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Forewords 

Submitted in partial fulfillment of the requirements of the BSc Psychology degree, 

Reykjavik University, this thesis is presented in the style of an article for submission to a 

peer-reviewed journal. 

This thesis was completed in the Spring of 2020 and may therefore have been 

significantly impacted by the COVID-19 pandemic. The thesis and its findings should be 
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Abstract  

There has been a great increase in number of studies on job satisfaction in recents years. In 

addition, more attention has been given to the term positivity in organizational studies. The 

main goal of the current study was to examine if factors of positive psychology such as 

praise, attitude towards the workplace, work spirit, trust in supervisor, diversity in daily tasks, 

stress, and workload had an impact on job satisfaction. Staff turnover is a big problem today, 

and those individuals with low job satisfaction are more likely to resign from their job. Thus, 

more research on job satisfaction and possible influencing factors are needed.  

A questionnaire was sent to 650 employees of a business in the field of commerce and 

154 valid answers were received. The questionnaire contained 25 questions about their job 

satisfaction and the factors of positive psychology that were mentioned previously. The 

results of the study showed a significant relationship between job satisfaction and praise, 

attitude towards the workplace, work spirit, trust in supervisor, diversity in daily tasks, and 

stress. However, no relationship was found between job satisfaction and workload.  

Keywords: job satisfaction, praise, attitude, spirit, trust, diversity, stress, workload 

 

Útdráttur 

Það hefur verið mikil aukning rannsókna á starfsánægju á undanförnum árum. Einnig hefur 

meiri áhersla verið lögð á jákvæðni í vinnusálfræði. Markmið þessarar rannsóknar var að 

kanna hvort þættir jákvæðrar sálfræði, svo sem hrós, viðhorf til vinnustaðar, starfsandi, traust 

frá yfirmanni, fjölbreytni í daglegum verkefnum, streita og vinnuálag hefðu áhrif á 

starfsánægju. Starfsmannavelta hefur verið mikið vandamál á undanförnum árum og 

rannsóknir hafa sýnt að þeir einstaklingar sem upplifa litla starfsánægju eru mun líklegri til 

þess að segja upp starfi. Því er nauðsyn á fleiri rannsóknum á starfsánægju og hugsanlegum 

áhrifaþáttum svo sporna megi við þessu vandamáli.  

 Spurningalisti var lagður fyrir 650 starfsmenn fyrirtækis á sviði verslunar og fengust 

154 gild svör. Spurningalistinn innihélt 25 spurningar um starfsánægju og þá þætti jákvæðrar 

sálfræði sem nefndir voru hér að ofan. Niðurstöður þessarar rannsóknar sýndu marktækt 

samband á milli starfsánægju og hróss, viðhorfs til vinnustaðar, starfsanda, trausts frá 

yfirmanni, fjölbreytileika í daglegum verkefnum og streitu. Ekki fannst marktækt samband 

milli starfsánægju og vinnuálags.  

Lykilorð: starfsánægja, hrós, viðhorf, starfsandi, traust, fjölbreytni, streita, vinnuálag 
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The Effect of Praise, Work Spirit, Stress, and Workload on Job Satisfaction 

During the Second World War psychoanalysis and behaviorism emphasized mainly 

on the mentally ill individuals. To respond to these ideas from psychoanalysis and 

behaviorism point of view a new movement within psychology was established. As a result, 

positive psychology became an independent academic field in 1998. Positive psychology 

does not emphasize on individuals’ weaknesses. However, it looks at the average person and 

what that individual is doing right and what can be done even better. Individual strengths are 

carefully considered and what consequences it may have for people to be fully utilized. 

Positive psychologists wonder what characterizes a well-qualified person, who can 

successfully develop and adapt to different situations in life (Seligman & Csikszentmihalyi, 

2000). More attention has been given to the term positivity in organizational studies. A 

movement started in 2003 which is called positive organizational scholarship (POS). The 

movement focuses on improving positivity in the work life (Cameron, Mora, Leutscher, & 

Calarco, 2011).  

Job satisfaction is one of the most important variable in organizational behavior. 

There are numerous of theories about job satisfaction because of its importance. If an 

employee is unsatisfied it is more likely that his performance and willingness to do the job 

will be low (Nelson, 2006). Locke (1970) was the first academic to define job satisfaction. 

Locke defined job satisfaction as a positive emotional state resulting from one´s job and their 

jobs experience. The higher level of job satisfaction, the happier the individual is (Locke, 

1970). The concept has also been described as employee‘s perspective to the job and 

indicates how happy individuals are with their job (Robbins, 2005; Duffy & Richards, 2006; 

Ellickson, 2002; West & Berman, 2009). Job satisfaction is often divided into two factors, 

external and internal. External factors are, for example, salary, job security, benefits, and 

relationships with co-workers. On the other hand, internal factors include, for example, 
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whether the employees are constantly learning something new, diversity in daily tasks, 

whether the opportunity to be creative exists, whether the job comes with a great deal of 

responsibility, and about how interesting and challenging the job is. It is important for 

employees to experience both internal and external factors to gain job satisfaction. However, 

that can depend on individuals. Those who are happy in personal life are often also happy at 

work despite internal and external factors of job satisfaction (Landy & Conte, 2013). In this 

research study both internal and external factors were considered to some degree. 

Positive attitude towards workplace, praise and trust from supervisor, motivation, 

good work spirit are all examples of factors within positive psychology that are considered 

having an effect on job satisfaction (Robbins, 2005; Sveinsdóttir, Ragnarsdóttir, & Blöndal, 

2015; Elgharyani, Asgharian, Borjali, & Khanmohammad, 2013; Jay, 2010; Ayub & Rafif, 

2011). The term attitude represents individuals like or dislike for every behavior (Mowday, 

Porter, & Steers, 1982). It is believed that individuals whom have a positive attitude towards 

their job have more job satisfaction than other workers (Robbins, 2005). Employees with 

positive attitude are also more likely to be faithful to the company that they work for (Sarwar 

& Abugre, 2013). A-cross-sectional study was conducted in Pakistan on 310 workers in 15 

different advertising agencies to test if there was a relationship between job satisfaction and 

variables among attitude towards work. Data was collected through a questionnaire with 28 

items on a five point Likert scale. The results showed that employees that had a positive 

attitude towards work were highly satisfied and their job performance was much higher 

compared to those who had more negative attitude (Ahmad, Ahman, & Shah, 2010).  

Motivation is another important factor for individual performances in workplaces. 

Additionally, employees show more motivation when they have higher level of job 

satisfaction (Robbins, 2005). If the employee is not motivated he/she is not giving the best 

result in their job. Research has shown that administrators need to realize what it is that 
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motivates their employees for the best performance (Jay, 2010). Research studies in the field 

of organizational studies show that motivation is important for individuals to feel job 

satisfaction. A study was conducted on 80 managers, 46 men and 34 women (Ayub & Rafif, 

2011). The participants were all employees of banks in Karachi, Pakistan. The goal of the 

study was to find if there would be correlation between job satisfaction and motivation. 

Participants were asked to answer questionnaire about motivation and job satisfaction. The 

motivational scale consisted of 12 items which were evaluated on a rating scale from one to 

seven. To measure job satisfaction nine factors were used; salary, promotion, supervision, 

fringe benefits, contingency rewards, operating conditions, coworkers, nature of work, and 

communication. The result of this research study showed that there was a positive correlation 

between motivation and job satisfaction. The participants reported that they felt motivated by 

the work environment, their assignments, positive feedback, recognition and getting well paid 

(Ayub & Rafif, 2011).  

Praise has been used to increase positivity within individuals and it has now received 

attention in research on job satisfaction. Praise has been said to increase individuals’ welfare. 

Research studies show that praise can influence job satisfaction among employees, job 

performance, organizational performance, and employee‘s retention levels. A research study 

was conducted at Landspitali University Hospital (LUH) in Iceland. A number of 383 nurses 

answered a structured questionnaire that measured how many praises per day were given to 

the nurses. The goal of the study was to find out if there was a relationship between praise 

and job satisfaction as well as other variables such as workload, work spirit, and 

organizational commitment. Results showed that nurses which received praise often/very 

often showed more job satisfaction. They found themselves having more opportunities as 

well, felt more committed to the organization, and they found the work spirit being more 

positive (Sveinsdóttir et al., 2015).  
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All the factors above have had a positive correlation with job satisfaction. However, 

there are some factors that can have the opposite effect. Workload can bring up a great 

amount of stress in individuals. Research has shown a negative consequences of workload, 

such as more stress and negative morale in workplace. In the industrialized world the 

occupational stress is a real problem. The occupational stress is increasing and it has a 

negative effect on individuals’ happiness (Grunfeld et al., 2005). Because occupational stress 

is increasing it is important to examine the relationship of stress and job satisfaction to lower 

the stress level among workers and increase job satisfaction (McGrowan, Gardner, & 

Fletcher, 2006).  

From the perspective of a company manager, job satisfaction is defined as the level of 

well-being experienced at work (Kumara & Koichi, 1989). Staff turnover has been a common 

problem for companies for more than 40 years. Turnover refers to an individual that resigned 

or is let go from a job. Job satisfaction among workers has been found related to this problem 

and those employees that have low job satisfaction are found to be more likely to resign from 

their job. On the other hand, employees with high job satisfaction are more likely to be 

committed to their job and to the company they work for (Lambert & Hogan, 2009). 

Although staff turnover is a big problem today, few studies have been conducted on this 

subject. Therefore, there is a need for more research on relationship between job satisfaction 

and staff turnover. Additionally, there is need for research on factors that have impact on job 

satisfaction to lower the risk of staff turnover (Lambert & Hogan, 2009).  

The aim of this study was to find out if factors of positive psychology had an effect on 

employees job satisfaction. The factors that will be examined are attitude towards workplace, 

work spirit, trust in supervisor and diversity in daily tasks. Stress and workload was examined 

as well, and its effect on job satisfaction. The goal was to examine if there was a relationship 

between job satisfaction and the factors mentioned above.  
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Based on the literature, three hypothesis were put forward for the study. First, that the 

control variables gender and years of employment would have effect on job satisfaction. The 

second hypothesis implies that factors of positive psychology such as attitude towards 

workplace, praise, trust from supervisor, work spirit, and diversity in daily tasks had a 

positive impact on job satisfaction. The third hypothesis indicated that stress and high 

workload had a negative impact on job satisfaction. 

Method 

Participants 

The questionnaire was sent out to 650 employees of a business in the field of 

commerce and 154 responses were received, whereof 67 were men (43.5%) and 82 were 

women (53.2%). Two participants (1.3%) defined themselves neither as men nor women and 

three participants (1.9%) chose not to answer. Majority of participants (78.6%) had worked 

for the company for 0-5 years. There were 9.7% that had worked for the company for 6-10 

years, 7.1% for 11-20 years, 3.2% for 21-30 years, and 1.3% for more than 30 years.  

The researcher of the current study contacted several companies and then chose one 

company that wanted to participate in the research study. Therefore, a convenience sampling 

was used. The researcher contacted the participants through the human resources manager of 

the relevant company. Participants were well informed that their answers could not be traced 

back to them. Participants were as well informed that by answering the questionnaire it would 

be considered as their informed consent.  

There are some ethical considerations that must be taken into account. Answering 

some questions could cause discomforting feelings and participants were informed that they 

could stop their participation at any time in the questionnaire. In addition, they were offered 

one interview with psychologist free of charge.  
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Measures 

The questionnaire was made by the researcher of the current study. The questions 

were based on the literature of job satisfaction, organizational studies, positive psychology 

and results from previous researches. The self-completion questionnaire was in Icelandic and 

contained 25 questions on both nominal and ordinal scale. In the first few questions 

(questions 1 to 6) participants were asked personal background questions such as age, gender, 

years of employment, and work hours. The rest of the questionnaire (questions 7 to 25) 

contained questions about factors within positive psychology, such as job satisfaction, 

attitude towards workplace, praise, trust from a supervisor, work spirit, diversity in daily 

tasks, stress, and workload.  

To measure the job satisfaction, the dependent variable of the study, participants were 

asked about how dissatisfied/satisfied they were in their current job and the question was on 

five point Likert scale (dissatisfied, rather dissatisfied, neither dissatisfied nor satisfied, rather 

satisfied and satisfied). There were several factors examined whether they had an effect on 

job satisfaction. Those factors were attitude towards workplace, work spirit, diversity in daily 

tasks, praise, trust from supervisor, stress, and workload. The factors were all measured on a 

five point Likert scale. The response options were differently worded depending on which 

factor the question was about.   

Procedure 

The research study was conducted in collaboration with a company in the business of 

commerce. The questionnaire was made by the researcher of the current study and was set up 

in google forms®. The questionnaire was pre-tested by five non-participating individuals in 

the study itself. By testing the questionnaire it was possible to estimate that the participation 

would take about 5-10 minutes. Criticism came after pre-testing regarding the wording of one 

question that the researcher could reword before sending out the questionnaire. The human 
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resource manager of the company was contacted by an email and asked to forward the email 

to all employees of the company. In the email participants were given information about the 

purpose of the research study and were given access to the questionnaire. In addition, the 

email contained a link to access the questionnaire and information on how long the 

questionnaire would be available. The questionnaire was open for one week, from 1st of April 

2020 to 8th of April 2020. An introduction letter was made to inform participants about what 

the study entailed. After all the answers had been collected and the questionnaire closed, the 

researcher began to analyze the data.  

Design and data analysis  

The research design of the study was quantitative research. The dependent variable of 

the research study was job satisfaction. There were several independent variables examined 

whether they had an effect on job satisfaction. Those variables were attitude towards the 

workplace, gender, years of employment, work spirit, diversity in daily tasks, praise, trust 

from a supervisor, stress, and workload.  

The researcher analysed frequencies and descriptive statistics of all the variables 

mentioned above. In addition, all hypothesis were tested with correlation and multiple linear 

regression. For analysing the data IMB Statistical Package for the Social Sciences (SPSS) 

was used.  

Results 

Table 1 shows that there was a large age range between the participants of the current 

study. Most participants were 25 years old or younger, whereof 37 participants (24%) were 

17 years or younger, 28 participants (18.2%) were 18-20 years old, 24 participants (15.6%) 

were 21-25 years old. Minority of participants were 51 years old and older. Four participants 

(2.6%) were 51-55 years old and four participants (2.6%) were at the age of 56-60 years old. 
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Five participants (3.2%) were 61-65 years old and one participant (0.6%) was in the oldest 

age range, 66 years or older.  

Table 1 

Participants' age range 

  

Age Frequency Percent 
17 years old or younger   37 24% 
18-20 years old  28 18.2% 
21-25 years old 24 15.6% 
26-30 years old 11 7.1% 
31-35 years old 12 7.8% 
36-40 years old 8 5.2% 
41-45 years old 10 6.5% 
46-50 years old 10 6.5% 
51-55 years old 4 2.6% 
56-60 years old 4 2.6% 
61-65 years old 5 3.2% 
66 years old or older 1 0.6% 

 

Table 2 shows the distribution of participants' years of employment. Most participants 

had worked for the company for a year or less (35.7%). Moreover, there were 49 participants 

(31.8%) that had worked for the company for 2-3 years. The rate of 11.6% of the participants 

had worked for the company 11 years or more. 

Table 2 

Participants' years of employment  

Years of employment Frequency Percent 
0-1 years 55 35.7% 
2-3 years 49 31.8% 
4-5 years 17 11% 
6-10 years 15 9.7% 
11-20 years 11 7.1% 
21-30 years 5 3.2% 
31 years or more 2 1.3% 
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Descriptive statistics  

Figure 1 shows distribution for job satisfaction, the dependent variable of the study. 

Participants were asked about how dissatisfied or satisfied they were in their current job. The 

responses were negatively skewed. There were a total of 153 valid answers to this question 

and thus, one participant did not answer the question. Figure 1 shows that the majority of 

participants were satisfied with their job, whereof 31.4% were rather satisfied and 24.7% 

were satisfied with their job. There were 44 participants (28.6%) that were neither satisfied 

nor dissatisfied and 14 participants (9.1%) were rather dissatisfied. A minority considered 

themselves as dissatisfied in their current job, with a total of five answers (3.2%).   

 

 

Figure 1. Job satisfaction among study participants. 

The independent variables of the study were seven. The first one was was attitude 

towards the workplace and there were a total of 154 valid answers to the question about 

individuals’ attitude towards their current workplace. The rate of 3.2% had negative attitude 
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towards their workplace, 7.1% had rather negative attitude towards the workplace, and 24.7% 

had neither negative nor positive attitude towards their workplace. The percentage of 30.5% 

had rather positive attitude towards the workplace and 30.2% had a positive attitude towards 

the workplace. The second variable was diversity in daily tasks and all participants (154) 

answered the question about how low/high they thought diversity in daily tasks was. The 

distribution was skewed right. A rate of 14.3% of participants felt low diversity in daily tasks 

and 26% thought the diversity of daily tasks being rather low. The majority found the 

diversity being neither low nor high, with a total of 33.1%. The percentage of 19.5% of 

participants felt the diversity rather high and 7.1% thought there was a high diversity in daily 

tasks. The third independent variable was work spirit with a total of 153 valid answers, one 

missing (0.6%). The rate 1.3% of participants felt the work spirit discouraging and 12.3% 

rather discouraging, 35.7% found the work spirit neither discouraging nor motivational. 

There were 36.4% of participants that felt the work spirit rather motivational and 13.6% 

found the spirit motivational. The fourth variable was praise from a supervisor. All 154 

participants answered the question about how rarely/often individual got praise from a 

supervisor. The answers were distributed on a normal curve where most participants (33.1%) 

were neither rarely nor often praised. There were 35 participants (22.7%) that found 

themselves rather often getting praise from a supervisor and 16 participants (10.4%) that 

found themselves often getting praise from their supervisor. A number of 13 participants 

(8.4%) never had praise from supervisor and 36 participants (23.4%) rarely got praise from 

their supervisor. The fifth variable was trust from a supervisor. There were two missing data 

(1.3%) on the trust variable, thus a total of 152 valid answers. A great minority felt low trust 

from supervisor or only 5.2% and 7.8% felt rather low trust from their supervisor. Total of 

18.2% felt neither great nor low trust from a supervisor, 41.6% felt rather great trust and 26% 

felt a great trust from supervisor. The sixth variable was stress and there were 152 valid 
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answers and therefore two missing answers. The highest answer rate on the question about 

how much stress individual experienced at work was neither no stress nor much stress with 

48 answers (31.2%). The rate of 10.4% felt no stress, 14.9% felt almost no stress, 30.5% felt 

rather much stress and 11.7% felt very stressed. The last and seventh independent variable 

was workload. Participants were asked about how low or high they found the workload and 

all of the participants answered the question. That gives a response rate of 100%, 154 valid 

answers. A great minority felt the workload being low. A rate of 0.6% found the workload 

being very low, 3.2% rather low and 18.8% neither low nor high. However, 48.7% thought  

the workload being rather high and 28.6% found the workload very high.  

Hypothesis testing 

The first hypothesis stated that gender and years of employment would have effect on 

job satisfaction. In Table 3 the results from Pearson correlation coefficient that were used for 

the hypothesis testing are presented. There was no correlation between neither gender and job 

satisfaction, r(148) = .077, p = .349 nor years of employment and job satisfaction, r(150) = 

.130, p = .108.  

The second hypothesis indicated that factors of positive psychology such as attitude 

towards workplace, praise, trust from supervisor, work spirit, and diversity in daily tasks had 

a positive impact on job satisfaction. There was a positive correlation between job 

satisfaction and all the variables that the second hypothesis indicated that would have an 

impact on job satisfaction. The strongest correlation was between job satisfaction and 

attitude, r(151) = .776, p < 0.001. In addition, attitude was significantly correlated with all 

variables of the study, which could indicate multicollinearity. There was a positive 

correlation between job satisfaction and work spirit, r(151) = .582, p < 0.001. Moreover, trust 

from supervisor and job satisfaction were found to be positively correlated r(149) = .466, p < 

0.001. Between praise and job satisfaction was also positive correlation, r(151) = .445, p < 
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0.001. Lastly, there was a positive correlation between job satisfaction and diversity in daily 

tasks r(151) = .420, p < 0.001. 

The third and last hypothesis stated that stress and workload had a negative impact on 

job satisfaction. There was a positive correlation between stress and workload, r(150) = .326 

= p < .001. Both stress and workload showed a significant correlation with job satisfaction. 

Job satisfaction and workload were found to be moderately positively correlated, r(151) = 

.137, p < 0.05. However, there was a negative correlation between stress and job satisfaction, 

r(149) = -.183, p < 0.05. 

 

To examine these factors further a multiple linear regression was calculated to predict 

job satisfaction. The independent variables that were used were gender, years of employment, 

attitude, diversity in daily tasks and work spirit, praise, trust, stress, and workload divided 

into three models, see Table 4. However, as attitude and job satisfaction were too related, the 

correlation being 0.776, attitude was not added to the regression analysis. Model 1 examined 
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gender and years of employment as a predictors to analyze hypothesis one. Results from 

model 1 predict job satisfaction based on gender and years of employment. There was no 

significant relationship F(2, 147) = 1.557, p = 0.214, with an R2 of .021. Neither gender nor 

years of employment were predictors of job satisfaction. In Model 2 diversity in daily tasks, 

work spirit, praise and trust from supervisor were added to the multiple linear regression to 

test the second hypothesis. A significant regression equation was found F(6, 142) = 18.500, p 

< 0.001, with an R2 of .439. With that being said gender, years of employment, diversity in 

daily tasks, work spirit, praise and trust from supervisor explained 43.9% of job satisfaction. 

Work spirit, praise and trust were significant predictors of job satisfaction, p < 0.05. 

However, diversity in daily tasks was not significant, p = .057. In model 3 hypothesis three 

was tested with stress and workload being added to the multiple regression analysis. There 

was a significant relationship, F(8, 140) = 14.627, p < 0.001, with an R2 of .455. Stress was a 

significant predictor of job satisfaction. However, workload showed no significance p = .400.  

The main result of the multiple linear regression showed that gender, years of 

employment, diversity in daily tasks, work spirit, praise, trust, stress, and workload explained 

45.5% of job satisfaction. In model 3 in Table 4 it can be seen that work spirit had the most 

effect on job satisfaction. When work spirit raised one unit, job satisfaction increased by 

0.431. In addition, diversity in daily tasks, praise, trust from a supervisor, and stress had a 

significant effect on job satisfaction. With more diversity in daily tasks the job satisfaction 

increased by 0.164 and with more praise the job satisfaction increased by 0.165. Trust was 

also a significant factor and with more trust from participants’ supervisor the job satisfaction 

increased by 0.196. On the other hand stress had the opposite effect. If stress increased then 

job satisfaction decreased by 0.145.  
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Discussion 

Because ideas of positive psychology have been gaining more attention in 

organizational studies the researcher wanted to examine some factors of positive psychology 

and their effect on job satisfaction (Cameron et al., 2011). Those factors were praise, attitude 

to workplace, trust from supervisor, work spirit, diversity in daily tasks, stress, and workload. 

There were three hypotheses in the study which were tested with a multiple linear regression. 

The results of the first hypothesis stated that gender and years of employment did not seem to 

have an impact on job satisfaction with no significant relationship. The second hypothesis 

indicated that factors of positive psychology such as attitude towards workplace, praise, trust 

from supervisor, spirit, and diversity in daily tasks would enhance job satisfaction. Results of 

previous studies imply that praise, positive attitude, trust, and motivational work spirit had a 

positive effect on job satisfaction (Robbins, 2005; Sveinsdóttir et al., 2015; Elgharyani et al., 

2013; Ayub & Rafif, 2011). When analyzing the answers from the questionnaire it was 

apparent that all of those factors had a positive effect on job satisfaction. However, attitude 

could not be included in the multiple regression analysis because the correlation analysis 
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showed that attitude was very strongly correlated with job satisfaction, which means that 

these two concepts are too related. Therefore, it was decided to exclude attitude from the 

multiple linear regression analysis. Previous research studies have shown significant 

relationship between job satisfaction and attitude towards workplace. Employees with 

positive attitude are more likely to show more job satisfaction, be more faithful to the 

company that they work for and their job performance was greater compare to other workers 

with more negative attitude (Robbins, 2005; Sarwar & Abugre, 2013; Ahmad et al., 2010). 

Besides attitude, the highest correlation was found between work spirit and job satisfaction. 

Previous studies have shown that motivation at the workplace is an important factor (Jay, 

2010; Ayub & Rafif, 2011). Results of the current study support this idea. The correlation 

between job satisfaction and work spirit was 0.582, which can indicate that motivational 

work spirit is an important factor of job satisfaction. Additionaly, there was a correlation 

between praise and job satisfaction which matches to former studies that show that praise has 

been used to increase positivity within individuals. Studies show that workers that receive 

more praise have also experienced more job satisfaction (Sveinsdóttir et al., 2015).  

The results partly support the third hypothesis of the study which stated that a great 

amount of stress at work and high workload would have negative impact on job satisfaction 

among individuals. Workload has been known to bring up stress among workers and stress 

has been thought to be a real problem in the industrialized world as stress can have negative 

effect on job satisfaction (Grunfeld et al., 2005; McGrowan et al., 2006). The result of the 

current study supports those previous statements in some degree. Workload did not seem to 

have an impact on the job satisfaction according to the multiple regression analysis. 

However, workload and job satisfaction were moderately positively correlated. On the other 

hand, the results show that by higher employees´ stress the job satisfaction becomes lower.  
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There were both some limitations and strengths to the current study. Firstly, the 

questionnaire only contained closed questions that made it easier for the researcher to 

compare the variables. The researcher used questionnaire because of its convenience and it is 

manageable to reach out to large number of participants. The use of self-completion 

questionnaires are convenient for both researcher and participants. The answers can be 

completely anonymous and it is easy to send out a questionnaire and receive answers. 

However, there are also some disadvantages of self-completion questionnaires. The 

participants cannot ask the researcher for assistant with the questions. Therefore, it is 

important that all questions and guides are understandable (Bryman & Bell, 2015).  

Haybron (2000) points out that positive psychology has been criticized that terms are 

not well enough defined. There are always some individuals’ differences and all terms need 

to be more exact. Individuals that participate in research studies need to know the meaning of 

the terms that they are being asked about. Otherwise the answers may not be reliable 

(Haybron, 2000). There is a concern that some terms in the questionnaire might not have 

been specific enough. For instance, there might be a personal difference about how 

individuals think of attitude, diversity in daily tasks, praise, and motivational work spirit. 

These issues could be prevented by defining certain terms by the relevant question. Although, 

it should be taken into consideration that the researcher created the questionnaire by herself. 

That might have had an impact to the quality of the questions because of lack of experience 

in making a questionnaire (Bryman & Bell, 2015). Another limitation is that the results of the 

study only give an overview of the topic because the questionnaire only contained closed 

questions. A limitation of a self-report questionnaire is that the depth in the result are minimal 

(Bryman & Bell, 2015). The questionnaire was only made in Icelandic. There are many 

foreign workers in Iceland which could not participate in the research study because of the 

fact that it was only available in Icelandic.  
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The strength of the study was that the participation was fairly good. In addition, there 

was found a positive relationship between job satisfaction and factors as work spirit, praise, 

trust, and diversity. The results give company managers opportunity to gain a deeper 

understanding on job satisfaction amongst their workers in order to decrease staff turnover at 

their organization. However, it is a need for much larger sample for a study to generalize 

these results. The current study gives an idea on how important the factors mentioned above 

can be for individuals’ job satisfaction.  

Despite the fact that attitude had to be taken out of the multiple linear regression 

model, the researcher encourages future researchers to examine that factor further. However, 

the question regarding attitude needs to be given a careful attention to prevent the problem of 

multicollinearity. The researcher finds it interesting to study the differences between praise 

and perceived praise and its effect on job satisfaction, because it can be great difference in 

what individuals experience as Haybron (2000) stated. With that being said, future studies 

should consider having the concepts well defined in the relevant questionnaire. In addition, 

further studies on the topic should consider having a mix of closed and open-ended questions. 

It would be useful as well to perform a qualitative study to gain a deeper understanding of job 

satisfaction among employees. That could help companies to implement personnel policies in 

order to increase job satisfaction which would lead to less staff turnover within the 

workplace.  
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