. The highest response was to get 

an increase in salary, getting noticed or recognized for their work, and getting 

promotions. 

 
 

2.2 Job Satisfaction 
 

In former times, the dominant factors for an increase in job satisfaction were 

stability and security. At present, the business industry has changed drastically, as 

well as people. Many employees are seeking inspiration, and jobs they find 

meaningful and bring value to their life. Unlike the past years where employees 

prioritize money and security, millennials are rather giving importance to self-

accomplishments and challenges. Nowadays, as technologies strengthen, the structure 

of social norms transforms rapidly. Thousands of startups are speedily being created 

and developed, attracting younger generations to work for them. 
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The biggest challenge for the human resource team in an organization is to 

maintain the employees. As more platforms are being opened for all, it is trouble-free 

for employees to look for other opportunities that would match with their needs and 

values. In addition, the demands on organizational culture have expanded. Some of 

them included are advancement in globalization, rise in competitors, rapidly growing 

technologies, change in an individual’s work style, and shift in the demography 

(Nasir, 2017). As these changes are constant, human resource management must adapt 

to the current trends in society. 

Happiness is a term to describe one’s emotional state of feeling positive, 

pleasant, or pleasure. Generally, psychologists believe that increasing pleasant 

emotions and decreasing unpleasant emotions lead to happiness. According to the 

authors Tamir, Schwartz, Oishi, & Kim (2017), the emotion of happiness is related to 

a person’s needs and motives, therefore happiness is a feeling that is considered being 

desirable. Previous studies show that levels of happiness vary across cultures. For 

instance, some individuals would like to acquire a high level of pleasure, such as 

enthusiasm, whereas others prefer a lower level of pleasant emotions, such as 

composure and steady. 

In comparison across different cultures, at an average rate, individuals in 

America prefer a high level of pleasantness than individuals in East Asia (Tsai, 

Knutson, & Fung, 2006). Whereas, European Americans leaner towards decreasing 

their level of unpleasantness than individuals from Germany (Koopmann-Holm & 

Tsai, 2014). The authors argued that satisfaction is also interconnected with 
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achievements. Comparably, Dubner’s (2013) statement compliments that the 

happiness of an individual is derived from both cognitive and affective evaluations of 

the person. He grouped the factors into three categories, which consist of a biological 

set point, circumstances in one’s life, and one’s activities done intentionally. 

Happiness or satisfaction is one of the most valuable emotions every individual 

desire, which drives most people to achieve their goals. 

Job satisfaction is the happiness that comes from the workplace. It is a feeling 

of favorable or unfavorable emotions a person experiences in their work. This 

emotion is positively related to an organization’s path to the achievement of its goals 

and objectives (Mustafi, Mitu, Azmi, & Islam, 2017). Each associate different factors 

for their rate of job satisfaction in an organization. Philosophers have studied 

happiness and satisfaction for years, and researchers in the human resources field 

have studied happiness and satisfaction at the workplace in a variety of ways. Fisher 

(2010) argued that the concept of job satisfaction and happiness has not been 

researched extensively in academics, though this does not mean that there is a 

disinterest in these areas. Though previous studies show related research, the studies 

on the factors impacting job satisfaction are extremely limited. Employee satisfaction 

is equally important as any other aspect of an organization. The happier the 

employees feel working at a company, the more it is beneficial for the organization. 

Discussions regarding job satisfaction have dramatically shaped queries on its 

impact in recent years. Job satisfaction impacts other characteristics as well, mainly 

job performance. The other aspects that are impacted by job satisfaction include 
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productivity level, employee’s behavior, absenteeism, one’s commitment to the 

company, and lastly an employee’s intention to leave the organization to look for 

other opportunities (Ristovska & Eftimov, 2019). Their study explores that highly 

satisfied employees are more effective, and their productivity levels are highly 

functional. On the relationship between satisfaction and employee behavior, it is 

proved that an employee is more likely to be positively motivated and endorse the 

company when they are satisfied, therefore adding their values. Other than these, 

studies show that there is a significance between employee job satisfaction and 

customer satisfaction. Historically proven, customer satisfaction is crucial for all 

organizations and sectors to monitor. Especially in the service industry, the business 

model heavily lies on the customer, therefore customer satisfaction plays an 

influential role. Relatively, highly satisfied employees lead to highly satisfied 

customers. When an employee is happy with their work, they tend to keep their 

customers happy. They do this by actively engaging in two-way communication, 

feedback, providing exemplary customer service, and keeping the customers happy. 

Many service-based companies focus on hiring employees that are satisfied with their 

work to project that happiness on their customers as well. Some of the service-based 

companies include FedEx, Apple, Shopify, & JetBlue. 

A recent study conducted by authors Ristovska & Eftimov (2019) found out 

that job satisfaction is significantly impacted by the self-esteem needs and 

self-realization needs, in regards with the widely accepted theory; Maslow’s hierarchy 

of needs. Their study concluded that the top five factors that have a higher impact on 
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job satisfaction includes positive working environment, recognition, respect gained, 

happiness, emotion at work, group collaboration, and lastly future opportunities for 

career advancement and development. Ristovska & Eftimov (2019) also found out the 

gender differences associated with the factors of job satisfaction that have an impact. 

Their results show that males prioritize teamwork as the main factor impacting job 

satisfaction, whereas, for females, the main factor is the positive work environment. 

Contradicting females, a factor that is ranked top 5 in the scale is good wages, while it 

is not ranked in the top 5 scales for females. The two factors that females prioritize 

more than the male which are respectfully ranked in the top five are career 

advancement and opportunities for professional development. The authors examined 

the factors that are affected by job satisfaction as well. The main factor that is 

impacted by job satisfaction is employee productivity, followed by employee 

behavior. While the previous study shows that there is a significance between gender 

and factors of job satisfaction, some studies contradict this point. Research by Ali & 

Akhter (2009) purports that gender does not have any significance with job 

satisfaction. 

 
 

2.3 Theories of Job Satisfaction 
 

A field is organized by theories, which include the foundational concepts and 

principles that are relatively connected to the field (Sattar, Khan, Nawaz, & Afaq, 

2010). The academic community has extensively explored job satisfaction and factors. 

Prior research has identified the fundamental theories of job satisfaction, whether in 
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regards to personal needs or satisfaction and dissatisfaction. Theories related to job 

satisfaction include Frederick Herzberg’s two-factor theory (Sanjeev & Surya, 2016) 

and Maslow’s theory of human motivation (Taormina & Gao, 2013). 

Herzberg’s Two-Factor Theory 
 

Herzberg’s two-factor theory was first developed in 1959, and it closely 

resembles Maslow’s theory of human motivation (Yusoff, Kian, & Idris, 2013). In the 

past, job satisfaction was studied as a single unit of two contradictory extremes. 

However, this picture changed when two-factor theory emerged and hypothesized the 

two sets of factors in job satisfaction; motivation factors and hygiene factors (Sanjeev 

& Surya, 2016). This theory represents the factors of job satisfaction and 

dissatisfaction. Factors under the motivation category increase the employees' job 

satisfaction, whereas the factors in the hygiene categories could increase an 

employee's job dissatisfaction if they are poorly managed. Yusoff, Kian, & Idris 

(2013) outlined that providing complete management for hygiene factors will not 

primarily increase job satisfaction. The main dependence is given upon the motivating 

factors to increase job satisfaction. 

Factors that lead to emotions an employee feels in their workplace that 

represents satisfaction or happiness are stated as motivating factors, and factors that 

lead to emotions of dissatisfaction or discontent are stated as hygiene factors 

(Teck-Hong & Waheed, 2011). Hygiene factors such as working conditions, 

relationships with coworkers, policies, and rules of the workplace, supervisor quality, 

salary, and status all under the job dissatisfaction category. Poor maintenance in these 
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hygiene factors could cause a decrease in job satisfaction. Motivation factors, in this 

case, include achievement, recognition for hard work, job responsibilities, work itself, 

advancement, and individual growth. In further terms, motivation factors have a direct 

influence on job satisfaction, whereas hygiene factors have a direct influence on job 

dissatisfaction. 

The concept describes that improving motivation factors increases job 

satisfaction in employees while improving the hygiene factors decreases the job 

dissatisfaction in employees. In terms of job satisfaction, poor hygiene factors 

decrease job satisfaction in employees. 

 
 
 

Maslows’ Theory of Needs 
 

Widely accepted Maslow’s theory of motivation was developed in 1943, 

primarily focusing on humanistic and psychological experiences. Abraham Maslow 

arranged a hierarchy of five levels consisting of an individual’s motivational needs 

(Sattar, Khan, Nawaz, & Afaq, 2010). This hierarchy continues to dominate as an 

admired framework in the field of sociology and psychology departments (More & 

Padmanabhan, 2017). Even though the theory of motivation is duly accepted, some 

controversies come along. While many authors support, some others criticize it for 

being cultured centered, gender-biased, and more (Taormina & Gao, 2013). The 

concept of the hierarchy represents the needs of an individual, once the needs at a 

specific level are satisfied, it no longer helps to motivate that individual. To reach 
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further motivation, the individual has to trigger or activate the needs at the next level 

to reach a higher satisfaction level. 

Maslow (1954) proposed five levels of needs in his hierarchy of needs: 
 

1. Physiological needs: the first level, the needs at this level are basic human 

needs for survival. This includes food, water, sleep, clothing, and shelter. 

2. Safety needs: this is the second level containing needs that are required for an 

individual’s safety. This includes personal security, employment, resources, 

and property. 

3. Love and Belonging: this is the third level that consists of social needs. It 

includes friendships, relationships, family, and a sense of connection and 

belonging. 

4. Self-esteem: this is the fourth level containing an individual’s self-esteem 

needs. It includes respect, status, recognition, strength, and freedom. 

5. Self-actualization: this is the fifth level of satisfaction containing 
 

self-actualization, a desire to fulfill one’s potential. It includes intellectual 

needs, achieving targets, and creativity. 

All these needs are essential for a human. Relating to job satisfaction in 

physiological needs, the employee needs monetary incentives and benefits. In safety 

needs, all employees need security and employment, resources, and importantly a safe 

work environment. There are some disagreements with researchers in the variable 

work environment. While some authors view the work environment as a safety need 

(More & Padmanabhan, 2017), other authors view the work environment as a 
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physiological need (Hanif, Khalid, & Khan, 2013). In the love and belonging 

category, each employee needs a sense of connection with their surroundings and 

their coworkers, developing an interpersonal relationship. In the esteem category, 

recognition linked with responsibilities, freedom linked with flexibility, and work-life 

balance are all needed as well. In the final level of self-actualization, all individuals 

need personal and career growth. Through a job, an individual achieves the needs at 

each level. In physiological needs, employees chose a job that has proper financial 

plans. In safety needs, they choose a pleasant working environment and health plans, 

and in social needs, the employees find coworkers they connect with. Poor 

relationships with coworkers are also one of the reasons for an employee to leave the 

company. In the self-esteem needs, employees feel satisfied with an organization that 

values them and sees them for their contribution, therefore achieving recognition from 

their superiors. In the self-actualization needs, the employee uses their knowledge and 

skills to maximize their productivity (Hanif, Khalid, & Khan, 2013). 

 
 

2.4 Organizational Environment Factors and Employees’ Job Satisfaction 
 

Work environment, fair policies & practices, salary, and promotion lies under 

the organizational environment factors. 

Work Environment 
 

The work environment in a workplace is described as safe, comfortable, and 

healthy working conditions. Some of the claimed activities in a healthy and functional 



23 
 

 
 
 

workplace include lighting, air temperature and humidity, employee service, and color 

usage in the workplace. Foremost, the other essential features needed are welfare 

facilities for the employees such as lavatories, dressing rooms, and personal areas for 

their religious worships (Saputra, Sudiro, Irawanto, 2018). With this statement, the 

job satisfaction of an employee has both direct and indirect consequences by the 

physical environment of their workplace (Jain & Kaur, 2014). In contrast, Gazioglu & 

Tansel (2002) observed in their research study that the work environment has an 

indirect impact on job satisfaction. Compared with smaller foundations, research by 

academics has proved that larger foundations have more rigidity in the structure of 

their work environment (Gazioglu & Tansel, 2002). 

In a study of the working environment, the authors Inda & Mishra (2016) 

found out in their research that a significant difference is present between the work 

environment and job satisfaction. They stated that job satisfaction and the employees' 

productivity level increase when they are administered with an exceptional 

environment where each employee is impressed with a feeling of pleasantness. It is 

also mentioned in their study that this affects the job motivation level of the employee 

too. Similarly, a research study done by Saputra, Sudiro, & Irawanto (2018) proves 

that job satisfaction is positively and significantly influenced by the work 

environment. Furthermore, Karamanis, Arnis, & Pappa (2019) found out that 4 out of 

10 employees stated that they find dissatisfaction in their working conditions. 

Gazioglu & Tansel (2002) investigated a study on whether low levels of job 

satisfaction resulted in poor work structure in larger establishments. Their studies 
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reported that unexpectedly, employees are less satisfied even after the controlled 

nature of the work environment in larger foundations. They expressed that this result 

might be due to the substandard relationship between the employees and the manager. 

This disclosure manifests that the work environment has an indirect impact on job 

satisfaction. 

Fair Policies and Practices 
 

Fair policies and practices have a significance on job satisfaction, in particular, 

the policies of the human resources department. For an importantly effective 

management system, policies and practices are placed by the company. Zhang (2018) 

defined the components of unethical organization behaviors as violating the core 

standards of acceptable conduct, values, morals, and laws that are determined. 

Rovenská (2018) states that organization justice points out the fairness in the 

decision-making process and the resources allocated. According to the author, there 

are four dimensions of organizational justice: distributive justice, procedural justice, 

interactional justice, and informational justice. Distributive justice touches on the 

distinguished fairness of allocations of resources, such as rewarding programs. 

Procedural justice applies to the employee's perception of fairness regarding pay, 

promotion, and penalty. Interactional justice represents the treatment received by the 

employees, including respect, dignity, and rational decision-making. Informational 

justice is defined as the employees' perception of trustworthiness and justification. 

Policies and practices are established in the human resource department as well. Some 

of the practices and activities include orientation, performance evaluation, training, 
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and development along with constitutive management of the employees (Omar, 

Salessi, & Urteaga, 2017). 

Khushk (2019) did a study on the impact of HR policies on employee job 

satisfaction and mentioned that human resources are essential as it identifies an 

organization's commitment. The impact of fair policies on job satisfaction can be 

either positive or conversely negative. Alongside, Rovenská (2018) studied the 

relation between job satisfaction and the four dimensions of organizational justice. 

The study proves that job satisfaction was most significantly influenced by 

interactional justice. 

Salary 
 

Salary, or wage, is commonly expressed as a payment that an employer 

compensates to their employees for their contribution towards the organizational goals 

and practices. Multiple enterprises have linked job satisfaction with reward practices, 

especially compensation. The payment of employees plays a major role in dictating 

their level of satisfaction. Mabaso & Dlamini (2017) clarified that compensation is 

operated as an instrument to improve the effectiveness of an organization by 

positively impacting employees’ behavior and rate of productivity. It is formulated as 

a reward system. In addition, authors Raza & Khan (2019) made a corresponding 

statement that compensation is key for accomplishing the organizational goals and 

objectives. As previous studies discussed, salary is one of the most important factors 

of satisfaction. It is directly linked with job dissatisfaction as well. If the employee is 
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not well pleased with their salary, it will negatively impact their job satisfaction, 

therefore resulting in an increase in their level of dissatisfaction. 

In the recent study on the impact of pay on job satisfaction, Raza & Khan 

(2019) discussed that employees are given payment according to their job description 

and their role in the organizational structure, and “salary may be quite best for every 

human” (p. 69). They concluded that salary has a positive significance on self-esteem, 

therefore, it can be observed that salary has an impact on job satisfaction as well. 

Furthermore, the study by Mabaso & Dlamini’s (2017) research on academic staff 

revealed that there is a positive impact on job satisfaction caused by compensation 

(p=0.263). Author Ramli (2018) further researched on compensation and the impact 

on the employees. In this case of 82 employees, he observed the positive impact of 

compensation on job satisfaction, as well as the performance rate of the employees. 

All these recent studies proved that there is a positive correlation between 

compensation and job satisfaction. 

Promotion 
 

As much as salary plays a major role in job satisfaction, promotion is also the 

key factor in job satisfaction for many employees. Promotion is one of the ways of 

rewarding an employee for their commitment to their work and consequently, the 

efforts they put into their assigned jobs. According to Naveed, Usman, & Bushra 

(2011), promotion is an effective way to provide employees with advantages or 

rewards for meeting the set goals of the organization. Additionally, promotion can be 

seen as a way that motivates the employees to connect the gap between the 
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organizational goals with their ones. Ali & Ahmed (2017) defined promotion in terms 

of corporate, as when an employee advanced from one destination to another higher 

level. Equivalently Razak, Sarpan, & Ramlan (2018) outlined promotion as a 

transformation from one position to a higher position, in terms of wages, 

responsibilities, and organizational levels. Each person has contrasting reasons on 

why they need promotion. While one may find boredom in their current position, 

others realize they desire a higher status (Ali & Ahmed, 2017). 

The authors Naveed, Usman, & Bushra (2011) added that promotion 

positively impacts a change, particularly an increase in salary, which has higher job 

satisfaction than a fixed income. They also stated that employees are more in favor of 

leaving the company if they do not foresee a chance for promotion and advancement. 

In the study of job satisfaction, Ali & Ahmed (2017) discovered that job satisfaction 

is not only impacted by promotion but pay and recognition as well. Even though the 

level of significance varies between the three factors, job satisfaction is positively 

impacted. As a result of the previous studies, it is proved that promotion has a 

significant to job satisfaction too. 

 
 

2.5 Work Itself Factors and Employees’ Job Satisfaction 
 

Creativity and challenges, responsibilities and work flexibility lies under the 

work itself factors. 
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Creativity and Challenges 
 

Creativity is defined in various ways. Authors Abraiz, Tabassum, Raja, & 

Jawad (2012) stated in their study that creativity is linked to job characteristics, such 

as skills and variety, which have an effect on the feeling of finding meaningfulness. 

Creativity can be described as innovation measurements on the job as well. In general, 

creativity is the state of creating something unique. Therefore creativity in the 

workplace is essential as it motivates all employees and develops team participation 

and collaboration where creative thinking takes place. In addition, leadership 

empowerment is associated with this as well. When employees are empowered, it 

enhances their creative behavior, therefore it positively impacts their job satisfaction 

(Abuzid & Abbas, 2017). Borisov & Vinogradov (2019) specified that when a person 

is motivated by the attributes of interest, challenge, and satisfaction, they will be at 

the peak of their creative mindset. Workplace creativity is also essential for an 

individual’s growth, and their career development. 

Borisov & Vinogradov (2019) conducted a recent study on workplace 

creativity and job satisfaction with the population and samples of private sectors in 

European countries. The authors found a significance in the impact of workplace 

creativity on job satisfaction. Furthermore, they discovered that Nordic countries have 

the highest level of the creative and challenging work environment, whereas the 

Mediterranean countries have the lowest level. Abuzid & Abbas (2017) studied the 

relation between job satisfaction, workplace creativity, and self-leadership. They 

researched that self-leadership facilitates employees to work independently on 
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challenging and creative tasks, and these employees find an increase in their job 

satisfaction. Discussions regarding workplace creativity and challenges are limited, 

although it is one of the factors that has an impact on employees’ satisfaction. Even 

though workplace creativity and challenges increase work pressure and work 

intensity, academics consider that it is advantageous for employees’ self-esteem and 

personal growth (Borisov & Vinogradov, 2019). 

Responsibilities 
 

Job responsibilities and engagement directly rely on the organizational 

structure to assign roles and functions that fit the employee criteria. Employee 

engagement and responsibilities have shown major significance in recent studies on 

job satisfaction and work performance. Ludviga & Kalvina (2016) argued that while 

some researchers consider employee satisfaction is a part of work engagement, others 

have stated that job satisfaction has been in existence long before. Job responsibilities 

are described as tasks that are assigned to the employees. It defines their roles and 

functions that need to be performed. These tasks must have adhered to the company 

policies as well as protocols. The job responsibilities of the employees must be well 

managed, as it will positively impact the organizational goals and the satisfaction 

level of the employees. 

Safdar, Susilaningsih, & Kurniawan (2019) recently conducted a study on the 

relationship between employee satisfaction and work performance on healthcare 

workers. It is mentioned that the quality the healthcare workers put into their work is 

being negatively impacted by dissatisfaction. This lower level of job satisfaction is 
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caused by a heavy workload which, as a consequence, results in poor job 

performance. This shows that there is a significance between the responsibilities and 

job satisfaction. However, a study conducted by Ludviga & Kalvina (2016) showed 

that the level of satisfaction in employees indicates a slight difference, signifying that 

they are neither satisfied nor dissatisfied. As a factor in Herzberg’s two-factor theory, 

the responsibility lies under the motivating factors. Employees should feel a sense of 

responsibility towards their work, instead of being micromanaged. 

Work Flexibility 
 

Conceptually, work flexibility deals with the management of time. To an 

extent, work flexibility is also described as a decision of employees on when and 

where they can work (Ma, 2018). Similarly, Ayranci & Simsek (2012) stated that 

flexibility means working at uncommon hours and places. Recent studies indicate a 

positive significance between work flexibility and work-life balance. It is shown that 

workplace flexibility has a direct impact on work-life balance, as it can reduce 

work-life conflict, as well as increase enrichment. Ma (2018) stated that a balance 

achieved in work-leisure or flexibility has an influence on job satisfaction. Flexibility 

provides the employees with more timing, flexibility in the physical environment, and 

social lives, therefore impacting job satisfaction (Ayranci & Simsek, 2012). Work 

flexibility is a crucial element in all workplaces. Origo & Pagani (2006) highlighted 

that flexibility in the workplace can be categorized into two fundamental groups: 

quantitative flexibility and qualitative flexibility. Quantitative flexibility refers to the 

employees working and their work hours, differing from quantitative flexibility that 
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refers to skills and quality of work. Prior research has thoroughly investigated job 

satisfaction and the factors affecting it. The authors referred that flexibility has an 

immensely both direct and indirect impact on job satisfaction. As mentioned, it is also 

linked with productivity and job performance. Ma (2018) studied the relationship 

between flexibility and job satisfaction, resulting in a significant correlation between 

the factors at the level of 0.01. This proved their hypothesis that workplace flexibility 

has a positive correlation with job satisfaction. 

 
 

2.6 Individual Motivation Factors and Employees’ Job Satisfaction 
 

Work-life balance, relationship with coworker and job stress lies under the 

individual motivation factors. 

Work-life Balance 
 

A steady balance is needed for all employees to manage their time for 

organizational goals and their individual needs. Work-life balance also ensures the 

organization is well structured, therefore increasing the employees' performance. 

Though work-life balance is essentially required for the employees in all workplaces, 

limited research has been conducted comparing it with job satisfaction (Walga, 2018). 

As stated by Walga (2018), a conflict in work-life balance is identified when there is a 

dissatisfaction present. The consequences of this lead to a decrease in job 

performance, an increase in job stress, and an increase in employee turnover rate. In 

every individual's life, work and family are the two main aspects and numerous 
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studies have been performed (Rahim, 2019). Mostly, everyone feels a conflict 

between their personal life and work life. They find an imbalance between the two 

domains. Creating harmony between these two domains will increase the overall 

happiness and satisfaction of an individual. Having this balance taken into 

consideration given importance at the organization will, therefore, lead to a healthy 

employee and increase in their satisfaction. 

Walga (2018) conducted comparative research on cross-cultural dimensions of 

job satisfaction and work-life balance. The study resulted in the significance between 

job satisfaction and work-life balance in all 29 European countries, as well as 

neighboring countries researched. Agreed on the significance, Mercado (2019) found 

a relationship between work-life balance and job satisfaction among teachers in the 

Philippines. This proves that there is a significance between work-life balance and job 

satisfaction. 

Relationship with Coworkers 
 

According to Herzberg’s two-factor theory, relationship with coworkers plays 

a role as a factor of job satisfaction. A good relationship with coworkers will lead to 

an increase in the job satisfaction of the employees. Whether it is a good relationship 

or a bad one, a person’s mood in doing their tasks is heavily affected (Abun, 

Magallanes, & Tabur, 2018). Within an organization, all employees should be able to 

interact with each other to create a harmonious workplace structure. Social 

relationships are also related to forming groups within the employees of an 

organization, where all the employees in a group have common and mutual interests. 
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These groups usually feel inclusive of one another and feel comfortable with each 

other to have breakfasts, lunch, and coffee breaks together. If an employee does not 

have a good relationship with their coworkers, it will affect their job satisfaction and 

their overall happiness to work for that organization. Humans are social animals by 

nature, we need social interactions to survive in our daily life and activities. 

As a rule, an organization needs to create an environment for healthy 

relationships with all the employees. Manager-member relationship and relationship 

coworkers are the two main aspects of workplace relationships. S.-C. Lin & J. S-J. 

Lin (2011) pointed out that job satisfaction is affected by the relationship with 

coworkers. Trust and respect within the employees also play a major role. A study on 

workplace relationships and job satisfaction by Abun, Magallanes, & Tabur (2018) 

resulted in a significance between workplace relationships and job satisfaction. They 

suggested that the managers must monitor these aspects as well and improve the 

relation amongst the employees to increase the level of satisfaction. 

Job Stress 
 

Stress is an emotional feeling that affects a person's mental and physical 

health. It wides from a range of emotions from frustrated to nervousness. Stated by 

Singh, Amiril, & Sabbarwat (2019), stress from a job can cause dissatisfaction, and it 

also brings negative effects to the organization. Job stress affects each individual 

differently, some might experience mild tension while some might get into a 

depressive state of mind. Job stress can alter a person’s satisfaction, which then leads 

to lower performance. There are several indications of job stress an employee 
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experience. The most common signs are headaches and fatigue. Other common and 

frequent signs include muscle tension, body pains, chest pain, loss in interest, and 

breathing difficulties. 

Academics have researched the causes of work-related stress. Various factors 

such as long working hours, heavy workload, tight deadlines, and job insecurity are 

amongst the common ones. If an employee is physically and mentally affected by 

their job, their level of job dissatisfaction increases as well as their rate of 

productivity. Job stress also affects the job performance of the employee (Guenzi, 

Rangarajan, Chaker & Sajtos, 2019). An employee will work their best when they are 

stress free and gain satisfaction from their work. Previous studies have proved the 

direct relationship between job satisfaction and stress in the workplace, having a 

positive correlation. 
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CHAPTER 3 

METHODOLOGY 

 
 

3.1 The Type of Research and Tool 
 

The tool used to conduct this survey research to collect the data from the 

respondents is a closed-ended questionnaire. The questionnaire is divided into five 

categories: the demographic data question (10 questions), the factors of organizational 

environment (Independent Variable 1, 16 questions), the factors of work itself 

(Independent Variable 2, 12 questions), the factors of individual motivation 

(Independent Variable 3, 12 questions), and job satisfaction (Dependent Variable, 8 

questions). The survey consists of 58 questions in total. 

 
 

Part 1: Demographic Data (10 questions) 
 

This part consists of questions about the respondents’ general information 

such as age, gender, and marital status. The questionnaire also contains 

questions that require personal details about their education and job. 

Part 2: Factors of Organizational Environment (16 questions) 
 

This part consists of questions about the satisfaction level of the respondents 

regarding the organizational environment factors. There are four sub-variables 

in this part; work environment, fair policies and practices, salary, and 

promotion. Each sub-variable consists of 4 questions. 
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Part 3: Factors of Work Itself (12 questions) 
 

This part consists of questions about the satisfaction level of the respondents 

regarding the work itself factors. There are three sub-variables in this part: 

creativity and challenges, responsibilities, and flexibility. Each sub-variable 

consists of 4 questions. 

Part 4: Factors of Individual Motivation (12 questions) 
 

This part consists of questions about the satisfaction level of the respondents 

regarding individual motivation factors. There are three sub-variables in this 

part: work-life balance, relationship with coworkers, and job stress. Each 

sub-variable consists of 4 questions. 

Part 5: Job Satisfaction (8 questions) 
 

This part consists of respondents’ overall level of job satisfaction. Some of the 

questions included are overall satisfaction, the meaningfulness of work, and 

the level of enjoyment. 

 
 

3.2 The Research Design 
 

The online questionnaire will be measured as the following: 
 

1. Part 1: the fact: nominal and ordinal scales 
 

2. Part 2-4: the attitude: interval scale (the least (1) to the most (5)) 
 

3. Part 5: the attitude: interval scale (the least (1) to the most (5)) 
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Range Interpretation 

 
 
 

Scale 5 - Extremely Satisfied 

Scale 4 - Satisfied 

Scale 3 - Neutral 

Scale 2 - Dissatisfied 

Scale 1 - Extremely Dissatisfied 
 
 
 

The statistics used will be 2 types: 
 

1. Descriptive statistics, which is composed of frequency, mean, and standard 

deviation. 

2. Inferential statistics, which is composed of the multiple regression analysis 

Test. 

 
 

For part 2-5 of the questionnaire, which consists of Likert’s 5 point scale, the 

statistical mean range for the interpretation of the mean are calculated below: 

Range = (Maximum - Minimum) / Scale Level 

Range = (5 - 1) / 5 = 0.8 

Table 3.1: The Range of Mean Interpretation 
 

1.00 - 1.80 Extremely Dissatisfied 

1.81 - 2.60 Dissatisfied 

2.61 - 3.40 Neutral 

3.41 - 4.20 Satisfied 

4.21 - 5.00 Extremely Satisfied 



38 
 

 
 
 

3.3 The Quality of the Research Tool 
 

The online questionnaire was checked for validity and approved by the advisor 

Assoc. Prof. Dr. Suthinan Pomsuwan. The reliability test was conducted with a 

volunteer sample group of 30 respondents. The data from the questionnaires were 

analyzed by using Cronbach’s Alpha in the statistical software, with total reliability of 

0.971. The required value to be accepted is 0.7-1.00. 

Table 3.2: The Total Reliability Test Results 
 
 

Cronbach’s Alpha N (number) of Items 

.971 48 

 
 

Table 3.3: The Reliability Test Results For Organizational Environment Factors 
 
 

Cronbach’s Alpha N (number) of Items 

.959 16 

 
 

Table 3.4: The Reliability Test Results For Work Itself Factors 
 
 

Cronbach’s Alpha N (number) of Items 

.908 12 

 
 

Table 3.5: The Reliability Test Results For Individual Motivation Factors 
 
 

Cronbach’s Alpha N (number) of Items 

.914 12 
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Table 3.6: The Reliability Test Results For Job Satisfaction 
 
 

Cronbach’s Alpha N (number) of Items 

.901 8 

 
 

3.4 The Data Collection 
 

As previously discussed, the necessary data for this study was collected 

through an online questionnaire. The questionnaires were sent to the participants in 

the form of a website link which directed them to a Google Form Questionnaire. The 

questionnaire was created in the English language, and the Google Form 

questionnaire link was sent to selected samples who had the English literacy skills. 

Prior to the data collection, only the samples with English literacy skills were selected 

through a convenience sampling method, and by asking if they were able participate 

in this study by filling out the given online questionnaire. 

Conducting research using the questionnaire method has several benefits for 

the researchers. Firstly, online questionnaires require minimal costs to administer, 

mainly as time and money are not spent necessarily in traveling, visiting sites, and 

printing in paper format. Secondly, the responses collected from the questionnaire are 

quicker to administer, as just one link is sent to the participants where they are taken 

to a website to fill out their information. Thirdly, online questionnaires have 

automation in data input and handling. In other words, the data entered by the 

respondents are collected and automatically stored in a survey database. Due to these 

reasons, online questionnaires were used as a tool in this study. 
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3.5 The Population and Sample 
 

The population of this study are office workers (part-time, full-time, 

freelancers, and temporary) in Bangkok, Thailand. 

According to the data reported in Bangkok Population by World Population 

Review (2020), the total population of Bangkok is 10,539,415. According to the 

Yamane’s (1967) table (Please refer to Figure 1.2: Yamane’s Table for Sample Size), 

with a population size of more than 100,000, 400 samples are to be collected with a 

precision level of +-5%. During the time that the pandemic situation of COVID-19 

was on-going, it was challenging to gain responses by an online survey. As a result of 

this reason, advisor Assoc. Prof. Dr. Suthinan Pomsuwan advised the author to collect 

60 percent of the sample size. 

 
 

400 x 60% = 240 samples 
 
 
 

240 samples were collected for the purpose of this study. The 240 samples for 

this study were selected from 6 districts, using the convenience sampling method, to 

participate in this study. According to the data reported in Statistical Profile of 

Bangkok Metropolitan Administration (Strategy and Evaluation Department Bangkok 

Metropolitan Administration, 2016) the population of the 6 districts are as follows: 

1. Sathon = 80,497 
 

2. Bang Rak = 47,308 
 

3. Yan Nawa = 79,574 
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4. Pathum Wan = 49,594 
 

5. Phra Khanong = 91,305 
 

6. Lat Krabang = 171,933 
 
 
 

3.6 The Sampling Technique 
 

A convenience sampling technique was used in this survey to collect the 

samples. Convenience sampling is a type under the non-probability sampling method. 

This method of sampling is used to collect data from a group of people that are readily 

available to participate in a study (Saunders, Lewis, & Thornhill, 2009). In further 

terms, samples of participants for this study are collected wherever it is convenient. In 

this study, as the questionnaires are in the online form, the participants are those who 

are available to participate in the research survey. 

 
 
 

3.7 The Research Procedure and Timeline 
 

There were 4 stages of the research procedure for this study: 
 

1. First, the research was thoroughly studied by secondary information. This 

includes information and data assembled from previous studies done by 

researchers, academic journals, academic books, and related theories. This 

study began in March 2020, and the secondary information was collected and 

reviewed throughout April 2020. 
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2. Secondly, the research questionnaire was developed. Once the information 

was collected and analyzed, questions for the online questionnaire were 

generated. The information in the questionnaires was demographics data, 

measurement of organizational environment factors to job satisfaction, 

measurement of work itself factors to job satisfaction, measurement of 

individual motivation to job satisfaction, and measurement of general job 

satisfaction. The questionnaire was developed at the end of April 2020. 

3. Thirdly, the questionnaire was tested for validity by the advisor of this field. 
 

The reliability was tested by Cronbach’s Alpha by conducting a pilot test. The 

pilot test of 30 samples was conducted in May 2020. 

4. Fourthly, the questionnaires were handed out to the participants to fill out their 

data. The participants were required to fill all the five parts of the 

questionnaire that was stated previously. The online questionnaires were sent 

out at the beginning of June 2020. 

5. Lastly, the information collected was organized and analyzed for research 

findings and results of the study during the month of July, 2020. 

3.8 The Hypotheses Test and Data Analysis 

Hypotheses: 
 

H1: Organizational environment factors (consisting of work environment, fair policies 

& practices, salary and promotion) have a significance on employees’ job satisfaction. 
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H2: Work itself factors (consisting of creativity & challenges, responsibilities and 

flexibility) have a significance on employees’ job satisfaction. 

H3: Individual motivation factors (consisting of work-life balance, relationship with 

coworkers and job stress) have a significance on employees’ job satisfaction. 

 
 
 

The self-completion online questionnaire was created using Google Forms. 

The distribution of the questionnaires was trouble-free and speedy. Furthermore, the 

data collected from Google Forms were easily presented either by organized diagrams 

in the overall results or by manually viewing each participants’ answers. 

The followings are the statistical tools used for data analysis: 
 

1. Descriptive Statistics: These statistics were used to analyze the demographic 

data of the respondents. The information included is age, gender, education, 

and more. A descriptive statistic is used to analyze and summarize the 

characteristics and observations of the data and present them in the form of 

percentages. 

2. Inferential Statistics: These statistics are used to interpret the meaning of the 

data, and the relationship between the variables. Multiple linear regression 

analysis was used to test the hypotheses and to study the relationship between 

the independent variables, which are the organization environment, work 

itself, and individual motivation, and the dependent variable, which is the job 

satisfaction. 
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CHAPTER 4 
 

ANALYSIS AND FINDINGS 
 
 
 

This chapter presents the research findings from the data analyzed using the 

statistical software. 240 responses were collected and analyzed to test the hypotheses. 

The data analyzed are presented in 6 parts: 

 
 

Part 1 : Analysis of demographic data 
 

Part 2 : Analysis of organizational environment factors 

Part 3 : Analysis of work itself factors 

Part 4 : Analysis of individual motivation factors 

Part 5 : Analysis of job satisfaction 

Part 6 : Analysis of the relationship between organizational environment, 

work itself, individual motivation factors and job satisfaction 

 
 

4.1 Analysis of Demographic Data 
 

The following table presents the demographic data of the 240 respondents. 
 

The data collected from the respondents include gender, age, marital status, education, 

the total number of jobs, current organization type, monthly income, total working 

years, management level, and the type of employee. The data of these values are 

presented in frequency and percentage (%). 



45 
 

 
 
 

Table 4.1: Demographics Data of 240 respondents 
 

Demographic Data Frequency Percentage 

1. Gender   

Male 117 48.8 

Female 123 51.2 

Total 240 100.0 

2. Age   

18 - 21 years old 67 27.9 

22 - 26 years old 81 33.8 

27 - 35 years old 42 17.5 

35+ years old 50 20.8 

Total 240 100.0 

3. Marital Status   

Married 78 32.5 

Unmarried 162 67.5 

Total 240 100.0 

4. Education   

High school / Diploma 52 21.7 

Bachelors’ Degree 139 57.9 

Masters’ Degree or above 49 20.4 

Total 240 100.0 

5. Total Number of Jobs   

1 - 2 185 77.1 

3 - 4 44 18.3 

5+ 11 4.6 
(Continued)
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Table 4.1 (Continued): Demographics data of 240 
respondents 

 

 

 Demographic Data Frequency Percentage 

Total  240 100.0 

6. Current Organization Type   

Private 180 75.0 

Government 12 5.0 

Non-profit 12 5.0 

Others 36 15.0 

Total 240 100.0 

7. Monthly Income   

under 15,000 Baht 72 30.0 

15,000-25,000 Baht 66 27.5 

25,000-35000 Baht 28 11.7 

35,000+ Baht 74 30.8 

Total 240 100.0 

8. Total Working Years   

Under 1 year 69 28.7 

1 year 50 20.8 

2 years 30 12.5 

3+ years 91 37.9 

Total 240 100.0 

9. Management Level   

Top Management 37 15.4 

Middle Management 65 27.1 

Lower Management 42 17.5 
(Continued)
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Table 4.1 (Continued): Demographics data of 240 
respondents 

 

 

Demographic Data Frequency Percentage 

Staff / Assistant 96 40.0 

Total 240 100.0 

10. Type of Employee   

Full-time 147 61.3 

Part-time 53 22.1 

Temporary 17 7.1 

Freelancers 23 9.6 

Total 240 100.0 
 
 
 
 

Table 4.1 presents a summary of the demographic data of 240 respondents. 

The table illustrated that the majority of the respondents in this study were female 

(51.2%), closely followed up with 48.8% of males. Most of the respondents were 

aged 22 to 26 years old (33.8%) and were unmarried (67.5%). The majority of the 

respondents hold a bachelor's degree (57.9%) and had a total number of jobs of 1 to 2 

(77.1%). A large group of respondents are working at a private organization (75.0%) 

and are earning 35,000 baht per month (30.8%). Most of the respondents have worked 

for more than 3 years (37.9%), closely followed by respondents who have worked 

under 1 year (28.7%). A greater number of respondents are staff or assistant (40.0%) 

and is followed by employees whose management level is middle management 

(27.1%). Lastly, the majority of the respondents are full-time employees (61.3%). 
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4.2 Analysis of Organizational Environment Factors 
 

The following table presents the analysis of organizational environment 

factors. Table 4.2 displays the mean, standard deviation and the mean interpretation of 

each sub-variable. The sub-variables of organizational environment factors are: 

1. Work Environment 
 

2. Fair Policies and Practices 
 

3. Salary 
 

4. Promotion 
 

Table 4.2: Mean and Standard Deviation of Organizational Environment Factors 
 

Sub-variables Mean Std. Deviation Interpretation 

1.1 Work 
Environment 

3.71 0.968 Satisfied 

1.2 Fair Policies 
and Practices 

3.58 0.977 Satisfied 

1.3 Salary 3.40 1.015 Neutral 

1.4 Promotion 3.35 1.007 Neutral 

Total 3.51 0.992 Satisfied 

 
 

From table 4.2, it can be seen that most respondents are satisfied with their 

work environment (x ̅ = 3.71, SD = 0.968). The results display that respondents are 

also satisfied with the fair policies and practices in their organization (x ̅ = 3.58, SD = 

0.977). Most respondents feel neutral towards salary (x̅ = 3.40, SD = 1.015) and 

promotion (x̅ = 3.35, SD = 1.007). Overall, the mean for organizational environment 

factors is 3.51(satisfied), and the standard deviation is 0.992. 
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4.3 Analysis of Work Itself Factors 
 

The following table presents the analysis of the work itself factors. Table 4.3 

displays the mean, standard deviation and the mean interpretation of each 

sub-variable. The sub-variables of work itself factors are: 
 

1. Creativity and Challenges in Job 
 

2. Responsibilities 
 

3. Flexibility 
 
 
 

Table 4.3: Mean and Standard Deviation of Work Itself Factors 
 

Sub-variables Mean Std. Deviation Interpretation 

2.1 Creativity and 
Challenges 

3.54 0.907 Satisfied 

2.2 Responsibilities 3.54 0.900 Satisfied 

2.3 Flexibility 3.54 1.021 Satisfied 

Total 3.54 0.943 Satisfied 

 
 

From table 4.3, it can be seen that most respondents are satisfied with all the 

three sub-variables under the work itself factors. A large number of respondents of 

this study are satisfied with the creative opportunities and the challenges they face in 

their job (x̅ = 3.54, SD = 0.907). The mean interpretation of the sub-variable 

responsibilities is satisfied (x̅ = 3.54, SD = 0.900), portraying that the respondents are 

fulfilled. Lastly, most of the respondents are satisfied with the flexibility in their 
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organization as well (x̅ = 3.54, SD = 1.021). Overall, the mean for work itself factors 

is 3.54 (satisfied), and the standard deviation is 0.943. 

 
 

4.4 Analysis of Individual Motivation Factors 
 

The following table presents the analysis of individual motivation factors. 
 

Table 4.4 displays the mean, standard deviation and the mean interpretation of each 

sub-variable. The sub-variables of individual motivation factors are: 

1. Work-Life Balance 
 

2. Relationship with Coworkers 
 

3. Job Stress 
 
 
 

Table 4.4: Mean and Standard Deviation of Individual Motivation Factors 
 

Sub-variables Mean Std. Deviation Interpretation 

3.1 Work-Life 
Balance 

3.35 0.994 Neutral 

3.2 Relationship 
with Coworkers 

3.60 0.968 Satisfied 

3.3 Job Stress 3.26 1.023 Neutral 

Total 3.40 0.995 Neutral 

 
 

From table 4.4, it can be observed that the majority of the respondents of this 

study feel neutral towards the work-life balance (x̅ = 3.35, SD = 0.994). The data also 

shows that the respondents are satisfied with the relationship with their coworkers (x ̅ 



51 
 

 
 
 

= 3.60, SD = 0.968), which shows that there is a good relationship between the 

respondents and their coworkers. Lastly, the respondents feeling towards stress at the 

workplace is neutral (x̅ = 3.26, SD = 1.023), which represents that the respondents 

are unbiased and evenhanded. Overall, the mean for individual motivation factors is 

3.40, and the standard deviation is 0.995. 

 
 

4.5 Analysis of Job Satisfaction 
 

The following table represents the respondents’ attitude or feelings towards 

job satisfaction. Table 4.5 shows the mean and standard deviation of the dependent 

variable: job satisfaction. 

 
 

Table 4.5: Mean and Standard Deviation of Job Satisfaction 
 

Dependent 
variables 

Mean Std. Deviation Interpretation 

 
 

Job Satisfaction 3.54 0.985 Satisfied 

 
 

The table shows the data on job satisfaction, which consisted of 10 questions 

in the online questionnaire given to the respondents. The data of the respondents of 

this study revealed that the respondents are satisfied with their job (x̅ = 3.54, SD = 

0.985) and have achieved job satisfaction at their workplace. 
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4.6 Analysis of the relationship between organizational environment, work itself, 

individual motivation factors and job satisfaction 

This part of the study represents the analysis of the relationship between the 

independent variables, which are organizational environment, work itself and 

individual motivation factors and the dependent variable, which is job satisfaction. 

The type of statistics used in this part in inferential statistics and the statistical 

analysis used to determine the data was the multiple Linear Regression. 

The data are presented in three parts: 
 

1. Analysis of the impact of organizational environment factors towards 

employees’ job satisfaction. 

2. Analysis of the impact of work itself factors towards employees’ job 

satisfaction. 

3. Analysis of the impact of individual motivation factors towards employees’ 

job satisfaction. 
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Table 4.6: Analysis of Impact of Organizational Environment Factors Towards  

       Employees’ Job Satisfaction 

Organizational b 
Environment 
Sub-variables 

Beta t Sig Interpretation 

1.1 Work 0.349 
Environment 

0.342 4.821 .000* Supported 

1.2 Fair Policies 0.167 
and Practices 

0.166 2.165 .031* Supported 

1.3 Salary 0.253 0.260 3.729 .000* Supported 

1.4 Promotion 0.136 0.139 2.086 .038* Supported 

Adjusted R-square = .678, F = 126.816, *P≤0.05 

Independent variable = Organizational environment factors 

Dependent variable = Job satisfaction 

 
 

Table 4.6 showed that job satisfaction has an impact on all the 4 sub-variable 

factors of the organizational environment. The research finding supports the 

hypothesis proposed that the organizational environment factors have a significance 

on job satisfaction. All the 4 sub-variables are supported: work environment (Sig = 

.000), fair policies and practices (Sig = 0.031), salary (Sig = .000) and promotion (Sig 
 

= 0.38). 
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Table 4.7: Analysis of Impact of Work Itself Factors Towards Employees’ Job  

       Satisfaction 

Work Itself b 
Sub-variables 

Beta t Sig Interpretation 

2.1 Creativity 0.414 
and Challenges 

0.381 6.335 .000* Supported 

2.2 0.294 
Responsibilities 

0.268 4.034 .000* Supported 

2.3 Flexibility 0.260 0.270 4.253 .000* Supported 

Adjusted R-square = .730, F = 216.318, *P≤0.05 

Independent variable = Work itself factors 

Dependent variable = Job satisfaction 

 
 

Table 4.7 displays the statistical analysis of the relationship between work 

itself factors and employees’ job satisfaction. The research finding supports the 

hypothesis proposed that the work itself factors have a significance on job 

satisfaction. All the 3 sub-variables under the work itself factors are supported: 

creativity and challenges in job (Sig = .000), responsibilities (Sig = .000) and 

flexibility (Sig = .000). The results show that the second hypothesis is supported as 

well: work itself factors have a significance on employees’ job satisfaction. 
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Table 4.8: Analysis of Impact of Individual Motivation Factors Towards Employees’  

       Job Satisfaction 

Work Itself b 
Sub-variables 

Beta t Sig Interpretation 

3.1 Work-life 0.515 
Balance 

0.519 8.619 .000* Supported 

3.2 Relationship 0.156 
with Coworkers 

0.153 2.824 .005* Supported 

3.3 Job Stress 0.241 0.250 4.760 .000* Supported 

Adjusted R-square = .712, F = 197.868, *P≤0.05 

Independent variable = Individual motivation factors 

Dependent variable = Job satisfaction 

 
 

Table 4.8 displays the statistical analysis of the relationship between 

individual motivation factors and employees’ job satisfaction. The research finding 

supports the hypothesis proposed that the individual motivation factors have a 

significance on job satisfaction. All the 3 sub-variables under the work itself factors 

are supported: work-life balance (Sig = .000), relationship with coworkers (Sig = 

.005) and job stress (Sig = .000). The results show that the third hypothesis is 

supported as well: individual motivation factors have a significance on employees’ 

job satisfaction. 



56 
 

2. Work itself factors have a 
significance on employees’ job 
satisfaction 

Supported 

3. Individual motivation factors 
have a significance on 
employees’ job satisfaction 

Supported 

 
 
 

Table 4.9: Summary of the Hypotheses Testing 
 

Hypothesis Result 

 
1.1 Work environment Supported 

1.2 Fair policies and practices Supported 

1.3 Salary Supported 

1.4 Promotion Supported 

2.1 Creativity and challenges Supported 

2.2 Responsibilities Supported 

2.3 Flexibility Supported 

3.1 Work-life balance Supported 

3.2 Relationship with coworkers Supported 

3.3 Job stress Supported 

 
 
 

         Table 4.9 represents a summary of the hypothesis results. As shown in the 

table, all three proposed hypotheses for this study were supported. Moreover, all sub-

variables of this study were supported as well. 

1. Organizational environment 
factors have a significance on 
employees’ job satisfaction 

Supported 
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CHAPTER 5 

DISCUSSION 

 
 

The purpose of this study was to explore the impact and the relationship 

between the independent variables and the dependent variable, which was to examine 

the impact of organizational environment, work itself and individual motivation 

factors on employees’ job satisfaction. There were three objectives of this research 

study: 

1. To study the impact of the organizational environment factors (work 

environment, fair policies & practices, salary and promotion) on employees’ 

job satisfaction. 

2. To study the impact of work itself factors (creativity & challenges, 

responsibilities and flexibility) on employees’ job satisfaction. 

3. To study the impact of individual motivation factors (work-life balance, 

relationship with coworkers and job stress) on employees’ job satisfaction. 

 
 

As this study was quantitative research, a close-ended questionnaire was 

developed to collect the respondent’s data. Due to the pandemic, which was 

COVID-19, the questionnaire was designed as an online survey by Google Forms, and 

given to the respondents to fill. The population for this study was employees working 

in Bangkok, and only 240 samples were collected by the convenience sampling 

method from the actual sample size of 400, due to the pandemic (COVID-19). 
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Descriptive statistics were used to identify the frequency, percentage ratio, the mean 

and standard deviation of the independent variables and the dependent variable. 

Furthermore, multiple linear regression analysis was used to analyze the relationship 

between the three identified variables, which was the organizational environment, 

work itself and individual motivation factors, and the dependent variable, which was 

job satisfaction. The conclusion and discussion of this study are presented in 4 parts: 

1. Conclusion of demographic data, attitudes towards variables and hypotheses 

results 

2. Discussion and recommendations for implications 
 

3. Recommendations for future research 
 
 
 

5.1 Conclusion 
 

5.1.1 Demographic Data 
 

The majority of the respondents for this study were female, age between 22 to 

26 years old, and unmarried. Most of the respondents hold a bachelor's degree, had a 

total job of 1 to 2, and have worked for more than 3 years. A greater number of 

respondents were staff or assistant working at a private organization, earning more 

than 35,000 baht per month. Moreover, most of the respondents are full-time 

employees. 
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5.1.2 Attitudes towards variables 
 

The attitude towards the variables are presented in three parts: 
 

1) Independent Variable 1: Organizational Environment Factors 
 

Respondents were satisfied with their work environment and the fair policies 

and practices followed in their workplace. Whereas, they felt neutral towards 

salary and promotion. Overall, the respondents are satisfied with the 

organizational environment factors. 

2) Independent Variable 2: Work Itself Factors 
 

Respondents were satisfied with all the work itself factors. This includes 

creativity and challenges, responsibilities and flexibility. Overall, the 

respondents were satisfied with the factors of the work itself. 

3) Independent Variable 3: Individual Motivation Factors 
 

Respondents were satisfied with their relationship with coworkers. Whereas, 

they felt neutral towards work-life balance and job stress. Overall, the 

respondents feeling towards individual motivation factors are neutral. 

 
 

5.1.3 Hypotheses Results 
 

There were three hypotheses proposed in this study: 
 

Hypothesis 1: Organizational environment factors (consisting of the work 

environment, fair policies & practices, salary and promotion) have a significance on 

employees’ job satisfaction. 
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Hypothesis 2: Work itself factors (consisting of creativity & challenges, 

responsibilities and flexibility) have a significance on employees’ job satisfaction. 

Hypothesis 3: Individual motivation factors (consisting of work-life balance, 

relationship with coworkers and job stress) have a significance on employees’ job 

satisfaction. 

After the data analysis, the study results showed that all three hypotheses were 

supported. Organizational environment, work itself and individual motivation have a 

significance on employees’ job satisfaction. 

 
 

5.2 Discussion and Recommendations for Implications 
 

The research study showed that between the three independent variables, all 

three of them are supported. This means the organizational environment, work itself, 

and individual motivation factors have an impact on job satisfaction. 

There were two theories discussed in the literature review of this study. 
 

Herzberg’s two-factor stated that job satisfaction is impacted by motivation factors 

and hygiene factors. This study explored several factors under this theory that proved 

to impact job satisfaction. The factors include responsibilities, promotion, policies and 

practices, relationships with coworkers, work environment, and salary. This study 

concluded that all the factors presented above had a positive relationship with job 

satisfaction, also stating that Thai employees are satisfied with these factors. The 

other theory discussed was Maslow’s theory of needs. This theory states that an 
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individual’s needs are arranged in a hierarchy of five levels. The study related the 

hierarchy of needs with the elements of job satisfaction. The five categories are 

physiological needs, safety needs, love and belonging, self-esteem, and 

self-actualization. This study analyzed several factors under these categories and 

proved that all the hypotheses are supported. 

The sub-variables under organizational environment factors include work 

environment, fair policies & practices, salary and promotion. According to authors 

Jain & Kaur (2014), the physical working conditions and environment have an 

outcome on an employee’s mind and body. They proved that employees in their study 

were satisfied with their work environment. This study concluded that the work 

environment has an impact on job satisfaction and Thai employees are satisfied with 

their work environment. Saputra, Sudiro, & Irawanto (2018) mentioned that the 

physical environment can affect the behavior of humans, as well as impacting their 

emotions. In a study completed by Omar, Salessi & Urteaga (2017), they found that 

human resources practices have an impact on job satisfaction. This study supports 

that, as it resulted in a positive relationship between job satisfaction and fair policies 

and practices. Author Raza & Khan (2019) argued that pay is considered to be very 

important and disclosed that with higher pay, employees are more likely to have 

increased ability. This research studied this important factor and proved that salary 

has an impact on job satisfaction and that Thai employees feel neutral towards their 

present rate of salary. Razak, Sarpan, & Ramlan (2018) found that promotion and job 
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satisfaction has a positive effect on job performance. It was proven by this study that 

promotion has an impact on employee job satisfaction. 

The sub-variables under work itself factors include creativity and challenges, 

responsibilities, and workplace flexibility. A research study by Borisov & Vinogradov 

(2019) showed that there is a positive correlation between creativity in the workplace 

and job satisfaction. This study proved that point as well, as the results revealed that 

workplace creativity and challenges are supported by MLR analysis (multiple linear 

regression). Safdar, Susilaningsih, & Kurniawan (2019) studied the importance of 

workload, and this study’s results showed that responsibilities have a positive effect 

on job satisfaction. Ayranci & Simsek (2012) stated that flexibility is not only 

important to employees but also important to employers. The results of this study 

showed that job satisfaction is impacted by flexibility at the workplace and that Thai 

employees are satisfied with the flexibility in their workplace. 

The sub-variables under individual motivation include work-life balance, 

relationship with coworkers, and job stress. Mercado (2019) did a study on the 

relationship between job satisfaction and work-life balance among female teachers. 

Their results showed that there was a significant relationship between job satisfaction 

and work-life balance. This study also supports that the factor work-life balance is 

supported and proves the positive relationship between job satisfaction and work-life 

balance for Thai employees. Abun, Magallanes, & Tabur (2018) conducted a study on 

the relationship between workplace relationship and job satisfaction and found out a 

significant correlation between those variables. This research study showed that 
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relationships with coworkers have an impact on job satisfaction and that Thai 

employees are satisfied with their relationship with coworkers ((x̅ = 3.60). Singh, 

Amiril, & Sabbarwat (2019) stated that stress is a major problem in the workplace and 

it has created costs for many organizations. They also mentioned that job stress on 

employees is considered to be important as it impacts the physical comfort of the 

employees, therefore affecting the work performance. This research showed that there 

is a significant relationship between job stress and job satisfaction. 

For policy implications, organizations can adjust their rules and policies in 

their workplace to satisfy their employees. As this study proved that there are 10 

factors that have an impact on Thai employees’ job satisfaction, organizations should 

change their strategies to consider these 10 factors. The factors include work 

environment, fair policies and practices, salary, promotion, creativity and challenges, 

responsibilities, flexibility, work-life balance, relationship with coworkers and job 

stress. The managers should give importance to these 10 factors to increase the job 

satisfaction of their employees, therefore, increasing the quality of their work and 

their productivity level. The HR manager could implement new policies in which 

Thai employees could work from home in reasonable situations to maintain a 

work-life balance. The managers could accommodate their policy to develop a healthy 

relationship within their coworkers by creating and enforcing team building activities. 

For managerial implications, the human resource department in every 

organization should provide activities and opportunities for all employees to develop. 

Some of the activities managers should perform for their employees includes 



64 
 

 
 
 

employee training and development, performance management, coaching, mentoring 

and more. As this study, as well as previous studies, proved that job satisfaction can 

be impacted by several factors, it can also be observed that an inadequate level of 

fulfillment in the factors can lead to dissatisfaction. To the extent of this, 

organizations in Bangkok could give priority to their employees to maintain or 

increase their level of job satisfaction. From this study, one of the important factors is 

the work environment (x̅ = 3.71). This shows that the Thai employees give 

importance to their working conditions and the surrounding environment. 

Organizations could use this information to adapt their workplace according to the 

needs of their employees. 

Academic wise, this study explored the factors of job satisfaction in the aspect 

of two theories. The two theories are Herzberg’s two-factor theory and Maslow’s 

theory of needs. The study thoroughly discussed the factors under these two theories 

and explored the impact of the factors on job satisfaction. For further research, this 

study can be used as a baseline for understanding Thai employees. Researchers can 

study the attitudes of Thai employees and observe the factors they value more. The 

study on this subject can be extended to get a profound understanding of Thai 

employees’ behavior and opinions towards the factors that have an impact on job 

satisfaction. Moreover, discussions related to teamwork and employees’ motivation 

could be researched for a broader study. 
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5.3 Recommendations for Future Research 
 

The findings of this study could be beneficial for management purposes and 

decisions. Though all the hypotheses are supported, the study could be improved for 

future research for a more sharpened and advanced analysis and findings. As there 

were a couple of limitations in the process of this study, provided below are a few 

recommendations that could be taken into consideration for future research on a 

similar concept. 

Firstly, future research should consider further extending the data collection. 

This study was based on employees working in Bangkok and only 240 samples were 

collected, due to the pandemic (COVID-19). In the future, the study could be done 

with the actual sample size, which was 400 samples. Further research should be done 

with more sample size for more confident results and a better understanding of 

employees, as it will represent the population. 

This research was done using quantitative methodology. For further research, 

qualitative research could also be included to get a deeper understanding of job 

satisfaction and the factors that have an impact. This research methodology provides 

in-depth and detailed information, which includes attitudes, personal feelings and 

behaviors, that can be used for management decisions. Qualitative research also 

creates an openness to the research study. It allows the respondents to expand their 

views and also gives the researcher new and unexplored topic areas. 
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The sampling method used in the study was a convenience sampling method. 

This method was used as a result of the pandemic (COVID-19). Through a difficult 

time, it was challenging to achieve the data through any other sampling method. For 

future study, it would be advised to explore the different sampling methods. The data 

for this study was based on non-probability sampling. It would be recommended to 

use probability sampling methods for further research, such as a simple random 

sample, systematic sample, stratified sample, and cluster sample. 
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ONLINE QUESTIONNAIRE: 
 

Title: The Impact of Organizational Environment, Work Itself, and Individual 
Motivation Factors towards Employees’ Satisfaction. 

 
Details: This survey research was aimed to comprehend the impact of organizational 
environment, work itself and individual motivation factors towards job satisfaction. 
This study is a part BA715: Independent Study, Graduate School at Bangkok 
University. 
The components of this research will be covered in 5 parts: demographic data 
questions, measurements of organizational environment factors, measurements of 
work itself factors, measurements of individual motivation factors, and measurements 
of job satisfaction. 

 
The information provided will be treated highly confidential and will be used solely 
for the purpose of academic resources. 

 
Thank you very much for your kind cooperation. 

 
 
 
 

 
PART 1: Personal Details 

 
Directions: Please choose (✔) the answer that matches your information. 

 
1. Gender: 

 
❏ Male 
❏ Female 

 
2. Age: 

❏ 18 - 21 years old 
❏ 22 - 26 years old 
❏ 27 - 35 years old 
❏ 35+ years old 

 
3. Marital Status: 

❏ Married 
❏ Unmarried 
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4. Education: 
❏ Highschool / Diploma 
❏ Bachelors’ Degree 
❏ Masters’ Degree or above 

 
5. How many jobs did you have? 

❏ 1 - 2 
❏ 3 - 4 
❏ 5+ 

 
6. Type of current organization you at working at: 

❏ Private 
❏ Government 
❏ Non-profit 
❏ Others 

 
7. Monthly Income: 

❏ under 15,000 Baht 
❏ 15,000-25,000 Baht 
❏ 25,000-35000 Baht 
❏ 35,000+ Baht 

 
8. Total working years: 

❏ Under 1 year 
❏ 1 year 
❏ 2 years 
❏ 3+ years 

 
9. Management level: 

❏ Top Management 
❏ Middle Management 
❏ Lower Management 
❏ Staff / Assistant 

 
10. Type of Employee: 

❏ Full - time 
❏ Part - time 
❏ Temporary 
❏ Freelancer 
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Part 2: Measurements of Organizational Environment Factors 
 

Direction: Please select (✔) the answer that suits best on How Satisfied Are You In 
The Following Factors At Your Organization? 
 
 
Organizational Environment Factors 

 

Extremely 
Dissatisfied 

 
(1) 

 
Dissatisfied 

 
 

(2) 

 
Neutral 

 
 

(3) 

 
Extremely 
Satisfied 

 
(4) 

 
Satisfied 

 
 

(5) 

1. Work environment (lighting, 
temperature, ventilation ..... ) 

     

2. Service and workstations 
provided 

     

3. Welfare Facilities (toilets, 
drinking water, place to eat 
meals ,. .. ) 

     

4. Safety of the workplace      

5. Overall company policies      

6. Overall fair practices in the 
company 

     

7. Managers' attitudes towards the 
company's policies 

     

8. The communication and the 
convenience in the coordination 
with administration of the 
company 

     

9. The level of pay      

10. The fairness of the pay system in 
your organization 

     

11. The degree of being fairly paid 
for your contribution 

     

12. The present rate of salary 
increment / yearly bonus 

     

13. The opportunities for promotion      
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14. The chance to develop more 
skills 

     

15. The chance for career 
advancement 

     

16. The promotion policy of your 
organization 

     

 
 
 
 

Part 3: Measurements of Work Itself Factors 
 

Direction: Please select (✔) the answer that suits best on How Satisfied Are You In 
The Following Factors At Your Organization? 
 
 
 
Work Itself Factors 

 

Extremely 
Dissatisfied 

 
(1) 

 
Dissatisfied 

 
 

(2) 

 
Neutral 

 
 

(3) 

 
Extremely 
Satisfied 

 
(4) 

 
Satisfied 

 
 

(5) 

1. The chance you get to be 
creative at your work 

     

2. The content of your work      

3. Your interests towards the 
assigned tasks 

     

4. Opportunities for creativity and 
challenges 

     

5. The level of responsibilities you 
hold 

     

6. Are you satisfied that your 
supervisor always assign the 
important work to you 

     

7. The level of trust from your 
coworkers towards your work 

     

8. The amount of workload      

9. Your independence at work      
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10. Flexibility in working with 
teams 

     

11. The flexibility of procedures to 
work from home 

     

12. Flexibility within your 
department 

     

 
 
 
 

Part 4: Measurements of Individual Motivation Factors 
 

Direction: Please select (✔) the answer that suits best on How Satisfied Are You In 
The Following Factors At Your Organization? 
 
 
 
Individual Motivation Factors 

 

Extremely 
Dissatisfied 

 
(1) 

 
Dissatisfied 

 
 

(2) 

 
Neutral 

 
 

(3) 

 
Extremely 
Satisfied 

 
(4) 

 
Satisfied 

 
 

(5) 

1. The balance between work and 
personal life - keeping work 
separate from family 

     

2. The amount of time spent for 
personal goals 

     

3. The amount of time spent for 
organizational goals 

     

4. Clear boundary between work 
and family 

     

5. The communication among 
coworkers 

     

6. The level of support among 
coworkers 

     

7. Contribution of coworkers in 
team activities 

     

8. The morality and impartiality 
among coworkers 
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9. Pressure from time constraint      

10. Pressure from handling many 
tasks at the same time 

     

11. having to make decisions under 
pressure 

     

12. The harmony or lack of dispute 
in your workplace 

     

 
 

Part 5: Measurements of Job Satisfaction 
 

Direction: Please select (✔) the answer that suits best on How Satisfied Are You In 
The Following Factors At Your Organization? 
 
 
 
Job Satisfaction 

 

Extremely 
Dissatisfied 

 
(1) 

 
Dissatisfied 

 
 

(2) 

 
Neutral 

 
 

(3) 

 
Extremely 
Satisfied 

 
(4) 

 
Satisfied 

 
 

(5) 

1. The overall working environment 
of the company 

     

2. The work you are doing is 
meaningful 

     

3. Professional and well treatment 
by the management 

     

4. Are you satisfied with your 
workload 

     

5. You find your job enjoyable      

6. You feel a sense of pride doing 
your job 

     

7. Overall atmosphere of the 
company 

     

8. Overall job satisfaction      

 

End of Questionnaire. Thank you for your time! 
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