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Abstract 
	Employee satisfaction in the workplace is and important factor for the organisation to work on smoothly. This employee satisfaction is depended on a number of factors, or the organisational culture. This report had incorporated the primary research methodology which includes a survey of fifty people. The responses of the employees to the survey questionnaire have been summarized and analysed to understand the job environment in details as well as the factors that influence the job satisfaction of the employees at work.
Introduction
	Employee satisfaction is the qualitative intangible product of an organizational culture that acts upon an employee’s psychology (Frey, Bayon and Totzek, 2013). It is defined by the extent to which an employee is content with the various factors of an organizational culture that act upon the employee during his or her services to the organization. According to Cserhati and Szabo (2014), these factors could be anything from employee benefits to cooperation between employees. There does not have to be a perfect balance between all of these factors, as long as the overall effect of the acting factors result in a desired morale for the employee. For example, the corporate culture in the organization could be an uncooperative one, evened out by unmatchable employee benefits and job satisfaction. This could be enough to boost the morale of the employee over the desired mark, to rightfully claim that the employee is satisfied within the organization. However, there are a set of factors that matter more to an employee than the other factors. This depends solely on the employee’s own personal and professional values. For example, if a company has been providing an unsupportive culture with unmatchable employee benefits, it would satisfy employees who value the benefits, but not those employees who value the culture of supportiveness more. 
	This is the reason why an organization often fails to satisfy all of its employees equally, and the main reason why it is important to keep a perfect balance between all of the factors affecting employee satisfaction, from the perspective of an organization (Jain And Kaur , 2014). This report takes a look at the most important of those factors, and also finds out the scenario based on those factors from a selected set of samples. 
Therefore, the objectives of this research paper are as follows: 
· To find out the various factors impacting employee satisfaction in an organization. 
· To get an overview of the current scenario of employee satisfaction in general, based on the factors of employee satisfaction.






Literature review
	The expectancy theory suggests that employees in an organization tend to work or act in a desired manner, as long as there is a psychological reward attached as a reward for that work. In other words, it takes employee motivation into account and suggests that only when the deliverables of the organization are psychologically weighed to be more than the efforts to be put out by the employees, employees feel motivated to work towards the goal, until the rewards for the same are redeemed for his or her satisfaction. Therefore, in this context, employee satisfaction is portrayed as a transactional phenomenon. Employees are only satisfied when the rewards that they avail for their efforts, are weighed to be of a value more to them than the efforts that they put in. Therefore, it could be said that if employees do not want to put in extra efforts at the current benefits that they get from their organization, it means that either the employee is marginally satisfied with the organization or not satisfied at all. 
	As stated by Dugguh and Dennis (2014), another factor that affects employee motivation is that of organizational culture or environment. In this, the main thing that has to be considered is how employees interact with each other or how much they are supportive of each other. According to Cadden, Marshall and Cao, (2013), in other words, an organizational culture is highly dependent on the relationships that employees across various levels share with one another. If this factor is missing and the organizational culture does not support a free flow of interactions or support amongst employees, the employee satisfaction tends to go down. This is because of the main fact that the human nature craves for social interaction and social support, without which, isolation creeps in. In such a setting, research proves that regardless of the characteristics of all other factors, employee satisfaction goes down. Therefore, a cooperative culture is important to be maintained in an organization for the purpose of making sure that employees are satisfied within the organizational setting, since the study suggests that employee satisfaction and motivation are directly proportional to the level of cooperativeness, interaction and support within the organizational setting. 
	According to Mafini and Dlodlo (2014), employee satisfaction is also dependent on job satisfaction. While it is a common occurrence to use the two terms synonymously, they are different. Employee satisfaction refers to the extent to which an employee is satisfied in an organizational setting, amidst the various forces of the organizational setting acting upon him or her. According to Babni et.al., (2014), job satisfaction on other hand depends solely on the type of the work that the employee is responsible for doing in the organization. As stated by Raziq and Maulabaksh (2015),  It is the kind of job that the employee does in the organization that either interests or upsets the employee on a daily basis. Since this is the central responsibility of the employee to live up with this job on a daily basis, job satisfaction makes for the main component for employee satisfaction. It is for this reason that people who are responsible for doing jobs that they had planned to do as a career plan, are more satisfied than those people who have not had the privilege of doing a job that they had planned for. Lack of this satisfaction leads to mental fatigue and even turnover (Sakiru et al., 2013). 
	Therefore, to conclude, it could be said that psychological rewards, organizational culture and job satisfaction are the main factors that affect employee satisfaction for an employee in an organization. 
[bookmark: _Toc16582333]

Primary research
Methodology

	The methodology that has been adopted for the purpose of this research paper’s primary research is that of surveys. According to  McCusker and Gunaydin (2015), Surveys are a set of questionnaires sent out to a group of respondents whose responses are collected for for the purpose of gathering the knowledge that is required about them for the purpose of the research. In this context, non probability sampling has been used. This is because the respondents have to be workers, and not students or businessmen, since this research paper is focused on employees. 
	Following are the set of questions used in the survey: 
· Are you happy with your work? 
· Do you expect more benefits from your organization? 
· Do you suffer from mental fatigue from work? 
· Are your colleagues cooperative? 
· Do you tend to agree with the different managerial decisions at your organization?
· At the current benefits that you get, would you work extra hours if required? 
· How likely are you to change your job on a scale of 1-5? 
· Did you want to have the job that you have today?




Survey results
	The primary research methodology that this research involved was the conduction of fifty surveys. There were fifty responses from the employees that can be analysed. In response to the question whether they are happy with their work life or not, the response that was concluded included that almost 58percentofteh employees of the organisation were happy with their work life. However, more than 30 percent of them were not. There were 12 percent of the people who were not sure what they feel about their job life and experience.
There were positive responses to the second question as well. When they were asked about the expectations from the organisation, there were almost 74 percent response from the people who were expecting benefits from their respective organisation. Only 16 percent of them did not need any kind of benefits from their workplace and were contented with the services that they receive. 10 percent people were still unsure of whether to expect or not.
Out of the fifty responses, there were 60 percent of people who said that they did suffer from mental fatigue at their office. 20 percent of the people where happy with the work pressure that they receive. On the other hand another 20 percent of the people were doubtful about themselves. They did not know whether they were happy or suffered prom mental fatigue at work due to excessive work pressure.
Cooperative responsibility has been the next question that was put across the employees, in order to analyse their responses. The result speak that 60 percent of the people of the workplace feel that their colleagues are cooperative enough. However, a total of 24percent of the employees feel negatively of their colleagues. They feel that they receive no kind of cooperation from their fellow colleagues at the workplace. Apart from this 16 percent of the people were not even sure whether they receive or enjoy cooperation in their workplace from their colleagues. 
With regard to the question whether the employees of the organisations agree with the different kinds of managerial decisions at the workplace, we find that there were very few number of people who tend to agree with the decisions. Only 3 employees which accounted for not more than 6 percent of the 50 people responded positively and said that the agreed with the management decisions. In contrast to this, more than 32 percent employees feel that they strongly disagree to the managerial decisions at the workplace. Another 32 percent of the people which accounts to a total of 16 people disagree to the decisions of their managers at office. 9 people were neutral about their responses and did not know that whether they were happy with the management decisions. On the other hand there were also 12 percent out of the 50 people who felt that they agree with the decisions of the management of the organisations.
There were almost equal responses for the question, whether they were ready for working extra hours at the amount of current benefits that they enjoy from the workplace. There were 21 people out of the 50 who were ready to work extra hours at their office and on the other hand there were 21 other people who were not ready to work for extra hours. 16 percent of the 50 people were unsure about what they wanted to do, whether to work not an hour extra after their office shift timings.
10 people out of the fifty were really eager to change their job and were not satisfied with the benefits that their workplace were offering them. Also 36 percent were also likely to change their job, but they were not as sure as the other 10 people. 14 percent of the responses are seen to be very happy with their job and were not interested to change their job. 
Lastly there were more number of employees who do not want the job that they were doing today. They were most probably forced into this job or they had any sort of personal restraints. There were also 16 people who liked the job that they were working in today and they had wanted this job.

Conclusion
	From the above survey and the responses, it can be concluded that employee satisfaction is the most important factor of the organisational culture. The survey had been conducted on the basis of few important questions help us to conclude that as a whole, there were more number of people who were not satisfied with their workplace, and even the environment. They were not happy with the management decisions and even the less amount of cooperation that they received from their colleagues at work. Apart from this there were people also who felt that they were happy with the work that they were in and did not have second thoughts of changing their job.
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