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Investigating Factors Increasing Job Satisfaction among Employees at Neyriz 
Ghadir Steel Company   
 
 
Abstract 
 
Employee job satisfaction not only indicates their happiness at the place of work but also suggests how 
much of their wants and needs inside an organization, and of the organization itself are met. This study 
aimed to investigate effective factors in increasing job satisfaction among employees at the Neyriz 
Ghadir Steel Company in 2022. The current analytical study achieved the saturation limit by selecting 
18 employees. Semi-structured interviews were analyzed by qualitative analyses and using MAXQDA 
software. Findings revealed that ten factors were significantly related to increased employee job 
satisfaction, including organizational culture, giving responsibility and personnel engagement, the 
creation of opportunities for progress, working conditions, the need for consultants, type of work and 
its nature, financial rewards, welfare affairs, organizational policies, work volume, and level of stress. 
The extent to which these ten factors affected and were affected by employee job satisfaction was 
examined. It was found that the three main priorities in the factor “organizational cultural” were 
unplanned and ineffective management, respect for personnel, and octopus management, while the 
three main priorities in the factor “giving responsibility and employee engagement” were regard and 
respect for employees, management perspectives, and trust in employees. 
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Introduction 
Human forces are among the main organizational sources, and 
if their health levels are focused on, many unwanted outcomes 
and costs could be avoided. A successful organization is one 
whose human sources are healthy and effective. Labor force 
health also includes physical and mental health. Although 
employee physical health is key, emerging studies mostly 
focus on their mental health, such as job satisfaction. Research 
has shown that mental background has a significant effect on 
disorders and adverse outcomes (Bigdeli & Karimzadeh, 
2017). Here, improving the mental conditions of laborers and 
valuing them could prevent many problems, and increase and 
protect the health level of human forces as a major source 
(Habibi & Shirazi, 2016).  
One of the major mental factors related to the labor force is 
people’s job satisfaction, which is a positive emotional factor; 
this factor arises when people see their favorable needs met, as 
this situation could motivate them and help them effectively 
deal with the tasks entrusted to them (Mousavi-Nejad, 2016). 
People with higher levels of job satisfaction at their working 
place help organizations achieve their goals; for this, 
organizations should provide a mentally suitable environment 
for their employees.  
Job stress is one of the strong effective factors causing various 
disorders and complications for the individual’s health, and 
can lead to negative outcomes in the workplace (Douglas, 

 

 
 
 

2017). Job satisfaction arises from internal factors and 
individual characteristics, on the one hand, and from physical 
and environmental factors, on the other hand. Job satisfaction 
from internal and individual characteristics are, in fact, a kind 
of emotional adaptation to occupational conditions. Job 
satisfaction refers to a pleasant emotional status resulting from 
the individual’s evaluation of their occupational position, and 
is defined concerning occupational characteristics and 
dimensions (Ager, 1999, quoted by Bagheri, 2004).  
A key point in job satisfaction is the proportionality of job task 
descriptions with employees’ abilities and skills (Aboulalaei, 
2014). Because job dissatisfaction is directly associated with 
job stress (Yasaeii et al. 2007), and there is a correlation 
between job stress and job satisfaction, the lack of job 
satisfaction could increase stress.  
The Neyriz Ghadir Steel Company was inaugurated in 2007 to 
eliminate social problems and increase steel products to be 
exported to the world market. Direct reduction and steel-
making units were supposed to be operationalized within three 
years, and such products as sponge iron in the reduction sector, 
ingots, blooms, and billets in the steelmaking sector were to be 
produced. Unfortunately, due to a variety of reasons and 
embargoes in place, the preparation of parts faced severe 
hurdles, and it was decided to inaugurate the reduction unit to 
facilitate the work process, reduce unemployment in the 
region, and generate revenues. As sponge iron was produced 
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and relevant revenues were generated, the steel-making section 
was also inaugurated and operationalized. Currently, the 
company has taken the following measures to increase 
employee job satisfaction: providing facilities such as 
complimentary insurance, sports service, such as volleyball, 
football, and free pool, body-building gym, gift cards on 
various occasions, extra work with incentives., holding various 
matches like shooting, track, and field, granting rewards with 
the attendance of CEOs, planning for forming housing and 
consumption cooperatives, and planning for personnel 
engagement in stocks, among others. For this, the goal of this 
study was to examine the factors increasing job satisfaction 
among employees at the Neyriz Ghadir Steel Company.  
 Job satisfaction  
The concept of job satisfaction has been defined in many 
respects. However, the widely-used definition of job 
satisfaction is the one provided by Lack (1976), who described 
job satisfaction to be a pleasant and enjoyable feeling. Avvalin 
and Ghazi (2003) suggested that job satisfaction includes 
multidimensional responses to an individual’s job, which 
include cognitive (evaluative), emotional (feeling), and 
behavioral components. This three-dimensional image of job 
satisfaction is proportionate (Judge et al. 2020). Job 
satisfaction is highly important in increasing functions and 
creating a positive attitude in people about their occupations. 
Researchers have provided different theories of job 
satisfaction. The following introduces a literature review. 
Shertzer (1998) maintained that job satisfaction is defined as 
having an interest in affairs required of a job for which an 
individual receives a reward. Here, how much the affairs could 
meet the individual’s needs pertains to their beliefs and 
judgments; an individual should be able to balance what is 
good or bad about their jobs; if bad affairs mount, the result 
would be dissatisfying, as people vary based on their 
satisfaction with their jobs (Khavari, 2016).  
Felaman and Arnold (2000) believe that job satisfaction refers 
to all individual’s tendencies about an occupation, arguing that 
once an individual is said to be highly satisfied with their job 
is when they are highly interested in the job and are capable of 
meeting their needs through the jobs. This will give individuals 
a desirable approach to their jobs (Partavi, 2017).  
Gordon maintains that job satisfaction is an emotional action 
that arises from an individual’s perception of whether their job 
could meet their occupational values and satisfy their needs. 
Also, job satisfaction is dependent on aligning these values 
with their needs (Sabr Kesh & Mohammadi, 2018).  
Many researchers like Porter (1976) maintain that this 
difference reveals the main conception of job satisfaction 
(Dastjerdi et al. 2014). In this connection, Getty (1989) argues 
that job satisfaction is a reaction to coordination between the 
individual’s professional needs and values and a job-

strengthening system (Kazemina & Nourian, 2014). On the 
other hand, Kopelman (1979) argues that other researchers 
such as counseling psychologists believe that job satisfaction 
denotes the difference between what individuals own and what 
they desire (Mohammadi & Bagheri, 2018).  
Factors affecting job satisfaction  
Individual traits and characteristics play a key role in 
determining job satisfaction; these characteristics include 
education, work records, and age. Evidence suggests that 
assuming jobs are constant, there is a negative relationship 
between the individual’s education and job satisfaction 
(especially income satisfaction) (Darvishi, 2015). In essence, 
higher education helps employees to have more access to better 
and more complicated occupations, and to enjoy a greater level 
of diversity and independence; thus, these characteristics are 
positively related to job satisfaction (Noble et al. 2019).  The 
holders of higher education degrees are more likely to obtain 
more prestigious occupations and higher income levels, and to 
take up jobs that offer more freedom and independence 
(Douglas, 2017).  
Robertz’s (2019) studies indicated that there was a positive 
correlation between years of work and suitable occupational 
tendencies (Dastjerdi et al. 2014). It also appears that 
employees with higher work records are more satisfied with 
their jobs because they naturally receive more income and 
enjoy better working conditions. Hence, they are more likely 
to enjoy greater levels of job satisfaction. Thus, it is concluded 
that professional employees have a greater level of job 
satisfaction than half-skilled and unskilled employees (Chen., 
2018).  
Studies have demonstrated that age is positively correlated 
with suitable occupational tendencies. Older employees have 
more realistic expectations and views of their jobs than their 
younger counterparts, thus lowering their expectations as a 
result of their working experience, and are better adapted to 
their working conditions. On the other hand, younger 
employees have lower job satisfaction and job tendency due to 
their higher expectations and lesser adaptation (Parmeer, 
2019).  
Abedini et al. (2019) believed that factors affecting job 
satisfaction would include professors’ treatment of students, 
training levels, assistants’ treatment of others, etc. which were 
positively and significantly related to job satisfaction (Abedini 
et al. 2019).  
Zeinali et al. (2019) investigated the relationship between the 
moral atmosphere and job stress with employees’ deviant 
behaviors; the transforming role of oppressive leadership style. 
Their findings confirmed the proposed model, suggesting that 
considering the transforming role of the oppressive leadership 
style of industrial managers, there was a significant 
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relationship between employee deviant behavior factors (moral 
atmosphere and job stress) and their deviant behaviors. 
Mozaffari and Moghaddam (2016) did a study on the “Effects 
of job stress on job satisfaction”. In this study, they aimed to 
investigate the role of job stress on job satisfaction. The 
methodology was a review study and included library studies. 
Findings revealed that job stress negatively and reversely 
affected job satisfaction.  
Study method  
From a goal perspective, the present study was an applied study 
and fell under descriptive-analytical as well as qualitative 
research. The selected population of this study consisted of 250 
employees at the Neyriz Ghadir Steel Complex, 50 of whom 
were staff and 200 others were operational forces. Out of this, 
70 people were fixed day-shift personnel, while 130 others 
were working on day and night shifts of 12 hours each. The 
shifts were in the form of a working day, a working night, and 
two-day rest. Sampling was convenient and purposive. 
Interviews were conducted with employees at both staff and 
operational units, which continued until no new information 

was obtained. In sum, the sample number of this present study 
was 18 people.  
Since the study was qualitative, after interviews were 
conducted and coding processes were done, the subjects were 
again surveyed about the complete understanding of the 
interviews and code assignment to measure validity and 
reliability; also, all interviews conducted were in one single 
form, with the coding performed for half of the interviews 
involving no considerable changes almost until the end of the 
coding procedure.  
After data and necessary information were obtained by various 
means, especially via interviews, they were all coded, and then, 
entered into MAXQD software. Later, they were ranked and 
relevant descriptive data were calculated.   
Findings 
The following tables indicate the indicators extracted from the 
responses given by employees. The number of employees 
interviewed was 18, the characteristics of which are given in 
the table1.  

 
Table 1: Subjects’ characteristics in the study  

Document name Age  Gender  Work history  Education  

1 35 Man  9 years  B.A. 

2 32 Man 9 years  B.A. 

3 42 Man 10 years Associate’s 

4 33 Man 10 years Associate’s 

5 40 Woman 14 years M.A. 

6 31 Man 7 years Associate’s 

7 32 Man 12 years B.A. 

8 31 Man 8 years Associate’s 

9 43 Man 16 years B.A. 

10 31 Man 8 years Associate’s 

11 29 Man 6 years B.A. 

12 30 Man 8 years Associate’s 

13 29 Man 5 years Associate’s 

14 31 Man 10 years B.A. 

15 36 Woman  10 years M.A. 

16 35 Man 10 years B.A. 

17 32 Man 8 years B.A. 

18 43 Woman 17 years B.A. 

 
In the first stage, the researcher carefully listened to the 
subjects to understand their feelings, and for this, she wrote 
down the statements, and then, studied them to extract major 
content. In the second stage, which was the stage of extracting 
major statements, the researcher aimed to extract words and 

statements related to the research subject. In this study, to 
avoid protraction and repetition of statements, independent 
tables of subjects’ views are given. The first case raised by 
subjects was organizational culture. (Figure 1)  
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Figure 1: The sub-components of organizational culture 
The second component about subjects was giving 
responsibility to employees and their engagement.( Figure 2) 
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Figure 2: The sub-components of giving responsibility and personnel engagement 
The third case discussed by subjects was the creation of 
opportunities for progress. 
The fourth issue raised by the subjects was working conditions. 
The fifth case raised by the subjects is the need for a consultant. 

The sixth case discussed by the subjects was the type of work 
and its nature. 
The seventh issue raised by the subjects was financial 
rewards.( Figure 3) 
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Figure 3: The sub-components of financial rewards 
 The eighth issue raised by the subject was personnel welfare 

affairs.( Figure 4) 

Figure 4: The sub-
components of welfare affairs 
In this stage, the researcher attempted to present the concepts 
obtained from the previous stage in a more comprehensive 
graph, which involved all the content raised by the subjects, 

aiming to provide them in the form of several main themes and 
to explore them in the simplest terms possible.( Figure 5,6) 
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Figure 5: Dimensions of job satisfaction 
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Figure 6: Factors affecting the increased job satisfaction 
discussion 
The present study aimed to investigate the factors increasing 
the job satisfaction of employees at the Neyriz Ghadir Steel 
Company. The extracted components were categorized into ten 
main categories of organizational culture, giving responsibility 
to personnel and their engagement, the creation of 
opportunities for progress, working conditions, the need for 
consultant and counseling, type of work and its nature, 
financial rewards, welfare affairs, organizational policy, and 
volume of work and stress levels.  
Results indicated that the priorities of organizational culture 
included ineffective and unplanned management, management 
respect for personnel, deterministic/octopus management, fast 
management changes, and manager training.  
The priorities of personnel engagement included regard and 
respect for personnel, management view of personnel, trust in 
personnel, and managers’ non-acceptance of criticism.  
The priorities of the creation of opportunities for personnel 
progress on the organizational part were occupational security, 
discrimination in the company, personnel security, and 
personnel training.  
The priorities of working conditions were food quality, 
administrative facilities, commuting services, and the payment 
of fares in line with laws.  

The priorities of the need for a consultant (psychologist) were 
the creation of motivation, resolving reciprocal familial and 
occupational problems, and encouraging employees to work.  
The priorities of the type of work and its nature were wrong 
appointments, task description, and the non-pursuit of letters 
and affairs in the organization.  
The priorities of financial rewards were salaries and bonuses, 
discrimination in rewards, and acknowledgment.  
The priorities of welfare affairs included welfare affairs and 
family gatherings and conferences. 
The priorities of organizational policymaking were failure to 
implement instructions and failure to observe nationwide 
protocols. In the end, the priorities of work volume and stress 
included the insufficient number of personnel for all shifts and 
shift models.  
Concerning the effects of organizational culture on 
creating job satisfaction: Because organizational culture is 
one of the factors affecting the efficacy of organizations, it 
should be stated that a strong and distinct organizational 
culture is one of the key factors affecting the success of 
organizations. Organizational culture is also a strong force 
within organizations affecting job satisfaction, organizational 
commitment, and lack of job turnover (Mo’tameni et al. 2015). 
Today, to create motivation and desirable behavior in the 
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organization, and to increase human productivity, high-level 
managers make use of modern and effective organizational 
culture strategies, thus, directing human force behaviors and 
creating a clear image of the organization. This will also help 
manage the thoughts of the goods and services community. 
According to a study by Moradi et al. (2019), there is a 
significant relationship between organizational culture and 
trust in job satisfaction. Also, according to Shaemi-Barzegi et 
al.’s studies (2011), there was a positive and significant 
relationship between organizational culture and creating job 
satisfaction, and increasing motives and enthusiasm among 
people and performing job tasks. Also, studies by Ashena et al. 
(2014) noted that organizational culture was positively and 
significantly related to knowledge management measures. 
According to Abtahi’s studies (2011), organizational culture 
affected knowledge management.  
… 
Concerning the effects of creating opportunities for 
progress on job satisfaction: According to Dehaei’s studies 
(2015), training social and communication skills has a 
considerable effect on creating opportunities for progress. 
According to studies by Azizi et al. (2014), training social and 
communication skills were effective in people’s progress. In-
service training, suggested by Keshavarz et al. (2014), was also 
found to be effective in achieving opportunities for progress. 
Kaldi et al.’s studies (2003-2004) found the educational system 
policies in each organization to be effective in creating 
opportunities for progress among employees.  
Concerning the effects of working conditions on job 
satisfaction: According to Dehaei et al.’s (2015) studies, the 
physical environment had a direct effect on employee job 
satisfaction. Drudi et al.’s studies (2015), it was found that 
there was a significant relationship between harm from work 
and job satisfaction, stress, and job turnover.  
Concerning the effects of occupational security and 
personnel engagement on job satisfaction: According to 
Afrasiabi et al.’s studies (2013), job engagement and 
occupational security could help improve occupational 
progress among employees, and were thus, effective in job 
satisfaction.  
Concerning the effects of communication on job 
satisfaction: Managers’ failure to communicate with 
employees could cause emotional exhaustion, thus resulting in 
job burnout (Davodi et al. 2012).  
Concerning the effects of job and family conflict, and the 
importance of family gatherings and seminars: According 
to studies by Eftekhari and Sa’adi, Afkhami-Ardakani (2016), 
Beit Mash’al (2020), Turki et al. (2015), conflicts between 
work and family could cause job turnover. According to 
studies by Neshat Doust et al. (2010) on factors affecting the 
happiness of employee spouses, findings revealed that 

satisfaction with marital life, optimism, husbands’ happiness, 
presence in religious places, heartfelt faith in God, the number 
of annual rips, watching TV, artistic activities, satisfaction 
with life and weekly sports activities were negatively and 
significantly related to the history of nervous illness, visiting 
consultants, the history of somatic diseases, etc.  
Concerning the effects of job stress on job satisfaction: 
According to studies by Shulz et al. (2018), Fateme Zameni et 
al. (2018), and Karimian Zou (2018), job stress and working 
shifts negatively affected job satisfaction. Also, studies by 
Karimian Zou et al. (2018) suggested that in addition to job 
stress and working shifts, marital life affected job satisfaction.  
Concerning the effects of discrimination on job 
satisfaction: According to Raoufi et al.’s studies, it was noted 
that feelings of equality and non-discrimination in the 
organization affected job satisfaction by 95-99%.   
Similarly, information about rewards, comparing colleagues 
and other units and departments, as well as comparing 
employees and supervisors themselves were found to affect 
reducing job satisfaction by 99%. Also, the rewards for others 
and the feeling of equality with others in the organization 
affected job satisfaction by 95%. 
Concerning the effects of job counseling on job satisfaction: 
According to Soleimani et al.’s studies (2012), working ethics 
and stress had a considerable effect on job satisfaction. For 
them, work ethics include attachment, interest, perseverance, 
seriousness, and healthy relations in the working environment 
which have direct impacts on people’s job satisfaction. 
According to Babapour et al.’s studies (2020), the effects of 
counseling on employee families could enable people under 
the dynamicity of families and expansion of support networks. 
Also, such issues as training intervention counseling and 
institutional and non-institutional support for protecting 
families and their adaptability to special conditions could be 
promising and useful. Studies by Sadeghian et al. (2011) 
revealed that job counseling had a significant effect on job 
adaptation, organizational feedback, and organizational 
commitment. Studies by Mohammadi et al. (2019) suggested 
that commitment-based job counseling had a significant effect 
on women’s employment in industries. Studies by Badleh-
Shamoushaki et al. (2021) revealed the positive effects of 
mindfulness-based cognitive group counseling on women’s 
satisfaction with life.  
According to studies by Fazeli-Kebria et al. (2021), short- and 
long-term training with a time perspective approach could 
increase job satisfaction and motivation, and thus, improve the 
quality of work life and productivity.  
Because the present study introduced organizational culture to 
be the first and most important factor affecting employee job 
satisfaction, a comparison was made with Ufuk Basar Nejat 
Basim’s study (2021) “Effects of organizational knowledge on 
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job satisfaction, moderated by organizational policies”. The 
study suggests that greater knowledge of the organization 
could increase job satisfaction, while a smaller perception of it 
could reduce this knowledge. Thus, the full perception of 
organizational policies, such as employee engagement in 
organizational dividends could increase organizational trust, 
and organizational justice perception, creating organizational 
citizenship behaviors and organizational loyalty.   
Conclusion  
As for various levels of the organization, including 
management, it is required to change their perspectives. Thus, 
first training for managers is recommended, and because, this 
seems difficult, bias may arise. Thus, it is primarily required to 
train personnel to increase their motives and to expand this 
training as much as possible. Included in the units, after 
management, takes precedence for training, is the company’s 
training unit. 
To make changes to the management's perspective, it is 
possible to officially begin distributing job descriptions for 
people. In this connection, not only is the job path of each 
person in the organization clarified, but also the organization's 
expectations will be determined; for this, the outcomes will be 
reducing employee job stress, controlling and managing 
interference with affairs, creating and improving relationships 
in the organization from the management level. Thus, 
companies are suggested to think of measures to flourish the 
talents and capacities of people to meet their goals. 
Acknowledgments:Non 
Conflict of Interest: Non 
Source of Funding: Non 
Ethics Statement: Non 
 
 
… 

References  
1. Abedini; R.; Nasimi, M. & Pakseresht, K. (2018) Job 

satisfaction of dermatology assistants and factors 
affecting it. Skin and Beauty, 10 (1):12-17 

2. Abtahi; Seyed H., Aghaz, A. (2011) The effects of 
organizational culture on knowledge management 
(Case study: the Ministry of Industries and Mines), 
Scientific Journal of Business Strategies, 9(47), 265-
276 

3. Abulala'i; B. (2014) The role of human resource 
management in improving business environment, 
Market Engineering Development, 8(37) 

4. Afkhami-Ardakani; M., Radmard; Seyed Gh.; & 
Rajabpour, E. (2016) Investigating the moderating 
role of social support in the relationship between 
work-family conflict and job satisfaction, 
Organizational Culture Management, 14 (1):97-116 

5. Afrasiabi; H., Jamshidi-Soloklu; B. & Ghodrati, H. 
(2011). Study of job satisfaction in relation to 
engagement and alienation among employees of Fars 
Regional Electric Company - Applied Sociology, 20 
(1):177-190 

6. Ashena; M., Askari, N.; Moradi, S; Ghafouri, A.R 
Dawood (2013) The role of organizational culture in 
facilitating knowledge management measures, 
Technology and Information Management, 5 (4):1-22 

7. Azizi, E. & Zandipur, T. (2013) Study of the effect of 
social-communication skills training on the job 
satisfaction of Saipa Yedak employees, 
Psychological Studies, 10(2) 

8. Babapour; M.; Raheb; Gh. & Abdi; K. (2020), Social 
work strategies and working counseling with the 
families of satellite employees of the oil industry 
(qualitative study), Family Research Quarterly, 16 
(64), 513-532 

9. Badeleh-Shamushaki; M.T.; Salehi-Yansari; H.; 
Sadeghi; E., & Cherkazi, A. (2021) Effect of 
mindfulness-based cognitive group counseling on the 
satisfaction of elderly women with life, Health System 
Research Journal: 17 (1): 63-69 

10. Bagheri; F. (2014), Investigating the job satisfaction 
of librarians of (state) specialized and university 
libraries in Karaj city, M.A. thesis, University of 
Tehran. 

11. Beit-Mash’al; B.; Heydari; A.R.; Arshadi; N. & 
Askari; P. (2020), The causal relationship between 
neuroticism, job stress and work-family conflict and 
the job turnover intention, and life satisfaction 
mediated by job burnout among the employees of 
Karun Oil and Gas Company, Knowledge and 
Research in Applied Psychology, 21 (3): 25-39 

12. Chen, P.Y. (2016). Relations of  incumbent affect-
related personality traits with incumbent and 
objective measures  of  characteristics  of  jobs, Journal  
of Organizational Behavior, 16(7): 59-65 

13. Cohen, S., Wills, T.A. (2018). Stress, social support, 
and  the buffering hypothesis, Psychological Bulletin, 
98(27): 310-350 

14. Daglas, L. (2017). Job satisfaction of  nurses with 
multicultural backgrounds:  A question  air  survey in 
Kuwait, Nurse  Research, 22(2): 94-100 

15. Darvishi, H. (2014), Factors affecting employee job 
satisfaction (an analytical-research approach), 
Management Culture, 5(16):117-140 

16. Dastjerdi; R.; Vojdan; M.; Mehdizadeh; I. & Rahimi; 
F.  (2013), Factors affecting the job satisfaction of 
Birjand University of Medical Sciences, Medical 
Management and Information, 8 (19):37-44 



 

11 

17. Davodi; M.R. (2018), The effect of quality of working 
life on job satisfaction and occupational accidents 
among operational employees at Mobarakeh steel 
complex, M.A. thesis, Allameh Tabatabai University, 
Tehran. 

18. Dehai, Sh. & Abu Ali; K. (2014), Examining the 
effectiveness of four types of skills of training on 
increasing job satisfaction, general health, and 
reducing job stress in police employees - Medical 
Journal, 5 (1):31-46 

19. Drudi, H.; Amini, K. & Hashemi, M. (2016) 
Relationship between harms  from work and 
satisfaction, stress and job turnover mediated with the 
role of perceptions of the safety environment of the 
workplace in nurses and employees in a selected 
number of medical training centers of Zanjan 
University of Medical Sciences, Journal of 
Preventive Care in Nursing and Midwifery, 6(3), 71-
81 

20. Drudi, H; Amini; K. & Hashemi, M. (2016) 
Relationship between harms from work and 
satisfaction, stress and job turnover mediated with the 
perception of the safety environment in the nurses and 
employees of the selected medical training centers of 
Zanjan University of Medical Sciences, Journal of 
Preventive Care in Nursing and Midwifery, 6 (3):71-
81 

21. Eftekhar Sa’di; Z., & Bavi; S. (2012), Relationship 
between work-family and family-work conflict with 
job enthusiasm and marital satisfaction in employees, 
Journal of Social Psychology, 8 (27):83-99 

22. Fazeli-Kebria; H.; Aslani, F.; Malekbaha; M.&, 
Molkia, Z. (2021) Examining the effect of group 
counseling with the perspective of time on job 
satisfaction and motivation among female nurses, 
Health and Care Journal, 23(1) 

23. Habibi; S. & Shirazi; M.A. (2016), Job satisfaction 
and mental health among employees of a general 
hospital, Thought and Behavior, 8(4), 125-138 

24. Judge, T. A., Zhang, S. C., & Glerum, D. R. (2020). 
Job satisfaction. Essentials of Job Attitudes and Other 
Workplace Psychological Constructs, 207-241. 

25. Karimian Zou; M.; Suleimanian; A.A. & Rahimi-
Pardanjani, T. (2017) The role of tolerance of 
working shift and job stress as predictors of marital 
satisfaction among firemen in Mashhad City - 
Occupational Medicine Quarterly, 10(2):1-9 

26. Kazemian; A. & Noorian, K. (2013) Examining the 
relationship between job satisfaction and the 
performance of nursing personnel in Chaharmahal 

and Bakhtiari hospitals, Guilan Province Nursing and 
Midwifery College Quarterly, 15(54):39-44 

27. Keshavarz; L.; Kamendi, I. Farid Fathi; A. & Soltani, 
M. (2013) The relationship between the efficacy of in-
service training courses and the job satisfaction of 
physical education teachers, Organizational Behavior 
Management Studies in Sports, 2(5), 79-87 

28. Khavari, L. (2016), Comparing the job satisfaction of 
active and inactive faculty members in sports at Yazd 
University, Olympic Quarterly, 15(1): 27-37 

29. Mo’tameni; A.R., Hemmati; A. & Sahar al-Sadat; A. 
(2014) the impact of organizational culture on job 
satisfaction and organizational commitment, 
Government Management Perspectives Journal (22), 
35-60 

30. Mohammadi, J. & Bagheri, M. (2018), Investigating 
the role of nepotism in employee job satisfaction and 
performance, Human Resource Management 
Research, 6(1),:22-249 

31. Mohammadi; S.; Abedi; M.R.; Nilforoushan; P. & 
Arizi, H.R. (2018) The effect of occupational 
counseling on the family concerns of women 
employed in the industry, Women and Family 
Cultural-Educational Scientific Journal, 14 (50), 27-
43 

32. Moradi; H.M. Mohammadi, M. & Adibzadeh, M. 
(2018) The impact of organizational culture on 
employee trust and job satisfaction in a military 
hospital consistent with the role of demographic 
variables. 

33. Morovati S.A., Ali (2004) the impact of 
organizational culture on employee performance 
(Case study: Choufa company), National Conference 
on Performance Management, (2) 

34. Mousavi-Nejad, A. (2016), the relationship between 
personality type (Type A and B) and job satisfaction 
among teachers of Khalil-Abad region, M.A. thesis, 
Ferdowsi University of Mashhad. 

35. Mozafari, M.M. & Moghaddam, N. (2015), The 
impact of job stress on job satisfaction, International 
Conference on Change and Transformation 
Management. 

36. Neobert, D., Van  Dick, R., Tenbrunsel, A., Pillutla, 
M., Murnighan, J.K. (2018), Understanding ethical 
behavior and decision making in management: A 
behavioral business ethics approach, British Journal 
of Management, 22(1): 78-91 

37. Neshatdoust H.T.; Kalantari; M.; Mehrabi; H.A.; 
Palahang, H.; Nouri, N.S. & Soltani, I. (2008) 
Identifying factors affecting the happiness of 



 

12 

Mobarake Steel Company employees, Applied 
Sociology Journal, 2(1) 

38. Parmeer, C. (2019). Job satisfaction among support, 
twelve ohio academiclibraries, 
CollegeandResearchLibraries, 54(1), 43-57 

39. Partavi; M. (2016), Effect of job satisfaction on the 
organizational commitment of employees at the Imam 
Sajjad Ramsar Hospital, M.A. Thesis, University of 
Tehran. 

40. Raufi; M.H. & Jannati, M. (2009) Relationship 
between the feeling of equality and job satisfaction in 
employees of higher education centers, Danesh and 
Tehseh (11):25-45 

41. Sabr-Kesh, A.R. & Mohammadi, M. (2017), 
Examining the relationship between organizational 
commitment, organizational atmosphere, and job 
satisfaction among security forces officers and non-
commissioned officers, Police forces Human 
Resources Promotion Quarterly, 27 (7): 117-132 

42. Sadeghian, F.; Abedi; M.R. & Baghban, I. (2018) The 
effect of anecdotal counseling (occupational 
anecdotes) on job adaptation and organizational 
commitment among education workers of Isfahan 
City, Journal of Psychological Achievements, 3-18 
(1): 223-240 

43. Shaemi-Barzaki; A., Bahrami; S.; Hatampour 
Azarkhani; F. & Radmehr, R. (2018) The relationship 
between organizational culture and job satisfaction 
among employees 

44. Sheghaghi, P. & Baygan, M. (2014), A hybrid role of 
organizational values, ethics-oriented leadership and 
moral values on organizational deviant behaviors in 
Zob Ahan Joint Stock Company, National 
Conference on New Findings in Psychology. 

45. Shul; A. & Hakimi; I. (2017), The relationship 
between ethics-oriented leadership and job stress: the 
mediating role of job satisfaction and customer 
emphasis, Ethics in Science and Technology, 13(2), 
129-130 

46. Soleimani, N.; Abbaszadeh; N. & Niaz-Azri, B. 
(2018) The relationship between job ethics and job 
satisfaction with job stress of employees at a technical 
and vocational education organization in Tehran, 
Scientific-research Quarterly of Novel Approach in 
Educational Management, Islamic Azad University, 
Marvdasht Branch, 3(1), 21-38 

47. Turki; M.; Ismail Zade-Ghandehari; M.R. & 
Sokhandan, R. (2014), Relationship between work-
family conflict management and job satisfaction with 
the performance of Iranian football referees, New 
Approaches in Sports Management, 3(11):71-84 

48. Yasai, I. Ahmadi; Khodabakhsh & Koulivand, A.R. 
(2006) The relationship between stress and job 
dissatisfaction in military pilots, Behavioral Sciences, 
(2) 

49. YÖNETİM VE EKONOMİ Yıl:2015 Cilt:22 Sayı:2 
Celal Bayar Üniversitesi İ.İ.B.F. MANİSA Effects Of 
Organizational Identification On Job Satisfaction: 
Moderating Role Of Organizational Politics Ufuk 
BAŞAR* Nejat BASIM 

50. Zeinali, S.; Manzari-Tavakoli, A.R. & Salajegheh, S. 
(2019). The relationship between ethical atmosphere 
and job stress with employee deviant behaviors: the 
moderating role of oppressive leadership style. Ethics 
in science and technology. 14 (3): 116-124 

 
 
 


