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Abstract 

The local council management faced some issues on their employees concerning their job satisfaction due to 

working conditions, co-workers, and leadership styles. Moreover, this affects the employees' job satisfaction 

which in turn would also affect the local council's progress in serving the public. Thus, the objectives of the 

study are to unearth the relationship and understand the impact between working conditions, co-workers, and 

leadership styles on job satisfaction among the local council employees. Self-administered questionnaires were 

distributed among local council employees. Data analysis was conducted on the 121 useable questionnaires 

received. This study discovered that working conditions and leadership styles had an impact on the local council 

employees' job satisfaction. Unfortunately, co-workers had no impact on the local council employees' job 

satisfaction. 
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1. Introduction 

Employees are important in influencing the management machinery as well as key assets that work together in 

achieving the goals of the establishment of the organization (Al-Zu’bi, 2010). No organization can last long 

without the works of its employees. As such, the organization should give some attention to their employees to 

maintain the consolidation of their services in the organization over a long period. Moreover, it can influence the 

effectiveness of productivity and innovation of an organization through the implementation of efficient and 

effective work by showing the determination of employees to generate excellent, glorious, and distinguished 

output. Meanwhile, the nation’s National Labor Policy directly refers to external influences and factors that 

impact individuals in job satisfaction because of one of the yardsticks or policies to effectiveness. The National 

Labor Policy focus is the increase in labor and labors standards, and social security benefits to increase 

employees’ motivation. This was clearly illustrated that employee satisfaction is an important construct in 

mobilizing an organization to achieve success as well as continuous mission and vision (Lam, 1995; Hamzah, 

Mahmuddin, Ayub, Ahmad, & Nordin, 2010). 

In the era of globalization and responding to the challenges of Vision 2020 in line with efforts to achieve the 

status of a developed country and the city, especially the local authority, of course, has relatively many areas of 

responsibility to be borne and provided services. Ensuring that the services offered to meet the quality standards 

and performance of the client's charter achievement, value, and excellence in terms of job satisfaction is highly 

emphasized. In general, the local authority is an institutional structure created through the legal system and their 

operations are limited to the jurisdiction and duties provided in the law (Jusoh & Ahmad, 2009). Local authority 

objectives are to improve and preserve the quality of life of the people of Penang through quality service and 

development. 

The local authority management faced some issues on their employees concerning their job satisfaction due to 

working conditions, co-workers, and leadership styles. The issues on job satisfaction should not be taken lightly 

by the management and employees. The lack of job satisfaction will affect employees to behave unproductively 

toward the local authority’s progress. These behaviors would cause various additional issues on the local 

authority management such as profit losses, competition between local authorities, decreased productivity, and 

impaired effectiveness. Moreover, the local authority management faced some behavioral changes and 

unproductive work behaviors that often occur today are high turnover between departments and units, 
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absenteeism, layoffs, unsafe behavior, provocative work climate, work stress, lack of work, property damage, 

and theft of government property. Some employees had done some moonlighting on their working hours for their 

purposes as well as triggering an increase in conflict and injustice toward their employer. The objective of the 

study is to unearth the relationship and the impact between working conditions, co-workers, and leadership styles 

toward job satisfaction among the local authority employees. 

2. Literature Review 

2.1 Working Conditions 

Deraman and Isa (2016) stated that the workplace situation is a contribution or factor to an employee who is 

satisfied or dissatisfied. The environment of the workplace includes elements such as facilities and service 

infrastructure such as work equipment, workspace, temperature, adequate lighting, and so on. Moreover, 

Herzberg (1966) stated the workplace atmosphere serves as a hygiene factor that encourages employees to be 

satisfied or unsatisfied. This means a pleasant situation and a conducive environment will influence and increase 

the rate of job satisfaction. Meanwhile, Wall and Nolan (1986) concluded that the level of job satisfaction will be 

low if injustice occurs and cause high feelings of conflict, the majority of injustices have a high attachment to 

human beings rather than duties, the work situations that do not cause/provoke disputes or disputes will result in 

job satisfaction and thus cause the level of injustice to decrease, and the situation or work environment is closely 

related to some combination of factors such as physical, psychological, and environmental that impact the 

organization and work. Thus, the working conditions affected job satisfaction as it provided important 

identifications such as calm, cheerful, and harmonious working conditions have a significant relationship toward 

job satisfaction. 

2.2 Co-Workers 

Occhipinti, Rollo, and Klimowicz (2018) found that engagement, relationships, and support from employees 

influence performance and job satisfaction. They defined a co-worker as a friend of an employee in interacting, 

performing, or completing a job task. Subsequently, an employee can feel whether his or her co-worker is 

pleasant or unpleasant. In the aspect of co-workers or group of employees relationship, the interaction, 

communication, and sharing of views were important contributions toward job satisfaction. Group behavior, 

productivity levels, and work patterns were determined through the formation and involvement of workgroups. 

While associating with co-workers will create satisfaction for employees. On the other hand, an employee 

avoiding workgroups is likely to lead to behaviors such as individualistic, arrogant, and feel excluded and 

isolated. Katz (1964) explained that simulations, agreements, and support gained from interacting among 

co-workers or workgroups had an effect on motivation and increase the level of job satisfaction if they have 

similar behaviors and values. 

2.3 Leadership Styles 

Leadership style has been identified as a key factor in determining organizational success or failure. Leaders or 

leaders should have critical and constructive knowledge, think outside the box, come up with thoughtful ideas in 

solving an issue or problem, skilled, and capable in various aspects of interpersonal relationships such as 

effective communication, motivated, and have dynamic group members and sustainable. Moreover, leadership 

and direction in an organization were driving factors to balance and motivate the level of job satisfaction. Simon 

(1947) stated that the instructions given by the supervisor will be followed/complied with as long as it covers the 

scope or scope of work that is reasonable and acceptable to employees.  

2.4 Job Satisfaction 

In an organization, various determining factors determine the success and glory of the organization. Job 

satisfaction was determined through the aspects of working conditions, co-workers, and leadership style. Job 

satisfaction was one of the factors that determine the success of an organization. For example, employees with 

high job satisfaction work harder on the tasks assigned in safeguarding the interests of the organization which in 

turn results in success along with the efforts undertaken. Besides, job satisfaction that can be provided by the 

organization can maintain and attract employees with the skills performed (Rad & Yarmohammadian, 2006). 

Vroom (1964) explained that a person who plays a role in the workplace based on emotions is one of the 

expressions of satisfaction. Job satisfaction can provide balance, support, and encouragement to employees to 

improve job performance as well as organizational excellence. Meanwhile, Spector (1994) stated that job 

satisfaction is the extent to which a person likes work (satisfaction) or does not like (dissatisfied) with the job 

done. The concept of job satisfaction can contribute to psychological well-being in the workplace (Robins, Tracy, 

Trzesniewski, Potter & Gosling, 2001). Employees who love their work can be seen through positive emotions 
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and traits/stimuli in the workplace (Shaikh, Bhutto, & Maitlo, 2012). Satisfaction can also be exhibited as a 

satisfactory relationship based on the components needed by the individual as well as the segments highlighted 

(Locke, 1969). Furthermore, work performed in a positive or negative form can be influenced by a person’s job 

satisfaction (Locke, 1976; Odom, Boxx, & Dunn, 1990). 

2.5 Relationship Between Working Conditions and Job Satisfaction  

A work environment or conditions have a positive impact on employee job satisfaction. Unsatisfactory working 

conditions become contributors and limitations to manpower to enhance their capabilities and reach their full 

potential. Attribution set for working conditions is an important factor for the organization to realize the 

importance of a harmonious work environment while increasing job satisfaction (Raziq & Maulabakhsh, 2015). 

Lee and Brand (2005) show that job satisfaction increases if the organizational environment is conducive. 

Overall, the studies confirmed that the level of satisfaction was good that is satisfying. On the other hand, the 

factors such as workplace conditions, salary, work culture, and company policy create a high level of 

dissatisfaction (Yusoff, Kian, & Idris, 2013). Meanwhile, Carlopio and Gardner (1995) described the workplace 

environment as providing a direct relationship network to job commitment, job satisfaction, productivity, and 

organizational well-being. Thus, the study hypothesized that: 

H1: Working conditions have a positive relationship with job satisfaction among employees of the local 

authority.  

2.6 Relationship Between Co-Workers and Job Satisfaction  

Rosliza and Bakar (2018) indicated the implications of relationships established with co-workers can have a 

positive or negative impact on the individual based on the treatment received. Co-workers play a role in being an 

internal contributor that stimulates or increases the level of job satisfaction in a person. Moreover, coworker 

relationships created mutually influential relationships on job satisfaction (Lin & Lin, 2011). Effective 

communication and social interaction that are mutually understanding and helpful can produce a large scale of 

job satisfaction to employees. Advisory services, guidance, and guidance are the motivators or inspiration to 

co-workers in solving a problem (Johari & Hee, 2013). They also found that co-workers are a significant 

influence in providing job satisfaction to each individual serving in the organization. 

Teamwork among co-workers should be a human resource instrument and should be used effectively to improve 

the overall performance of the organization (Chng, Hee, Liew, & Loke, 2014). It also encourages public 

engagement to achieve goals in an integrated manner (Chng, Hee, Liew, & Loke, 2014). The collaboration and 

integration process that is formed, requires coordination, goal setting, problem-solving, monitoring, and team 

leadership to develop efficiency and effectiveness (Chng, Hee, Liew, & Loke, 2014). The practice of working 

together in an atmosphere of goodwill and creating a sense of belonging for any action will indirectly be able to 

meet the demands, smoothness, and interests of the organization. Moreover, team performance and achievement 

depend on interaction within group members (Chng, Hee, Liew & Loke, 2014). Dependence, superior interaction, 

and a very harmonious relationship between employees and superiors can achieve collective objectives and 

intact agreements. Working as a team is more likely to create dynamic engagement and build stability as soon as 

job satisfaction becomes the grassroots to achieve organizational excellence. Thus, the study hypothesized that: 

H2: Co-workers have a positive relationship with job satisfaction among employees of the local authority. 

2.7 Relationship Between Leadership Styles and Job Satisfaction  

Leadership styles and supervisory concepts have an ideal relationship in job satisfaction studies. Locke (1976) 

stated that subordinate relations with supervisors are part of the elements that can create and realize job 

satisfaction. Supervisory or directive methods are characterized by unique personal qualities such as tolerance, 

group closeness, approachability, professionalism, engaging with subordinates for decision making, discussing in 

determining organizational targets while yielding productivity, effectiveness, and job satisfaction. 

Supervisors/leaders who behave contrary to cultural values and practices are expected to have an impact on 

employee dissatisfaction (Likert, 1967). McNeely (2008) found that employees who have a leader who is 

oriented towards employee relations and a reflection of good values will create high job satisfaction. This 

coincides with if a leader practices openness and the importance of a prosperous and prudent relationship, they 

will be respected by subordinates thus improving employee performance. Whereas, Fiedler (1967) stated the 

effectiveness and efficiency of a group are based on the leadership authority of a leader whose approach 

highlighted to its members allows it to play an important role in implementing and improving morale, ethics, 

group work satisfaction, and achievement in organizational progress. Thus, the study hypothesized that: 

H3: Leadership styles have a positive relationship with job satisfaction among employees of the local 
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authority. 

In summary, Figure 1 depicts the research framework of the study that is associated between independent 

variables, namely working conditions, co-workers, and leadership style toward dependent variables, job 

satisfaction, among employees of the local authority. 

 

Figure 1. Research Framework 

3. Methodology 

This study employed self-administered questionnaires on the employees of the local authority in a northern state 

of Malaysia. The total population of the employees was 3,498. A total of 145 employees of a sub-division of the 

local authority has identified a sample. The employees were asked about the influence of working conditions, 

co-workers, and leadership style on their job satisfaction. The self-administered questionnaire 5 sections, namely 

Sections A: Demographic Information, Section B: Working Conditions, Section C: Co-workers, Section D: 

Leadership Styles, and Section E: Job Satisfaction. Firstly, the questions on working conditions were based on 

Kee, Low, Ooi, Sam, and Teng (2012) showed the value of the alpha coefficient was 0.77. Secondly, the 

questions on co-workers were based on Karatepe (2011) showed the value of the alpha coefficient was 0.82. 

Thirdly, the questions on leadership styles were based on Kee, Low, Ooi, Sam, and Teng (2012) showed the 

value of the alpha coefficient was 0.91. Finally, the questions on job satisfaction were based on Tay, Tan, Lew, 

Tan & Chea (2017) showed the value of the alpha coefficient was 0.84. 

4. Data Analysis 

4.1 Demographic Analysis 

Majority of the respondents were men (n=92; 76%) as compared to female (n=29; 24%). Respondents reported 

their ethnicity, Malay respondents were 107 employees (88.4%), Chinese were 2 employees (1.7%), Indian were 

11 employees (9.1%), and another ethnicity was 1 employee (0.8%). Almost half of the employees were aged 

between 30 to 40 years old (n=53, 43.8%); and followed by 31 employees (25.6%) were aged below 30 years old, 

25 employees (20.7%) were aged 41 to 50 years old, and 12 employees (9.9%) were aged above 50 years old. 

Almost 80% of the employees were married (n=93) as compared to single employees (n=26, 21.5%) and 

divorce/divorcee employees (n=2, 1.7%). Employees with a degree qualification were 14 employees (11.6%); 

this is followed by diploma holder employees (n=41, 33.9%) and certificate holders (n=66, 54.5%). In the length 

of service, forty-six employees (38%) worked for more than 10 years. This is followed by employees who 

worked between 7 to 10 years (n=25, 20.7), employees who worked between 4 to 6 years (n=25, 20.7%), 

employees who worked 1 to 3 years (n=19, 15.7%), and employees who worked less than 1 year (n=6, 5%). The 

majority of the employees were having a working grade of 17 to 38 (n=117, 96.7%); this is followed by 3 

employees (2.5%) of grades 1 to 16 and one employees (0.8%) of grade 41 to 54. 

 
Table 1. Demographic Analysis 

Items n % 

Gender: 

Men 

 

92 

 

 

Women 29 24.0 

Ethnicity: 

Malay 

 

107 

 

88.4 

Chinese 2 1.7 

Indian 11 9.1 

Others 1 0.8 

Working Conditions 

Co-Workers 

Leadership Styles 

Job Satisfaction 
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Age (years old): 

Below 30 

 

31 

 

25.6 

30-40 53 43.8 

41-50 25 20.7 

Above 50 12 9.9 

Marital Status: 

Married 

 

93 

 

76.9 

Single 26 21.5 

Others 2 1.7 

Education: 

Certificate 

 

66 

 

54.5 

Diploma 41 33.9 

Degree 14 11.6 

Length of Service (years) 

Below 1 

 

6 

 

5.0 

1-3 19 15.7 

4-6 25 20.7 

7-10 25 20.7 

Above 10 46 38.0 

Work Grade: 

Grade 41-54 

 

1 

 

0.8 

Grade 17-38 117 96.7 

Grades 1-16 3 2.5 

 

4.2 Reliability Analysis 

Based on the reliability analysis, all variables were above the acceptable value of Cronbach’s Alpha. Table 2 

depicts the analysis, working conditions with 3 items (=0.74), co-workers with 5 items (=0.92), leadership 

styles (=0.96), and job satisfaction (=0.79). 

 

Table 2. Reliability Analysis 

Variables No. of Items Cronbach’s Alpha 

Working Conditions 3 0.744 

Co-Workers 5 0.915 

Leadership Styles 4 0.959 

Job Satisfaction 5 0.789 

 

4.3 Correlations Analysis 

Table 3 depicts the correlations analysis among independent variables, namely working conditions, co-workers, 

and leadership styles toward the dependent variable that is job satisfaction. Employees indicated that their job 

satisfaction is highly correlated with working conditions (r=0.55) and leadership styles (r=0.54). Meanwhile, 

they indicated their job satisfaction is low with co-workers (r=0.27). 
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Table 3. Correlations Analysis 

Variables 1 2 3 4 

1 Working Conditions 1 0.168 0.535** 0.554** 

2 Co-Workers 
 

1 0.376** 0.270** 

3 Leadership Styles 
  

1 0.541** 

4 Job Satisfaction 
   

1 

** Correlation is significant at the 0.01 level (2-tailed). 

 

4.4 Regression Analysis 

Table 4 depicts the regression analysis, the employees indicated that their R2 was 40% on job satisfaction which 

was explained by working conditions (β=0.38, p<0.00), co-workers (β=0.09, p>0.10), and leadership styles 

(β=0.31, p<0.05). The regression analysis indicated that 60% of the variance for job satisfaction was explained 

by other unknown additional variables that have not been explored. Furthermore, the regression model (F=25.81, 

p<0.00) was proven to be a significant model due to the F ratio being significant in predicting job performance. 

In conclusion, the working conditions and leadership styles were significant in predicting job satisfaction among 

employees in the local authority. Hypotheses H1 was supported in explaining the employees on their working 

conditions toward job satisfaction, and hypothesis H3 was supported in explaining the employees on their 

leadership toward job satisfaction. Unfortunately, the co-workers were not significant in predicting job 

satisfaction among employees in the local authority. Thus, hypothesis H2 was not supported in explaining the 

employees on their co-workers toward job satisfaction. 

 

Table 4. Regression Analysis 

Variables 
Job Satisfaction 

 Sig. 

Working Conditions 0.375 0.000 

Co-Workers 0.092 0.239 

Leadership Styles 0.306 0.001 

R2 0.398 

Adj. R2 0.383 

F-Change 25.807 

Sig. F-Change 0.000 

 

5. Discussions 

Based on the findings, this study has implications for the organization and top management is to take appropriate 

action in increasing job satisfaction. A mutually supportive, conducive, and attractive working environment can 

provide various benefits to the organization. This study suggests that leadership styles have an impact on the 

level of job satisfaction. According to literature highlights and studies conducted, the level of organizational 

management is influenced by charismatic leadership, skills, individual judgment, intellectual stimulation, good 

governance, and motivation that impact commitment and job satisfaction among employees for an organization. 

Employee commitment is influenced by the professionalism of individuals in performing their duties and 

responsibilities. Both of these elements determine the level of job satisfaction of the organization. Usually, job 

satisfaction and commitment to the organization can be achieved with an increase in self-achievement such as 

recognition, appreciation, and contribution. 

Working conditions include aspects of equipment, workspace, work climate, adequate lighting, and so on. 

Overall, working conditions were satisfactory where the working conditions are considered good among 

employees. It provided comfort to employees to perform their duties well and satisfactorily. This situation 

contributed to job satisfaction as well as increasing productivity among employees. Koppes (2014) stated that 

job satisfaction can increase employee motivation with a conducive organization, structure, and organizational 
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climate. Job satisfaction can be achieved with the management and employers who are concerned about the 

welfare of their employees. Thus, the top management can provide good facilities or utilities so that employees 

can achieve their maximum level of job satisfaction. Moreover, with conducive working conditions, the quality 

of work and thoughtful ideas can be contributed and in turn, can improve the reputation and achievement in their 

work. Besides, the workload received by employees was reasonable. It made respondents feel satisfied with their 

work. Yusoff, Kian, and Idris (2013) stated that there was a significant correlation between job satisfaction and 

working conditions. The satisfaction of working conditions can directly increase the employees’ job satisfaction. 

Good relationships among co-workers do not encourage employees to increase their job satisfaction. This is 

because each individual in the organization carries out their respective duties and does not depend on co-workers. 

Omar and Hamzah (2020) stated the organization is not influenced by co-workers who impact job satisfaction. 

Every teacher in an organization is not influenced by the relationships of co-workers. The findings of this study 

are contrary to the study conducted by Katz (2014) stated that good relationships, cohesion, harmony, and 

understanding with co-workers contribute to a high level of job satisfaction. Having good relationships among 

co-workers, indirectly the situation has a positive effect on job satisfaction. Good association with co-workers 

provides a high level of job satisfaction. Indirectly, good relationships among co-workers have an impact on job 

satisfaction. 

Leadership styles greatly influence the success of an organization as well as job satisfaction among employees. 

The findings of this study can be attributed to the factor hygiene which involves aspects of supervision and 

leadership in managing the organization. It is adapted from a study conducted by Herzberg (1966) who placed 

leadership styles as a factor in hygiene determining employees to be satisfied or otherwise to their work. 

Moreover, Judge, Bono, Erez, and Locke (2016) stated that the relationship between employees and supervisors 

is part of the factors that drive towards job satisfaction. The attitude of a leader who adopts an open attitude and 

practices a harmonious relationship will be respected by the subordinates and will lead towards an increase in the 

level of job satisfaction. It is therefore clear that leadership styles have an impact on job satisfaction. It is 

supported by the findings of previous studies conducted by Emery and Barker (2007) where leadership styles are 

closely related to work performance and organizational success. When job performance is satisfactory, the 

success of the organization can be achieved in line with the work that can be proud of. 

6. Conclusion 

Overall, the construct of this study proves that there is a positive relationship in terms of significant variables and 

there is a strength between job satisfaction with work conditions, co-workers, and leadership styles. This 

situation shows that each aspect studied in detail in this study has an impact on the level of job satisfaction of 

employees. Therefore, every aspect and dimension needs to be carefully researched so that job satisfaction is 

always at the optimum level. In carrying out the responsibilities entrusted to them, employees also have their 

perceptions of the organization that influence job satisfaction. This perception has both positive and negative 

effects which can increase the level of motivation of employees and also shake their spirit in carrying out tasks. 

This situation should not be taken lightly because there is a correlation between employee perceptions of the 

organization to be able to influence job satisfaction. This situation needs to be addressed at least through the 

action or implementation of solutions in stages so that everything is under control. As can be seen, in carrying 

out the responsibilities entrusted to them, they are also burdened with many tasks, mental and physical 

preparation must be strong so that job satisfaction is achieved to determine the success of the organization. 

Besides, the leadership styles of the administration should be credible to set an example and be a role model to 

the public. Intrinsic factors such as a conducive environment, reasonable rewards, and balanced workplace 

politics are also factors that determine the success of an organization and influence work motivation among 

employees. 
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