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Identifying work-related factors in uencing job satisfaction using
job descriptive index questionnaire:
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IT professionals’ job satisfaction is important in minimizing turnover, improving job
performance, minimizing absenteeism, and increasing the level of job involvement. The
SUL DU S USRVH RI LV V LV R HDV UH H MRE VD LVIDF LR RI SURIHVVLR D V D R

identify which factors in uence job satisfaction the most in Hanoi’s IT companies. The
V D VR L YHV LJD HV H UH D LR V LS EH ZHH MRE VD LVIDF LR IDF RUV D H RYHUD

job satisfaction by using the Job Descriptive Index (JDI) and Job General Index (JGI)
T HV LR DLUH R HYD D H H FR V U F YD L L RI IDF RUV D D ZHUH JD HUH IUR D V UYH

of 326 IT professionals in systems development to capture perceptions regarding work-
UH D H IDF RUV R MRE VD LVIDF LR D RUJD L D LR D FR L H H UHV V RI LV V

indicate that compensation and bene ts, co-worker, promotion opportunities, nature of work,
and supervision are positively related to job satisfaction. Based on these ndings, the study
SURYL HV L S LFD LR V R E VL HVV H HF LYHV L H E VL HVVHV
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, WURG FWLR

-RE VD LVIDF LR DV UHFH EHFR H D ULVL J UHVHDUF RSLF IRU RUJD L D LR V D E VL HVVHV

(Aydogdu and Asikgil, 2011; Spector, 1997). Job satisfaction has been linked to employee
performance, absenteeism, and turnover (Agarwal, 2016; Al-zu, 2010; Aydogdu and
Asikgil, 2011; Hom and Gri�eth, 1995). The importance of job satisfaction, beyond the
individual level, is clear regarding its relationship with organizational behaviors related to
the “health” of each organization. It is central to processes and as diverse as organizational
commitment (Klaus HW DO , 2014; Mathieu and Zajac, 1990). Because of the importance of
job satisfaction for an organization, many theories have tried to investigate and illustrate the
factors a�ecting it. Some of these could be grouped in process theories and content theories
or satisfaction of needs (Rast and Tourani, 2012; Stamps, 1997).

The process theories emphasize how one’s characteristics of personality a�ect his/
her professional behavior and, thus, job satisfaction. The personality characteristics of
individuals, according to these theories, play a major role in employee behaviors both in
the workplace and personal life (Rast and Tourani, 2012; Spector, 2008; Stamps, 1997). The
content theories, or needs satisfaction, are based on the feeling of joy that an employee feels
when he or she has ful lled his or her professional goal, which is the pleasant feeling that
FRYHUV LV RU HU HVLUH D HH L SRU D UR H RI HVH HRULHV LV SUHVH H E H

mental processes a person utilizes for decision making (Gruneberg, 1979; Luthans, 2006;
Rast and Tourani, 2012).

LV UHVHDUF DSS LH H FR H HRULHV R H S RUH H FR FHS RI MRE VD LVIDF LR

D VH H - T HV LR DLUH R HYD D H H FR V U F YD L L RI H HU L D V RI MRE

satisfaction and the JGI to examine theoretical issues surrounding its use as a measure of
MRE VD LVIDF LR

HUH DUH VHYHUD UHDVR V IRU H D L L J H HU L D V RI MRE VD LVIDF LR L D

context. Firstly, studies have shown that IT professionals have di�erent work practices
(Kirlidog HW DO , 2009) and are di�erent from population norms for nearly all personality
scales (Wynekoop and Walz, 1998). The premise for IT personnel research is that IT
professionals and their work settings are unique to merit speci c studies. Secondly,
D R J IDF RUV RI MRE VD LVIDF LR SURSRVH L LV V DYH EHH L LYL D V LH L

various settings, only some have been examined in the IT setting and few studies have focused
R MRE VD LVIDF LR UHJDU L J SURIHVVLR D V R J H RSLF DV EHH JLYH D H LR L

developed countries, there is a shortage of research on job satisfaction in certain countries
like Vietnam (Pham, 2016). The argument even goes so far as indicating that studies on job
satisfaction in Vietnam are severely limited (Duong, 2013). This study is aimed to provide
D L LR D L VLJ V L R H MRE VD LVIDF LR RI H S R HHV L 9LH D IRF VHV R D VD S H RI

workers, who are IT employees in Hanoi. Thirdly, this study is focused on recommendations
D FD EH VH E RUJD L D LR V R EH HU D DJH HLU SHUVR H
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This study is divided into 7 sections: (1) Introduction, (2) Literature review of job
satisfaction, (3) Research framework, (4) Methodology, (5) Results, (6) Discussion and (7)
&R F VLR D SR LF L S LFD LR V

LWHUDW UH UHYLH

R FHSW RI MRE DWL IDFWLR

Job satisfaction has attracted the attention of researchers and executives because it in uences
an individual’s behavior in organizations (Locke, 1976; Spector, 1997; Wright and Kim,
2004). Job satisfaction is the most widely researched concept in the eld of industrial
and organizational psychology, social psychology, and organizational behavior literature
(Hackman and Oldham, 1974; Parnell and Crandall, 2003).

Despite its wide usage in research, there is no agreement on what job satisfaction is. Due to
this shortcoming, the concept of job satisfaction is one of the important issues for researchers
and organization executives. Some of the most frequently cited de nitions of job satisfaction
DUH D D H L H IR RZL J SDUDJUDS V

Job satisfaction could be de ned as the emotional response of an employee towards the
tasks and the natural and social environment of the work (Al-zu, 2010; Drakou HW DO , 1997).
Locke (1976) and Oshagbemi (1999) de ne job satisfaction as positive feelings and emotional
attitudes towards work. Hoppock (1935) de nes job satisfaction as any combination of
psychological, physiological, and environmental circumstances that cause a person truthfully
to say that he/she is satis ed with his/her job. According to this approach, although job
satisfaction is in uenced by many external factors, it remains something internal relating
R RZ D H S R HH IHH V -RE VD LVIDF LR SUHVH V D VH RI IDF RUV D FD VH D IHH L J RI

satisfaction. Vroom (1964) links job satisfactionwith the individual’s role in theworkplace and
de nes job satisfaction as a�ective orientations on the part of individuals toward work roles
D H RFF S -RE VD LVIDF LR UHSUHVH V D FR EL D LR RI SRVL LYH RU HJD LYH IHH L JV

that workers have towards their work (Spector, 1997). In other words, job satisfaction is when
a worker in an organization brings with him or her needs, desires, and experiences, which
H HU L H H SHF D LR V D H RU V H DV LV LVVH DYLV DUJ HV D H FR FHS LV

R E H VL H D HVFULEHV MRE VD LVIDF LR DV D L LYL D V VD LVIDF LR RU LVVD LVIDF LR

ZL H ZRUN H HU MRE VD LVIDF LR UHIHUV R H D L HV D IHH L JV SHRS H DYH DER

their work. Positive and favorable attitudes toward a job indicate job satisfaction. Negative
and unfavorable attitudes toward a job indicate job dissatisfaction (Armstrong, 2006). Job
VD LVIDF LR LV F RVH L NH R D L LYL D V EH DYLRU L H ZRUNS DFH DYLV HW DO , 1985).

-RE VD LVIDF LR LV H FR HF LR RI IHH L JV D EH LHIV D SHRS H DYH DER HLU F UUH

job. People’s levels of job satisfaction range from extreme satisfaction to extreme dissatisfaction.
People have attitudes about various aspects of their jobs, such as the kind of work they do, their
co-workers, supervisors or subordinates, and their payment (George HW DO , 2008).
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To summarize, it is argued that job satisfaction describes the emotion of a person re ecting
how much he or she likes his or her job. When we say that an individual has high job
satisfaction, we mean that the he or she and values the job highly and feels positive about it.
This study applies the concepts of Spector (1997), which describes job satisfaction as to how
people feel about their jobs and di�erent aspects of their jobs. It is the extent to which people
LNH VD LVIDF LR RU LV LNH LVVD LVIDF LR HLU MREV

2.2 Factors a ecting job satisfaction

2.2.1 Classi�cation of factors a ecting job satisfaction

Job satisfaction is in uenced by a series of factors. Little consensus has been achieved on
the determinants of job satisfaction (Spector, 2008). The factors and their levels of impact
are di�erent in the sense that the individuals who are doing the same work in the same
H YLUR H R R DYH H VD H HYH RI VD LVIDF LR EHFD VH RI H FR S H L RI H

SV F R RJLFD SHUVSHF LYHV RI HDF ZRUNHU

Many factors, including environmental and personal factors, a�ect job satisfaction
(Giannikis and Mihail, 2011; Spector, 2008; Vakola and Nicholaou, 2012). Personal factors
include a person’s personality, gender, age, and social di�erences (Agarwal, 2016; Aydogdu
and Asikgil, 2011; Judge HW DO , 2001; Rast and Tourani, 2012). Controversy exists among
researchers about the in uence of these factors on job satisfaction.

Among the environmental factors, there are work-related factors such as job’s
characteristics, which refer to the nature and responsibilities of the job, the salary, the fairness
in the workplace, payment, promotion, training, and development, or supervisor and colleague
relationship (Alam, 2012; de Graaf- Zijl, 2012; Lottrup HW DO , 2015). Other environmental
factors are regarded as the relationship of culture and national di�erences with job satisfaction.
It has been shown that when colleagues di�er in nationality, culture is the factor a�ecting
employee satisfaction (Bhandari HW DO , 2015; Hau� HW DO , 2015). Spector (2008) among other
researchers argues that the work-related factors positively a�ect employee job satisfaction.
How demographic factors a�ect job satisfaction is, however, a controversy among researchers.
This study, hence, focuses on identifying the impact of work-related factors on job satisfaction.

2.2.2 Work-related factors in uencing job satisfaction

5HODWLRQ ZLW FR ZRUNHU

Co-workers are people working in the same department or the same organization (Bateman,
H D LR ZL FR ZRUNHUV L FUHDVHV MRE VD LVIDF LR Z H FR HDJ HV UH D LR V LS LV

harmonious and trusting and when employees cooperate e ciently and provide help in a
friendly working environment. Hodson (1997) argues that social relations of the workplace
may make a key contribution to employees’ job satisfaction, productivity, and well-being. The
SUHVH V DV L V IRF V R H S R HH SHUFHS LR V RI FR ZRUNHU V SSRU EHFD VH FR ZRUNHUV

DUH L FR DF R D D R D EDVLV &R ZRUNHU V SSRU UHIHUV R FR ZRUNHUV DVVLV D FH R

R H D R HU L HLU DVNV E V DUL J N RZ H JH D H SHU LVH D SURYL L J H FR UDJH H
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and support (Zhou and George, 2001). A welcoming and supportive working relationship
increases the work contentment of employees (Johns, 1996; Kreitner and Kinicki, 2001).

7 H QDW UH RI ZRUN

Locke (1976) argues that satisfaction is determined by a discrepancy between what one wants
and what one has in a job or a work. The nature of the job is re ected through multiple aspects
such as quali cation requirements, employee’s skill set and abilities, work knowledge, or
chances for advancement. Luddy (2005) and Chau (2009) show statistical proof of the nature
of work a�ecting job satisfaction.

WWLW GHV WRZDUG V SHU LVRUV

Within an organization, employees need guidance, direction, and management from their
V SHUYLVRUV H V SSRU RI V SHUYLVRUV LV R H RI H RV L SRU D IDF RUV IRU H S R HH

retention, which can be shown through fair treatment, subordinate assistance, vision, and
D DJH H DEL L REL V HW DO , 2002). Supervisor support is de ned as the extent to which

HD HUV D D L LV UD RUV FDUH IRU H ZH IDUH RI HLU H S R HHV D YD H HLU FR ULE LR

(Neog and Barua, 2014). When employees feel that they are receiving support, care, and
assistance from their supervisors, they develop a viewpoint that they are being appreciated,
heard, and cared for. Hence, they feel satis ed with their jobs. Furthermore, supervisors’
EH DYLRUV D D L HV S D D L SRU D UR H L H L D L J H S R HHV HYH RI FRRSHUD LR

by encouraging their development and controlling dissatisfaction at the right time. Previous
studies have presented this relationship between supervisors and job satisfaction (Koustelios,
2001; Luddy, 2005; Tran, 2005).

2SSRUW QLWLHV IRU SURPRWLRQ

According toPergamit andVeum(1999), PetersonHW DO (2003), andSclafane (1999),promotion
RSSRU L LHV FR HF LUHF ZL H S R HH V MRE VD LVIDF LR LV SHUVSHF LYH LV V SSRU H

by the study of Ellickson and Logsdon (2002), investigating government employees’ work
contentment and nd a positive assessment of the work advancement factor. Nonetheless,
Kreitner and Kinicki (2001) propose that this positive relation depends fairly on the equity
DZDUH HVV RI H S R HHV

Compensation and bene�ts

Monetary compensation and bene ts are considered themost important factor for employees’
work satisfaction. Compensation ranks rst in determining job satisfaction (Neog and Barua,
2014). Monetary payment or salary is one of many reasons for which people work. Salary
is de ned as the monetary bene t given to the employees by a company in return for the
VHUYLFHV D H H S R HHV UH HU RZDU V H FR SD ( S R HHV FD V L H SHULH FH

job dissatisfaction, even with high payment (Luddy, 2005). Nevertheless, in developing
countries such as Vietnam, salary remains a crucial factor contributing to job satisfaction
(Tran, 2005; Pham, 2012).



2 1 2 1 1 21 212 1 1 1 2 12��

5H HD F JDS

H DJ L H RI MRE VD LVIDF LR LV FR VL HUH D V UR J SUH LF RU RI D ZRUNHU V EH DYLRU

This measure has been used to predict separations, resignations, and productivity of workers
& DUN HW DO , 1996; Shields and Price, 2002). Furthermore, job satisfaction is one of the 5 most
crucial predictors of overall well-being (Argyle and Martin, 1989; Clark HW DO , 1996).

The implications of job contentment have spurred a signi cant amount of research on
H L H VLR V RI VD LVIDF LR IDF RUV L HW DO , (1969) have researched job satisfaction

descriptive index at Cornell University and evaluated 5 factors including work nature,
promotion opportunities, supervisor support, colleagues, and payment. The study by
Spector (1985) in the eld of services indicates that there are 9 factors a�ecting employees’
contentment with their jobs, including the JDI facetswith the addition of job desire, information
communication, unexpected rewards, and welfare. Luddy (2005) nds that 3 out of 5 factors
L H - R H SRVL LYH L SDF MRE VD LVIDF LR Z L H H UH DL L J SURYH LVVD LVIDF LR

L HD VHUYLFHV L R IULFD

In the context ofVietnam, the concept of employee job satisfaction has been widely studied.
HFH V LHV DYH D IRF V R H HU L D V RI MRE VD LVIDF LR L H FD LR D L V L LR V D

mechanical companies (Nguyen and Nguyen, 2013; Nguyen, 2011; Nguyen, 2005).

Although the researchersmentionedabove share thesame research interests in job satisfaction,
H DYH L H FR VH V V R H HU L D V RI MRE VD LVIDF LR L H E VL HVVHV H IDF RUV

and their levels of impact are di�erent in various industries (Spector, 2008). Individuals doing
H VD H ZRUN L H VD H H YLUR H R R D DYH H VD H HYH RI VD LVIDF LR EHFD VH

of the complexity of their psychological perspectives. Many studies in this eld are limited
by sample size, scope, and subject matter, whereas many studies are focused on the impact
of a large group of in uencing factors. This study seeks to extend research insights into job
satisfaction and work-related antecedents in IT companies located in Hanoi, Vietnam, and then
V JJHV UHFR H D LR V R H D FH H MRE VD LVIDF LR RI SURIHVVLR D V

5HVHDUFK IUDPH RUN

3 RSR H H HD F PR HO

The study identi es the work-related determinants of job satisfaction, which include
relation with co-workers (coworker), the nature of work (job), attitudes toward supervisors
(supervision), opportunities for promotion (promotion), and compensation and bene ts (pay).

Figure 1 shows 5 independent variables and one dependent variable. The independent
variables are hypothesized to be correlated with and have a direct in uence on job satisfaction
as indicated by Arrows from H1 to H5. This job satisfaction model is derived from theories
D HV H IRU L V DSS LFDEL L R HDV UH H RYHUD ZRUN FR H H HYH RI H S R HHV L

D RUJD L D LR EDVH R - L HW DO , 1969).
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LJ UH + SR HVHV R H

6R UFH Proposed by authors

SRW H L H HORSPH W

5HODWLRQ ZLW FR ZRUNHU DQG MRE VDWLVIDFWLRQ

&R ZRUNHUV ZRUN RJH HU L H VD H SRVL LR ZL VL L DU ZRUN FR H V RU L D F DL

RI SURIHVVLR D ZRUNV UH D H R HDF R HU L D RUJD L D LR H UH D LR V EH ZHH FR

workers are competitive and supportive. Employees will feel satis ed with their jobs if they
DYH V SSRU V IUR HLU FR ZRUNHUV D HLU FR HDJ HV DUH IULH D H SI ( S R HHV

are satis ed if they have fair competitiveness of awards and promotion opportunities in the
company. The main elements of satisfaction with co-worker relations are trust, dedication in
work, and friendliness. In other words, employees will feel more satis ed with their jobs if
they have a good relationship with their co-workers. This argument is con rmed by Ramayah
and Muhamad (2001), Luddy (2005), Tran (2005), Nguyen (2011), and Pham (2012). Thus,
L LV V H IR RZL J SR HVLV LV D YD FH

H1: The relationwith co-workers positively a ects thegeneral job satisfactionof employees.

7 H QDW UH RI ZRUN DQG MRE VDWLVIDFWLRQ

The work factor re ects the compatibility of job characteristics and an employee’s job
quali cations, expectations, and capacities. By arranging a job in an e cient and organized
way, employerscanboostpositiveemotions, encourageself-development, exploit thepotentials
of employees, and increase productivity. In other words, employees will feel satis ed with
DVVLJ H ZRUNV LI H V L HLU FDSDFL LHV LV DUJ H LV V SSRU H E D D D D
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Muhamad (2001), Kinicki HW DO (2002), Luddy (2005), Tran (2005), and Nguyen (2011).
Findings from these studies show that employee satisfaction with the nature ofwork in uences
their satisfaction on the job. Therefore, the authors advance the following hypothesis:

H2: The nature of work positively a ects the general job satisfaction of employees.

WWLW GHV WRZDUG V SHU LVRUV 6 SHU LVLRQ DQG MRE VDWLVIDFWLRQ

According to Cumbey and Alexander (1998), the relationships between job satisfaction and
e�ective supervisory are veri ed. Their results a rm that e�ective supervisory on employees
has a positive e�ect on job satisfaction. Bradley HW DO (2004) conduct a study with supervision
DV D L HSH H YDULDE H D MRE VD LVIDF LR DV D HSH H YDULDE H H V SUHVH V

the supervision preferred by workers, which is to have close supervision of work since
workers enjoy visual assessment of their performance. This nding suggests that monitoring
is desirable. They nd a positive relationship between supervision and job satisfaction. Great
supervisors demonstrate capability, vision, and management ability to support subordinates in
HLU ZRUN REL V HW DO , 2002). Keashly and Jagatic (2000) argue that poor supervision leads

to dissatisfaction of workers. Karasek and Theorell (1990) nd that poor supervision does not
only cause dissatisfaction with employees’ work but also leads to higher turnover. Besides, a
supervisor’s workplace control has a signi cant e�ect on employee satisfaction and reduces
H S R HH U RYHU +DU R HW DO , 2007). For this reason, the following hypothesis is advanced:

H3: The attitudes toward supervisors positively a ect the general job satisfaction of employees.

2SSRUW QLWLHV IRU SURPRWLRQ DQG MRE VDWLVIDFWLRQ

One of the most important factors that signi cantly a�ect an individual’s satisfaction process
is a promotion (Luthans, 1973). The individuals that do not have any expectation of being
promoted are more satis ed than the employees that are waiting to be promoted. It is expected
that this promotion expectation positively a�ects an individual’s performance but negatively
a�ects individual job satisfaction (Bassett, 1994; Oshagbemi, 1999). Individuals with
experience, business knowledge, and skills hope to have better conditions and be promoted
in their work (Price and Mueller, 1986). If this promotion expectation is not achieved, it
will have negative e�ects on job satisfaction (Oshagbemi, 1999). By using the promotion
mechanism, employees will feel more satis ed when they realize that they have made career
progress and have a signi cant position in the organization and society. In this study, the
promotion has been considered as a factor a�ecting job satisfaction. Therefore, this study
SURSRVHV D SR HVLV DV IR RZV

H4: The opportunities for promotion positively a ect the general job satisfaction of employees.

Compensation, bene�ts, and job satisfaction

Compensation and bene ts are human resource practices used by an enterprise to attract
talent, retain employees, and minimize job dissatisfaction (Churchill HW DO , 1974). Employees
will perceive that fairness of pay comes from comparing their contribution or e�orts in terms
of their received rewards with those of their co-wokers. They will be satis ed if the rate they
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H SHF LV RZHU D RU HT D R H HYH H JH D H ZL EH LVDSSRL H LI H R

not get what they expect (Luthans, 1973, Wright and Kim, 2004). Salary and bonuses are
among the most common in uencing factors for employee satisfaction (Spector, 1997). As
supported by Ting (1997), there were 2 di�erent types of pay practices that have e�ects on
job satisfaction, including the pay itself and nancial prospects in the future. Thus, this study

SR HVL HV D

H5: The compensation and bene�ts positively a ect the general job satisfaction of employees.

0HWKRGRORJ

HD HPH W

The scale development procedure was conducted in 6 sections: (1) Literary de nition of the
concept; (2) Identi cation of the concept; (3) Generation of items; (4) Reduction of the scale;
(5) Data collection; and (6) Testing of the scale. After reviewing theories of job satisfaction
and work-related factors, the study conceptualized 5 factors that in uence job satisfaction
EDVH R -

Measuring factors of job satisfaction based on Job Descriptive Index

One of the most widespread and popular questionnaires is the JDI created by Smith HW DO

(1969). They measure factors of job satisfaction using words, mainly adjectives, to describe an
employee’s feelings about his or her job. Following their surveys and statistical analysis, they
added other words to create a questionnaire that could assess factors a�ecting job satisfaction.
These factors include relationwith co-workers (Co-worker), the nature of work (Job), attitudes
toward supervisors (Supervision), opportunities for promotion (Promotion), compensation,
and bene ts (Pay) (Spector, 1997). The original scale has a total of 72 items with either 9 or

L H V SHU V EVFD H (DF L H LV D HYD D LYH V RU S UDVH D LV HVFULS LYH RI H MRE

Tomonitor the in uence of di�erent observed variables, designing suitable and trustworthy
scales is compulsory to detect and analyze possible issues. The study uses the modi ed scales
of Leck (2016) with 30 items, in which each factor has 5 items. The factor scales of job
VD LVIDF LR DUH DNH L R FR VL HUD LR R FR S H H H HYH RS H RI H FR V U F V DV

V RZ L DE H

Measuring job satisfaction in general based on Job in General Index

To complement JDI, JGI was set up with 18 questions to assess overall satisfaction. The
di�erence with JDI is that JGI evaluates some other aspects of the profession such as “how
satis ed the employee is by customers” and the questions show the best overall satisfaction
and have higher reliability. The questions of JGI are associated with long-term feelings and
were designed to measure the overall satisfaction (Greenberk and Baron, 2013; Spector, 2008;
UDNR HW DO , 1997). According to the literature, it contains assessment questions, which
DYH LJ HU UH LDEL L DV SUH LF RUV RI EH DYLRU 0HDV UH H RI IDF RUV RI MRE VD LVIDF LR LV

V RZ L DE H
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7DEOH 0HDV UH H RI IDF RUV RI MRE VD LVIDF LR

DFWRUV ,WHPV WKRUV

H D LR ZL FR ZRUNHUV

&R ZRUNHU

&R ZRNHU +H SI L HW DO (1969),
adapted by Leck (2016)&R ZRUNHU HVSR VLE H

&R ZRUNHU H LJH

Co-worker4 - Stimulating
Co-worker5 - Active

H D UH RI ZRUN -RE -RE 8VH DEL L LHV

Job2 - Give a sense of accomplishment
-RE &D VHH H UHV

Job4 - Exciting
Job5 - Challenging

L HV RZDU

V SHUYLVRUV SHUYLVLR

SHUYLVLR UR Z H HH H

SHUYLVLR SSRU LYH

SHUYLVLR H H Z HUH V D

Supervision4 - Knows job well
Supervision5 - Up-to-date

Opportunities for
promotion (Promotion)

Promotion1 - Good opportunities for
D YD FH H

Promotion2 - Promoting ability
Promotion3 - Fairly good chance for
SUR R LR

Promotion4 - Regular promotions
Promotion5 - Fair promotion policy

Compensation and bene ts
(Pay)

Pay1 - Well paid
Pay2 - Adequate income for normal
H SH VHV

Pay3 - Fair payment
Pay4 - Enough to live on
Pay5 - Comfortable

-RE VD LVIDF LR L JH HUD

-RE VD LVIDF LR

-RE VD LVIDF LR 0DNH H FR H SHF RU D DS H

by Leck (2016)-RE VD LVIDF LR ( MR DE H

-RE VD LVIDF LR FFHS DE H

Job-satisfaction4 - Pleasant
Job-satisfaction5 - Worthwhile

6R UFHV Spector (2008) adapted by Leck (2016)
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Although JDI validity and reliability are testi ed through various studies and recognized
as one of the most famous tools to measure job satisfaction, the original model only contains
answers in the form of Yes or No. Many measurement scales, which are more reliable and
appropriate for statistical analysis, have been developed since then (Kinicki HW DO , 2002;
Tasios and Giannouli, 2017). Among them, the Likert scale is a common measure in social
science, particularly in the topic of job satisfaction. In principle, the more detailed the scale
is, the more accurate it is. The 5-point Likert scale is appropriate for this study because its
accurateness is similar to the 7-point Likert. A 5-point Likert scale is, thus, used and the
choice for each item in JDI and JIG model is as follows: 1 = Strongly disagree, 2 = Disagree,
3 = Neutral, 4 = Agree, 5 = Strongly agree.

DWD FROOHFWLR

Primary data are collected from a questionnaire survey. The main objective is to gain an in-
HS HUV D L J RI H F UUH HYH RI MRE VD LVIDF LR RI H S R HHV L FR SD LHV

Both o ine and online survey methods are applied. A total number of 326 responses have
EHH UH U H

H V UYH LV VH R HUV D H SHUFHS LR V RI SURIHVVLR D V R ZRUN

related factors regarding relation with co-workers, the nature of work, attitude toward
supervisors, opportunities for promotion, compensation, and bene ts, and overall job
VD LVIDF LR H L H V VH ZHUH SUH HV H E VHYHUD D DJHUV D SURIHVVLR D V

0L RU D M V H V ZHUH D H R D IHZ L H V EDVH SR SUH HV L J H T HV LR DLUH

to increase its comprehension and clarity. After that, the formal survey was conducted
R D DUJH VFD H ZL FR SD LHV RFD H L +D RL HVH DUH D FR SD LHV L H

group of ten leading IT companies in Vietnam (Vietnam Report, 2020). The companies
are mainly from 2 sub-industries, which are IT and Telecommunication and Services,
Software Solutions, and System Integration Technology. IT professionals are identi ed
DV RVH Z R V UD HJLFD L S H H HF R RJ R FDUU R FR SD LHV YLVLR UR J

interviews with IT managers, the authors can identify 5 key IT positions to be our
respondents including programmers, systems analysts, senior systems analysts, project
leaders, and database administrators. Table 2 presents a summary of the industry types
D SRVL LR V RI R U UHVSR H V

The sample consists of 380 respondents. However, only 362 questionnaires are fully
answered. Out of the respondents, 83% are male and 17% are female. This result shows that
a major proportion of respondents are male, which is close to the proportion of 89% male
respondents reported in the 2020 IT Industry HR report (VietnamworksInTECH, 2020). The
362 respondents are generally well educated and experienced in the information technology
eld,which is shown by their demographic statistics (seeTable 2).Based on these observations,
HVH SURIHVVLR D V DUH UHSUHVH D LYHV RI RVH IR L RUJD L D LR V
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7DEOH UYH H UHVSR H V H RJUDS LFV

5HVSR GH WV H SHULH FH

E L G VWU W SH

D H HFR LFD LR 54%
Services, Software Solutions & System Integration Technology 46%

,7 SRVLWLR Programmer/Analyst 25%
V H V D D V 15%

H LRU V V H V D D V

Project leader
D DEDVH D L LV UD RU

Other
H GHU 0D H

)H D H 17%
LJKHVW FRPSOHWHG

HG FDWLR

&R HJH

Bachelor’s degree 63%
0DV HU V HJUHH 14%

JH HDUV R 55%
31-40 years old 34%
41-50 years old

:RUNL J H SHULH FHV < 5 years 25%
6-10 years 40%
> 10 years 35%

6R UFH RUV FD F D LR

DO L PHW R

H D RUV FR F T D L D LYH D D VLV UR J L HUYLHZL J H SHU V L D UHVR UFH

D DJH H R HYD D H H V EVFD HV RI IDF RUV RI MRE VD LVIDF LR D MRE VD LVIDF LR L VH I

Besides, a quantitative analysis is applied, which includes descriptive statistics to describe
basic features of the data. The Cronbach’s Alpha coe cient is used to assess the reliability,
i.e. internal consistency, of factors impacting job satisfaction scales. The Exploratory Factor

D VLV () LV H S R H R D D H Z H HU H FR SR H V RI MRE VD LVIDF LR DYH

LJ D HVLYH HVV D FD EH JUR SH H UHJUHVVLR D D VLV LV DSS LH R H D L H H

UH D LR V LS EH ZHH ZRUN UH D H IDF RUV D H MRE VD LVIDF LR RI H S R HHV

5HV OWV

5HOLDELOLW D DOL DWLR RI D LDEOH

5HOLDELOLW WHVW

The measure of internal consistency used in this research is Cronbach’s Alpha coe cient.
This coe cient measures how well a set of variables or items measure a single construct. The
YD HV RI S D D DUH F RVH R L LFD H R RU L H FRUUH D LR EH ZHH H L H V D DNH

S H YDULDE H Z L V H YD HV D DUH F RVH R L LFD H LJ L HU L H FRUUH D LR V )UR

the calculation, the Cronbach’s Alpha of the data is over 0.8 (see Table 3). This con rms the
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work-related factors and job satisfaction scales are appropriate and reliable. Therefore, all
REVHUYH YDULDE HV FD EH VH L H H V HS RI () D D VLV

7DEOH HV V RI YDULDE HV UH LDEL L

9DULDEOHV UR EDFK V OSKD

H D LR ZL FR ZRUNHU &R ZRUNHU 0.861
H D UH RI ZRUN -RE 0.917
L HV RZDU V SHUYLVRUV SHUYLVLR 0.871

Opportunities for promotion (Promotion)
Compensation and bene ts (Pay) 0.861
-RE VD LVIDF LR L JH HUD -RE VD LVIDF LR 0.859

6R UFH RUV FD F D LR

9DOLGLW WHVW

To measure the validity of each statement of the questionnaire, the software SPSS 20.0 with a
correlation function is used. Out of thirty items, 6 items have been deleted because they have
validity values smaller than 0.3, which are categorized as non-valid statements.

The results of EFA analysis with independent variables, which are work-related factors,
indicated that these variables satis ed the requirement of validity for measurement scales,
particularly: (1) An adequate t of Kaiser-Meyer-Oklin test (KMO) with signi cant Barlett
test of sphericity; (2) 0.5 < KMO coe cient = 0.871 < 1; (3) Extraction Sums of Squared
Loadings = 78.239% > 50% (Williams HW DO , 2010), which indicates the presence of su cient
inter-correlations in the data matrix and appropriateness of factor analysis. The 5 constructs
of independent variables with 18 items were grouped into 5 factors, namely co-worker, job,
supervision, promotion, and payment (Table 4).

7DEOH 9D L D LR RI IDF RUV RI MRE VD LVIDF LR

RPSR H WV

4 5
&R ZRUNHU 0.777
&R ZRUNHU

Co-worker4 0.865
Co-worker5 0.835
-RE 0.852
-RE 0.852
Job5 0.795
Job4 0.863

SHUYLVLR 0.864
Supervision4 0.875
Supervision5 0.877
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RPSR H WV

4 5
Promotion2
Promotion3 0.835
Promotion4
Promotion5 0.866
Pay2
Pay3 0.870
Pay5 0.847

KMO Measure of Sampling Adequacy: 0.871

DUWOHWW V 7HVW RI 6SKHULFLW

SSUR & L T DUH

I

LJ

153

Extraction Sums of Squared Loadings 78.239%

6R UFH RUV FD F D LR

OWLSOH HJ H LR D DO L RI R HODWH IDFWR D MRE DWL IDFWLR

3HDUVRQ SURG FW PRPHQW FRUUHODWLRQ WHVW

The Pearson 2-tailed correlation coe cient was used to nd out the degree of association
among the variables. The results show that all independent variables are signi cant and have
a positive relationship with overall job satisfaction. It reveals that all ve work-related factors
in the study have a signi cant correlation with job satisfaction with Sig. value at the 0.01
level. These results are shown in Table 5.

7DEOH Pearson correlations between work-related factors and job satisfaction

Pearson correlations coe cient -RE VDWLVIDFWLR

&R ZRUNHU 0.321**
-RE 0.396**

SHUYLVLR 0.279**
Promotion 0.405**
Pay 0.464**

1RWH ** indicates that the correlation is signi cant at the 0.01 level (2-tailed)

6R UFH RUV FD F D LR

0 OWLSOH OLQHDU UHJUHVVLRQ

H LS H L HDU UHJUHVVLR D D VLV LV FR F H R HV L D H MRE VD LVIDF LR HU H

e�ects of independent variables. Classical assumption tests are required tests for multiple

7DEOH 9D L D LR RI IDF RUV RI MRE VD LVIDF LR FRQWLQ HG
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linear regression to get a research model which is unbiased, well designed, and acceptable.
Results from the multiple linear regression analysis are provided in Table 6.

7DEOH 0 LS H UHJUHVVLR D D VLV IRU ZRUN UH D H IDF RUV D MRE VD LVIDF LR

, GHSH GH W YDULDEOHV HWD 6LJ 5 Adjusted R ROOL HDULW VWDWLVWLFV

0.581 0.328 7ROHUD FH 9,

&R ZRUNHU 0.165 0.874 1.145
-RE 0.015 0.642 1.557

SHUYLVLR 0.015 0.878
Promotion 0.149 0.633 1.581
Pay 0.294 0.783 1.278

6R UFH RUV FD F D LR

In this study, a multicollinearity test is used to know whether there is a correlation or not
between independent variables. The VIF values presented in Table 6 show that the VIF is
greater than 1 and smaller than 2, suggesting that there is no multicollinearity problem among
L HSH H YDULDE HV H D M V H is 0.328, meaning that approximately 32.8% of the
YDULDEL L RI MRE VD LVIDF LR LV H S DL H E H YDULDE HV L H R H

Results from Table 7 show that the model for employee job satisfaction in Hanoi’s IT
FR SD LHV V R EH

Job-satisfaction = 0.294*Pay + 0.165*Co-worker + 0.149*Promotion + 0.139*Job +
0.119*Supervision

It is found that payment, co-worker, promotion, and supervision have a positive relationship
with employee job satisfaction with a positive Beta value, which is shown in Table 7. Based
on the results of the EFA test and regression model development, several major ndings are
acknowledged. In conjunctionwith stated research hypotheses, initial conclusions are as follows.
7DEOH HV V RI HV H SR HVHV

SRWKHVLV Beta coe cient 3 YDO H SRWKHVLV

DFFHSWD FH

H1: The relation with co-workers positively a�ects
H JH HUD MRE VD LVIDF LR RI H S R HHV

0.165 FFHS H

H2: The nature of work positively a�ects the general
MRE VD LVIDF LR RI H S R HHV

0.015 FFHS H

+ H D L HV RZDU V SHUYLVRUV SRVL LYH

a�ect the general job satisfaction of employees.
0.015 FFHS H

H4: The opportunities for promotion positively a�ect
H JH HUD MRE VD LVIDF LR RI H S R HHV

0.149 FFHS H

H5: The compensation and bene ts positively a�ect
H JH HUD MRE VD LVIDF LR RI H S R HHV

0.294 FFHS H

6R UFH RUV FD F D LR
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'LVF VVLR RI HPSLULFDO UHV OWV

5HODWLR LW FR R H D MRE DWL IDFWLR

Hypothesis H1 postulates a positive in uence of relation with co-workers on employees’
job satisfaction. The ndings show that the hypothesis is supported. Previous studies in the
existing literature also con rm a positive relationship between 2 variables such as Johns
(1996) and Kreitner and Kinicki (2001). Herzberg’s motivation-hygiene theory describes
how the relationship with co-workers a�ects an employee’s job satisfaction by placing the
relationship with co-workers as a hygiene factor. In other words, the quality of the relationship
ZL FR ZRUNHUV HD V R VD LVIDF LR RU LVVD LVIDF LR ZL H MRE HSH L J R Z H HU H

H S R HH SHUFHLYHV LV UH D LR V LS DV EHL J RI D RZ RU LJ T D L H D LR V LS ZL

co-workers involves aspects such as cooperation, team spirit, support, trust, exchange of
information, and atmosphere among peers. Support from co-workers on an individual level
means recognition, acknowledgment, acceptance, and involvement which are important
factors in the foundation for an employee’s sense of job satisfaction. Thus, the ndings of a
SRVL LYH UH D LR V LS EH ZHH FR ZRUNHUV D H S R HH V MRE VD LVIDF LR DUH FR VLV H ZL

the outcomes in studies by Luddy (2005) and Pham (2012).

7 H DW H RI R -RE D MRE DWL IDFWLR

Hypothesis H2 indicates that there is a positive in uence of the nature of work on job
satisfaction. The compatibility between a job and the employee is re ected through multiple
aspects related to job characteristics, including an employee’s skill set, abilities, and
knowledge or job natures, which can be required quali cations, motivational incentives, or
challenges. That the nature of IT jobs enhances job satisfaction is a consistent nding with
previous studies by Hackman and Oldham (1975) and Thatcher HW DO H D UH

of IT professional’s work focuses on job classi cations and functions ranging from data
center managers to computer operations personnel, rather than a sample across various
industries. The nature of work is challenging to stimulate employee’s skill set, abilities, and
knowledge that support personal growth. When IT employees have a chance to improve
personal capability and achieve their expectations in a job, they will satisfy with their work
Therefore, the nature of work has a relationship with job satisfaction.

WWLW H WR D SH L R 6 SH L LR D MRE DWL IDFWLR

Hypothesis H3 signi es a positive in uence of attitudes toward supervisors on employees’
MRE VD LVIDF LR +HU EHUJ HW DO (1959) outline that supervision is a critical extrinsic factor
of work and positive observable supervisory behaviors, perceptions, and interactions lead
R H FHS LR D IHH L JV RI H S R HH MRE VD LVIDF LR (LVH EHUJHU HW DO V SSRU H

DVV S LR V RI +HU EHUJ HW DO (1959) that when supervisors take corrective action to ensure
that employees view supervisors favorably, it will create stronger organizational connections.
Further, Goleman (2000) mentions that a good supervisor should be able to develop
achievable targets, spread positive attitudes throughout the organization, as well as increase
the employees’ awareness. Smith and Shields (2013) con rm that perceived experiences
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between employees and supervisors are statistically signi cant predictors of employees’ job
satisfaction. Perceived supervisor support plays a role in increasing levels of employees’ job
satisfaction (Smith and Shields, 2013).

2SSR W LWLH IR S RPRWLR 3 RPRWLR D MRE DWL IDFWLR

Hypothesis H4 implies that there is a positive in uence of opportunities for promotion on
H S R HHV MRE VD LVIDF LR &DUHHU HYH RS H RI H S R HHV LV VHH UR J SUR R LR

because it makes a signi cant increase in the salary of an employee as well as in the span of
authority and control (Murphy, 1985; Baker HW DO , 1994). It will help employees themselves
to feel that they are e�ective contributors (Bernhardt and Scoones, 1993) and thus they are
satis ed with the respective status in the organization (De Souza, 2002).

6.5 Compensation and bene�ts (Pay) and job satisfaction

One of the main reasons motivating people to work is compensation (Dessler, 2008). The
outcome aligns with the research of Neog and Barua (2014) where salary and compensation
rank as the most in uential determinants of work ful llment. Besides, compensation impacts
employees’ living status in society, satisfaction, loyalty, and productivity (Aswathappa, 2008).
Studies show that compensation is a signi cant lever to drive employee behavior towards the
organization’s goals and increase the level of work commitment, which leads to job satisfaction
(Nielsen and Smyth, 2008). Inappropriate salaries can prevent employees from being satis ed
at higher levels of achievement, responsibility, and autonomy in the job (Chang HW DO , 2010).

R FO VLR D G SROLF LPSOLFDWLR

3ROLF LPSOLFDWLR

HVHDUF UHV V R H UH D LR V LS EH ZHH ZRUN UH D H IDF RUV D MRE VD LVIDF LR IRU

SURIHVVLR D V H S R DNH UHFR H D LR V IRU D DJHUV DV IR RZV

Firstly, managers should have appropriate compensation and bene t policies as these
factors rank rst in job satisfaction. In developing countries like Vietnam, salary remains
a crucial factor contributing to job satisfaction (Tran, 2005; Pham, 2012). Employees of IT
companies nd their payment acceptable with their abilities and contributions. Thus, there
V R EH D HZ DSSURDF R VD DU LV ULE LR E SR LF DNHUV RI H FR SD H V

highlights a reward system based on performance to motivate employees’ e�orts while it is
an e�ective means to encourage better employee performance. Smart goals can be set so that
all employees are aware of how their e�orts are paid back. Preferably, employees’ opinions
V R EH L F H DV R RZ SD H E JH V HH R EH D M V H UHIRU D LR RI VD DU

policy stands a high chance of improving overall job satisfaction, motivating better work
performance, and preventing labor drainage due to other competitions.

Secondly, co-workers and supervisors are considered to be important determinants of job
VD LVIDF LR LV FD EH D VHI RR IRU D DJH H Z H U L J R V L D H H S R HH

VD LVIDF LR UR J L SURYL J H UH D LR ZL FR ZRUNHUV D V SHUYLVRUV DNHV

H S R HHV DZDUH RI H L SDF RI UH D LR V LSV ZL FR ZRUNHUV R D L HV D EH DYLRU H
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DUUD JH H L H RUJD L D LR V R L F H L HU UH D LR V LSV RI V SHUYLVRUV DV ZH DV FR

workers, who work directly with employees. To strengthen this partnership, a relative balance
should be created. Supervisors are expected to be strict but forgiving, demanding yet supportive,
FR SUR LVL J H R J IRU H S R HHV R FR H IRUZDU V R SURE H V DULVH V HD RI U L J

their subordinates under dictation, supervisors should encourage free-thinking and innovative
ideas from employees. If employees are treated kindly and equally, it can prevent internal
con icts and dissatisfaction. Moreover, supervisor positions must base on one’s capability,
vision, and skills to avoid power clashes. Regarding colleague relationships, the responsibility
lies with the managers to promote friendliness and uni cation among employees. A strategy is
R RUJD L H HD E L L J DF LYL LHV R VL HZRUN R UV R V UH J H L HU D UH D LR V H JRD

is to enhance cooperation among employees, thus increasing work productivity.

Thirdly, employees are progressively prioritizing opportunities to promote in their careers
over other job elements. According to the results, opportunities for promotion a�ect work
ful llment positively. Firms can use promotions as a reward for highly productive workers,
creating an incentive for workers to exert greater e�ort. Promotions will only be an e�ective
mechanism for eliciting greater e�ort if workers place signi cant value on the promotion
itself. Otherwise, rms would simply use pay increases to reward e�ort and productivity.
Compare to other work-related aspects, the promotion factor leans towards the long-term
bene ts and often associates with intangible rewards. A suggestion should be setting up a
F HDU D FR HVLYH SUR R LR D S D IRU MRE SRVL LR I H S R HHV DUH DZDUH RI HLU FDUHHU

ladder, they are more motivated to insert e�orts for better work performance. This method
FD SUR R H SRVL LYH FR SH L LR D R J H S R HHV D V I U HU L FUHDVH SUR F LYL

Nonetheless, the organization must also provide its personnel with tools and chances to reach
those achievements. It is essential to o�er equal training for employees through professional
FR UVHV RU VNL HYH RS H SURJUD V HUH V R EH UD VSDUH F L SUR R LR FUL HULD

regarding contributions, commitment issues, and performance level. Quali ed and unquali ed
H S R HHV HH R EH L IRU H RI SUR R LR D SR LFLHV D F D FHV L HLU SRVL LR V R DYRL

biases and internal con icts.

R FO LR

H FR FHS RI MRE VD LVIDF LR DV EHH H V EMHF RI L HUHV IRU UHVHDUF HUV L YDULR V

studies dated as early as the 1930s. Since then, job satisfaction has become an area for
SV F R H ULF UHVHDUF D DV DF H DV D V UR J SUH LF RU RI H S R HHV EH DYLRU D ZRUN

performance. In particular, with businesses and organizations, job satisfaction is used as a tool
to predict separation, resignation and measure the productivity of employees. It is undeniable
that job satisfaction is asserting its importance within every syndicate, now more than ever.
The result of the study nds out that there are 5 work-related factors a�ecting job satisfaction
positively, including compensation and bene ts, relation with co-workers, opportunities for
promotion, the nature of work, and attitudes toward supervisors. The study provides managers
with new insights into job ful llment’s attributes and highlights major improvements that can
be made to increase employees’ job satisfaction. Nonetheless, future studies should suggest
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RUH FR H SRUDU D L HS L IRU D LR UHJDU L J H RSLF FR VLV H ZL HZ IDF RUV

D FR H D R J 1HZ IDF RUV FD D VR EH D H R I U HU UHVHDUF R H D FH H H S D D RU

power of the model and to be consistent with new conditions. With proper resources, the
SUREDEL L LV V JJHV H R L FUHDVH H VD S H VL H D REVHUYD LR V IRU L LYL D V RI H

I UH UHVHDUF R D UHVV LV JH HUD L DEL L FR FHU
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