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ABSTRACT:
In this study, factors that determine the satisfaction
with labor of workers in an industrial enterprise are
identified and analyzed, the causes of dissatisfaction
are identified, and methods for solving problems are
proposed. The conclusion is drawn about the need for
changes in the personnel management system, labor
organization, motivation of employees towards a
promising humanistically oriented paradigm. The
authors proposed a number of private
recommendations to increase job satisfaction.
Keywords: job satisfaction, humanistic management
approach, the level of job satisfaction in the
petrochemical industry, the factors of dissatisfaction,
measures to increase job satisfaction

RESUMEN:
En este estudio, se identifican y analizan los factores
que determinan la satisfacción con el trabajo de los
trabajadores de una empresa industrial, se identifican
las causas de insatisfacción y se proponen métodos
para resolver problemas. Se llega a la conclusión de la
necesidad de cambios en el sistema de gestión de
personal, organización laboral, motivación de los
empleados hacia un prometedor paradigma de
orientación humanista. Los autores propusieron una
serie de recomendaciones privadas para aumentar la
satisfacción laboral.
Palabras clave: satisfacción laboral, enfoque de
gestión humanista, nivel de satisfacción laboral en la
industria petroquímica, factores de insatisfacción,
medidas para aumentar la satisfacción laboral

1. Introduction
Labor is an essential feature of man. For most of his lifetime, the individual works. This
determines the fact that the quality of work (along with other factors) directly affects the quality
of life of a person and his psycho-physical state (Argyle, 2003). Accordingly, job satisfaction
correlates with satisfaction with life in general. The importance of this aspect is beyond doubt.
That is why modern research strategies shift the focus of the analysis of job satisfaction to
understanding the priority of personal, individualized factors that seriously affect the fruitfulness of
the organization as a whole (Sypniewska, 2014; Ashton, 2018; Furnham, Eracleous & Chamorro-
Premuzic, 2009).
From the point of view of the authors the qualitative changes taking place in the modern world not
only of economic, political, social, but also existential realities dictate the need for constant
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adaptation of management systems. So, increasing the labor efficiency of workers in order to
maximize the activities of the enterprise seems almost impossible without taking into account the
personal component (Wang, Yang & Wang, 2012). The authors claim that ignoring this
humanistically oriented paradigm in Russian reality basically remains a fact. A particularly striking
example in this regard is industry.
At the moment, extreme instability of the industrial sector, including its personnel component, is
revealed (Kazanceva, 2010; Baleevskih, 2016). Authors consider that the difficulties of functioning
of an industrial enterprise are determined by system-wide crisis phenomena, but are also
associated with particular factors, which can be successfully overcome with adequate adjustment
of management processes, reducing the level of outflow of personnel, increasing the efficiency of
employees and the overall performance of the organization. It is obvious that monitoring of the
internal environment, in particular, the study of the level of satisfaction with work by employees
helps to improve the activities of the enterprise. The authors suppose that organizations that do
not take into account the factors of job satisfaction with their own employees cannot currently
have a “strong position” in the broadest sense of this concept.
The purpose of this study is to determine the level of satisfaction with the work of workers in the
petrochemical industry, to analyze the causes of dissatisfaction and make practical
recommendations. The study was conducted at a typical enterprise in the petrochemical industry
in the city of Omsk. The results can be extended to all enterprises in this industry.
The work is, on the one hand, of a scientific research character: it establishes the deep
foundations of dissatisfaction with work by a modern person, regardless of his position in the
hierarchy of the organization, on the other hand, contains a significant practical result, the
provisions of which can be used to improve the management system in the enterprise under
study, so and to develop measures to increase job satisfaction in such organizations.

2. Methodology
The concept of this work on identifying factors and determining the level of satisfaction with work
is based on the theoretical and methodological approaches of foreign and Russian researchers
such as K. Zamfir (1982), R. Stolberg (1982), М. Armstrong (2006), A. Maslow (2019), M. Argyle
(2003), T.A. Judge & R. Klinger (2007), H. M. Weiss & K. L. Merlo (2015), A. Furnham, A.
Eracleous & T. Chamorro-Premuzic (2009), N. Van Saane, J.K. Sluiter, J.H.A.M. Verbeek & M.H.W.
Frings-Dresen (2003), O. C. Hee, L. H. Yan, A. Rizal, T.O. Kowang & G.C. Fei (2018), B. A.
Sypniewska (2014), M. C. Ashton (2018), P. C. Smith, L. Kendall, C. L. Hulin (1969), A.G.
Zdravomyslov, V.A. Yadov & V.P. Rozhin (1967), N.F. Naumova (1970), A.D. Ostapenko (2012),
I.A. Shlyapnikova & A.S. Tymoshenko (2017).
Analysis of the grounds for dissatisfaction with the work of various categories of personnel is
based on the worldview positions of personalism, in particular, Mounier (2017). The general
position of this philosophical trend is to understand the absolute priority of the value of the
individual, his activities, self-realization and experience (Mounier, 2017). Based on the concept of
personalism, the authors argue: the idea that a person resists the fact that he is “suppressed”,
starting from adverse working conditions in a separate enterprise and ending with civilization as a
whole, is extremely important for studying the characteristics of modern management and the
organization of individual labor.
The empirical part of the study is based on the methods of sociological research, computer
analysis, and mathematical and statistical operations. Sociological methods: quantitative and
qualitative. Quantitative methods - anonymous sociological survey (questionnaire) involves
identifying the opinions, assessments and attitudes of respondents on various problems by
correlating answers to given sets of options. Qualitative techniques are applied to the analysis of
respondents' free answers to open questions. Information processing is carried out using computer
analysis with the construction of tables in the program SPSS Statistics 17.0. Mathematical and
statistical operations (data analysis was carried out using frequency analysis methods and
contingency tables) (Rostovcev & Kovaleva, 2001).
 Let us describe each step in more detail from the key definitions used to the consideration of the
developed and applied operational scheme of research.
At the moment, there is no single vision of what to mean by job satisfaction (Naumova, 1970;
Ostapenko, 2012; Stolberg, 1982; Zamfir, 1982; Zdravomyslov, Yadov, Rozhin, 1967; Maslow,
2019), therefore it is advisable to consider this phenomenon through a combination of the



following aspects, which, in turn, do not seem exhaustive, but allow to outline the boundaries of
the subject:

Satisfaction associated with the correspondence of the work to the expectations of the individual;
Satisfaction, expressed in the possibility of a person meeting his most important needs, including in
labor itself;
Psycho-emotional satisfaction;
Satisfaction with the functional content of the activity;
Satisfaction as a combination of factors of labor motivation: place and conditions of work, position in
the division of labor, leadership style, wages and social guarantees, respect, recognition, prestige,
awareness of the meaning of labor, self-actualization, unlocking professional potential, self-
development, the ability to take initiative and take responsibility, career growth, etc.

In addition, it should be noted that there is no universal system of factors of job satisfaction (Hee,
Yan, Rizal, Kowang & Fei, 2018; Shlyapnikova & Timoshchenko, 2017; Weiss & Merlo, 2015).
From our point of view, the following factors are key and criteria in determining the level of job
satisfaction:
1. Remuneration
2. Psychological climate
3. Management style of the immediate supervisor
4. Career growth
5. Working conditions (including safety, workplace equipment, specialized tools, equipment, etc.)
This is generally consistent with the vision of the criteria of labor satisfaction by the social
psychologist M. Argyle who consider the following factors: 1. salary, 2. relations with employees,
3. relations with management, 4. career opportunities, 5. other satisfaction factors: satisfaction
with working conditions; organization ; redistribution of time; provision of status and personal
identity; perspective life goals; sense of community of activity shared with other people; forced
activity (Argyle, 2003). Also the authors’ position is mainly correlates with the parameters that are
taken into account in the Cornell labor descriptive index  officially  introduced  in  1969 as Job
Description Index (JDI) and included: 1. Salaries, 2. Career 3. Coworkers, 4. Relations with the
leader (supervisor) and 5. Work itself (Smith, Kendall & Hulin, 1969).
Authors believe that the selected five key components of job satisfaction (1. salary, 2.
psychological climate, 3. management style of the immediate supervisor, 4. career growth and 5.
working conditions) are necessary, but insufficient in analyzing the situation at the enterprise. To
do this, we introduce “other factors” of satisfaction that are more situational and personal in
nature:
6. Other factors included are: satisfaction with the volume and content of the work, the level of
independence of decision-making and responsibility for the result, as well as the possibility of self-
realization, self-development, creativity, recognition, justice and others.
Responsibility, achievement and recognition as factors of job satisfaction are theorized by M.
Armstrong (Armstrong, 2006). The importance of measurement of personal factors is discussed by
N. van Saane, J. K. Sluiter, J. H. A. M. Verbeek and M. H. W. Frings-Dresen. The main
individualized factors and psychometric quality characteristics are:  work content, autonomy
(individual responsibility for work, control over job decisions), self-development (personal growth
and development, training, or education), promotion (possibility of career advancement, or job
level), supervision (support of supervisor, recognition of supervisor, or being treated with
fairness), meaning-fulness (Van Saane, Sluiter, Verbeek, & Frings-Dresen, 2003, p. 194).
Subjective well-being at work  is conceptualized by Judge and Klinger (Judge & Klinger, 2007).
This study was carried out of staff satisfaction at a typical enterprise in the petrochemical industry
in the city of Omsk.
Basic factors of satisfaction (proposed in the framework of this work (1-5) were taken as the basis
for analysis based on the questionnaire method using closed questions. “Other factors” (6) were
investigated based on the answers of the enterprise employees to open questions.
An operational scheme for researching job satisfaction at the enterprise was developed (see Table
1).

Table 1
The operational scheme of
the study of job satisfaction



Sign Indicator Significative Scale

  Answer options
Question
Number

Scale
type

Salary

I am satisfied with the
bonus system at the
enterprise

Yes

No

Difficult to answer

v4_1 Rated

I consider the salary
sufficient

Yes

No

Difficult to answer

v4_2 Rated

Payroll is clear and
completely transparent

Yes

No

Difficult to answer

v4_3 Rated

Psychological
climate

The company has a
favorable psychological
climate

Yes

No

Difficult to answer

v2_1 Rated

My colleagues are always
ready to help

Yes

No

Difficult to answer

v2_2 Rated

The company accepted
respectful communication

Yes

No

Difficult to answer

v2_3 Rated

Executive
Management
Style

In relation to subordinates
is always polite and
friendly.

Yes

No

Difficult to answer

v1_1 Rated

I am set concrete, clear,
measurable and achievable
goals

Yes

No

Difficult to answer

v1_2 Rated

The manager provides
timely support in case of
difficulties during the work.

Yes

No

Difficult to answer

v1_3 Rated

Career growth I know that the company
annually creates a
personnel reserve

Yes

No

Difficult to answer

v5_1 Rated

The company has the
opportunity to improve
skills

Yes

No

Difficult to answer

v5_2 Rated

The company has the
opportunity for professional
and career growth

Yes

No

v5_3 Rated



Difficult to answer

 
 

 Working
conditions

I am satisfied with my
workplace, it is equipped
with all necessary
appliances and furniture

Yes

No

Difficult to answer

 
 
v3_1

 
 

Rated

 

In accordance with working
conditions, provided with
special clothing, shoes, etc.

Yes

No

Difficult to answer

 
 
 
v3_2

 
Rated

Am I comfortable with the
condition of the domestic
premises (changing room,
dining room, etc.)?

Yes

No

Difficult to answer

 
 
v3_3

 
Rated

Social and
demographic
and personal
characteristics
of the
employee

Enter your gender
1=male

2=female
age Rated

Indicate the category to
which you belong

1= supervisor

2= specialist
(employee)

3= worker

category Ordinal

Subdivision

1 = Subdivision 1

2= Subdivision 2

3 = Subdivision 3 

4= Subdivision 4

5 = Subdivision 5

subdivision Rated

Source: developed by the authors

On the basis of the operational scheme a questionnaire was developed and an anonymous survey
of enterprise personnel was conducted. The sample is made up of 3,014 people (total number of
employees of the investigated enterprise) from various departments. Using quota multistage
sampling, 341 respondents from various departments of the enterprise were selected and 300
questionnaires were returned; its structure is shown in Table 2.  The study involved male and
female workers, occupying the positions of supervisors, specialists and workers.

Table 2
General and sample structure by the subdivisions

Subdivision
General

Aggregate
Sample

Aggregate

High-Octane Additives and Liquefied Petroleum Gas 504 57

Rubbers and Latexes 423 48

Organic Synthesis Production 284 32

Factory Management 285 32

Auxiliary Workshops 1518 172



Total 3014 341

Source: compiled  by the authors

The questionnaire, along with the closed ones, contained open questions for establishing more
complete feedback, individualizing the study, discovering a more private subjective, situational
vision of the problem of job satisfaction, as well as taking into account the opinions of respondents
when making recommendations to the management of the enterprise.
 Information processing is carried out using computer analysis with the construction of tables in
the program SPSS Statistics 17.0.
Let us describe our analysis algorithm. The sequence of problem solving for data analysis:

Breakdown into blocks and groups by calculating a variable and transcoding into other variables.
 Calculating satisfaction levels using contingency tables.
Determining the level of satisfaction with work by various categories of personnel according to the
proposed satisfaction factors.
Development of recommendations.

Let us describe the steps we have taken to implement the algorithm.

Step 1: With the function “recode to other variables” we introduce new variables q1_1,
q1_2, q1_3, q2_1, q2_2, q2_3, …, q5_1, q5_2, q5_3, which include the transition of the
“I am at a loss to answer” option to the “no” option, because this answer option
characterizes itself to a greater extent as negative due to the fact that the respondent
most likely did not encounter such practice or doubts the anonymity of the questionnaire.

Step 2: The answer “No” was encoded as 1 point; the answer “Yes” ‑ 3 points. Now we
can calculate the number of points. Variables characterizing factor blocks were created
this way (questions and their corresponding blocks were described in Table 1 ).

Executive Management Style (EMS) = q1_1+q1_2+q1_3

Psychological Climate (PC) = q2_1+q2_2+q2_3

Working conditions (WC) =  q3_1+q3_2+q3_3

Salary (S) =  q4_1+q4_2+q4_3

Career growth (CG) =  q5_1+q5_2+q5_3

Step 3: Creation of combinatorial tables by means of contingency tables, where we carry
out the relationship between the category of personnel and factor blocks separately.

Step 4: To evaluate and consider the relationship between the category of personnel and
all factors, we create a new variable by calculating the variable.

Aggregated satisfaction estimation =  EMS + PC+ WC + S + CG

Step 5: Recode into another variable (aggregated satisfaction estimation), while doing
this, break into groups according to the average answers in the ranges:

21-29 = 1 (low satisfaction)

30-38 = 2 (average satisfaction)

39-45 = 3 (high satisfaction)

Step 6: Creation of combinatorial tables by contingency tables, where the relationship is
made between the category of personnel and all factors in general.

Step 7: Review open-ended questions to identify recommendations.

A quantitative analysis was carried out using the conversion of variables and the method
of contingency tables of data on satisfaction with work of the enterprise employees and
their evaluation and interpretation were carried out.

3. Results

3.1. General satisfaction with work



Let us start with general satisfaction with work; the results are shown in Table 3, where the
following notation is introduced: “1” - low satisfaction; “2” - average satisfaction; “3” - high
satisfaction. The аmounts (converted to percent) in the table indicate the number of relevant
answers to these questions among employees belonging to a certain category (described in more
detail above in steps 1-5). Results are shown in Table 3.

Table 3
General satisfaction at the enterprise

Staff category

Satisfaction estimation

1,00

(low
satisfaction)

2,00

(average
satisfaction)

3,00

(high
satisfaction)

Supervisor
% in

category
26,8% 36,6% 36,6%

Specialist
% in

category
17,5% 59,6% 22,8%

Workers
% in

category
20,2% 36,4% 43,4%

Total 20,2% 42,6% 37,2%

Source: calculated by the authors

From Table 3 it is seen that for all categories of personnel and for all factors of satisfaction at the
enterprise, there is an average satisfaction with work (42.6%). At the same time, workers are
most satisfied in all blocks (43.4%), and leaders are least of all. Specialists for all factors show
average values. The indicator relating to a greater aggregate satisfaction with work by workers
than by managers is consistent with the principle known in the sociology of labor: the degree of
satisfaction with work depends on the level of a person’s claims. A person with a higher level of
claims is more critical of the elements of the work situation, and satisfaction will be less the higher
the level of claims. Further analysis allows a deeper study of the problem.

3.2. The level of satisfaction with the work of various categories
of personnel on the proposed factors
3.2.1. Management style
Results for this block are shown in Table 4, where the following notation is introduced:

“3” means that the respondent is completely dissatisfied (the respondent answered “No” (dissatisfied)
to all three questions from this block: “No” (1 point) + “No” (1 point) + “No” (1 point) = 3 points);
“9” means that the respondent is completely satisfied (the respondent answered “Yes” (satisfied) to
all three questions from this block: “Yes” (3 points) + “Yes” (3 points) + “Yes” (3 points) = 9 points);
“5” means that the respondent is rather dissatisfied (the respondent answered “No” (dissatisfied) to
two out of three questions;
“7” means that the respondent is rather satisfied (the respondent answered “No” (dissatisfied) to one
out of three questions.

The аmounts (converted to percent) in the table indicate the number of relevant answers to this
question block among employees belonging to a certain category.

Table 4
Indicators of satisfaction with the management 

style of the immediate supervisor

Staff category Executive Management Style

3,00 5,00 7,00 9,00



(dissatisfied) (rather
dissatisfied)

(rather
satisfied)

(satisfied)

Supervisor
% in
category

7,0% 9,9% 23,9% 59,2%

Specialist
% in
category

0,5% 10,6% 19,0% 69,8%

Workers
% in
category

3,6% 4,3% 13,5% 78,6%

Total 3,1% 6,7% 16,1% 74,1%

Source: calculated by the authors

Table 4 shows the satisfaction with the management style of the immediate supervisor. In
general, satisfaction with this indicator at the enterprise is high (74.1%). Workers are most
satisfied with management, and managers are least of all satisfied. Specialists demonstrate an
average level of satisfaction with this criterion.
According to answers to open questions about satisfaction with the leadership style, managers
note that in this category of personnel, direct management has limited opportunities for
independent decision-making, not fully provided conditions for the manifestation of creative
initiative, the disclosure of individual potential. The level of respect for opinions and assessment of
professionalism on the part of the higher authorities is perceived by the surveyed managers as
insufficient. Direct and higher-level management does not convey general goals that determine
the direction of the enterprise as a whole.
Thus, despite sufficient satisfaction with working conditions, the psychological climate, career
opportunities, and partly wages (as will be shown below), personal factors are internal satisfaction
factors related to respect and recognition of a person’s personality, his achievements,
competence, respect and opportunity to show their abilities as best as possible, a joint
determination of the goals and directions of development of activity - turn out to be significant and
ultimately reflected on the comparative but a low overall level of satisfaction with work by the
category of managers.
It should be noted that in answers to open questions workers (according to the data most satisfied
with the immediate supervisor) also indicated nuances that showed a reference to the
“infringement” of the personal component: “workers are people, not robots,” “a person is not a
tool of labor, he is alive: the bosses should not tighten the deadlines, especially with a violation of
technology, ”in one of the questionnaires a certain rule was formulated:“ treat as you want to be
treated. It is necessary to issue special equipment on time! ” The level of the above statements
shows that the degree of claims and satisfaction of needs varies: in the case of the leader - it is,
rather, the need for recognition and self-actualization of the person, and the worker - the
requirement that they be perceived as a person, and not as a “tool” however, nevertheless, there
is a connection between satisfaction with work and a sense of value of the employee’s personality,
regardless of status and category.

3.2.2. The psychological climate
Results for this block are shown in Table 5, where the accepted notation is similar to the previous
table.

Table 5
Indicators of satisfaction with 

the psychological climate

Staff category

Psychological climate

3,00

(dissatisfied)

5,00

(rather
dissatisfied)

7,00

(rather
satisfied)

9,00

(satisfied)



Supervisor % in
category

4,2% 23,6% 27,8% 44,4%

Specialist
% in
category

3,3% 26,7% 18,3% 51,7%

Workers
% in
category

6,6% 15,4% 18,5% 59,5%

Total 5,5% 19,3% 19,4% 55,8%

Source: calculated by the authors

The data in Table 5 indicate that the highest and lowest indicators for the psychological climate
show workers. In different shops and divisions of the enterprise, the working atmosphere and
psychological climate are different. Answers to open questions made it possible to identify factors
that influence low satisfaction with the psychological situation: insufficient joint activities, gossip,
calculation of other people's salaries, lack of culture, violation of labor discipline, culture of
behavior and communication, profanity. From the above average answers, it can be seen that the
psychological climate is defined as uncomfortable not so much in relations with the leader as in
horizontal interaction. At the same time, the fact of changing the priorities and needs of lower-
level employees of the organization is obvious, shifting also to the desire to develop their own
personality and improve the level of culture at the enterprise.

3.2.3. Working conditions
Results for this block are shown in Table 6, where the accepted notation is similar to the previous
table.

Table 6
Indicators of satisfaction 
with working conditions.

Staff category

Working conditions

3,00

(dissatisfied)

5,00

(rather
dissatisfied)

7,00

(rather
satisfied)

9,00

(satisfied)

Supervisor
% in
category

8,3% 27,8% 31,9% 31,9%

Specialist
% in
category

1,1% 26,7% 47,8% 24,4%

Workers
% in
category

8,0% 22,9% 28,6% 40,4%

Total 6,2% 24,4% 34,1% 35,3%

Source: calculated by the authors

From Table 6 it is seen that the working conditions at the enterprise as a whole satisfied a smaller
number of respondents (35.3%). The least satisfaction is shown by the category of specialists,
which is associated with the difficulty in solving professional problems in the absence of
appropriate conditions. In general, all categories of personnel note: living conditions are in
unsatisfactory condition (there is no repair since the 1970s), lack of equipment, inventory, tools,
work clothes, auxiliary equipment; the company does not provide affordable food and does not
organize measures to restore and maintain health. This, of course, affects the overall level of
satisfaction with work, which, nevertheless, is not very high (42.6%).

3.2.4. Salary



Assessment of satisfaction with salary is presented in Table 7; accepted notation is similar.

Table 7
Indicators of satisfaction 

with wages.

Staff category

Salary

3,00

(dissatisfied)

5,00

(rather
dissatisfied)

7,00

(rather
satisfied)

9,00

(satisfied)

Supervisor
% in
category

26,4% 51,4% 9,7% 12,5%

Specialist
% in
category

31,7% 48,1% 16,9% 3,3%

Workers
% in
category

36,3% 36,3% 19,5% 7,9%

Total 34,0% 41,1% 17,7% 7,2%

Source: calculated by the authors

Table 7 reflects that a factor such as wages shows the lowest level of satisfaction among all
factors. Only 7.2% of respondents are satisfied with their salaries. The lowest level is among
workers, which is associated with low pay for physical labor, and the highest is among managers.

3.2.5. Career growth
Assessment of satisfaction with career growth is presented in Table 8; accepted notation is similar.

Table 8
Career satisfaction rates.

Staff category

Career growth

3,00

(dissatisfied)

5,00

(rather
dissatisfied)

7,00

(rather
satisfied)

9,00

(satisfied)

Supervisor
% in
category

4,2% 9,7% 19,4% 66,7%

Specialist
% in
category

4,9% 16,4% 32,8% 45,9%

Workers
% in
category

8,6% 16,2% 24,3% 51,0%

Total 7,1% 15,6% 26,1% 51,3%

Source: calculated by the authors

Table 8 shows that on the whole, career growth is possible and fairly well developed (51.3%). The
highest rates are among managers, the lowest are among workers. Workers are less able to climb
the career ladder, usually due to the narrow specialization and lack of higher education.
Based on the study, recommendations were made in the following aspects:



Remuneration: to increase job satisfaction with employees of the enterprise, it is necessary to index
wages, increase tariffs, increase hourly wages, make allowances for work experience, make payments
no later than the 10th day, allow paid part-time jobs, and also return the thirteenth salary.
Psychological climate: employees demonstrate the need to improve the atmosphere by holding joint
events, creating a common culture at the enterprise - improving the culture of behavior, a culture of
communication, a culture of work.
Management style of the immediate supervisor: it is necessary to improve vertical communication,
establish benevolent, respectful relations between the supervisor and subordinates, care for the
personality of subordinates, including their health and the ability to receive high-quality free or
affordable food, it is necessary to exclude the degrading procedure of checking workers' bags for
checkpoints. It is necessary to pay attention to the special level of personal needs of the personnel
category of managers in connection with their claims to recognize professionalism, competence, take
their opinions into account when making decisions, expand freedom of decision-making, provide an
opportunity for a clear understanding of the goals and ways of enterprise development, opportunities
to show one’s potential, develop and take a direct part in the development of the enterprise.
Career growth: it is necessary to debug the communication channel from the human resources
department and the higher authorities regarding the provision of information to the employee about
the conditions and opportunities for promotion on the career ladder. At the enterprise, it is necessary
to debug the process of advanced training and provide employees with the opportunity to receive
higher and additional education with the aim of further career development.
Working conditions: to improve the level of job satisfaction, workers need to: repair depots, improve
living and sanitary conditions, repair and update furniture of the 1970s, improve equipment, fully
equipped with materials, tools, more modern work clothes and shoes, install air conditioners, change
of computers.

This is the practical level of problem solving.

4. Discussion
The study showed that along with the key factors (which form the basis of almost any study to
determine the level of job satisfaction): remuneration, the psychological climate, management
style of the immediate supervisor, career growth, working conditions, other components that are
more situational, personalized are important , subjective, personal character. Moreover, it was
found that the component associated with the value of the individual, in a hidden, implicit manner,
is the deep foundation of dissatisfaction with all the above satisfaction factors. For example, the
level of wages, working conditions: are they commensurate with the physical and mental efforts
that a person puts into his activity, does the remuneration and such working conditions
correspond to the dignity of his personality? A more obvious example is with the category of
leaders, where the interests and needs of the individual are explicitly articulated, the claim to
recognize the value of experience and professionalism, opinion and competence, the right to self-
actualization and self-realization of the individual.
But the worker declares that he is not a “tool”, he asks that the manager and his colleagues
appreciate and respect his work, that his work is adequately paid, that favorable conditions are
created not only for activities, but also for leisure and health food at the enterprise, he wants to
be spared from the degrading procedure of personal things at the end of the day. These are also
the needs of the individual, determined only by the difference in the level of claims of managers
and workers, but it is impossible to ignore this fact, because it is directly related to the satisfaction
of workers with work, which affects their attitude to work, the quality of work, and, consequently,
the efficiency and success of the enterprise as a whole.
Thus, according to the results of the study, it is advisable for modern enterprises to make changes
in the management system in terms of personnel management, labor organization, motivating
employees towards a promising humanistically oriented paradigm, in which the priority is
personality, regardless of the position of a person in the organization hierarchy. In our
understanding, this is a conceptual level of problem solving.

5. Conclusions
The study identified and analyzed factors affecting the labor satisfaction of employees of a typical
petrochemical industry enterprise, established a general level of satisfaction with labor, as well as
for each criterion individually by different categories of personnel: workers, specialists and
managers. The underlying reasons for dissatisfaction associated with the underestimation of the
personal component in the organizational management model were identified. The study
crystallized the need to take into account the needs and claims of the individual (more broadly:



the value of the individual) in the organization of labor in the enterprise. Accordingly, the authors
proposed two levels of solution to the problem:
1. Conceptual - this is a system-wide recommendations relevant at the national level, dictated by
the modern stage of development, associated with the improvement of management processes
within the framework of the humanistic paradigm.
2. Practical - a number of recommendations have been developed to increase job satisfaction at
the enterprise.
In general, this study has heuristic and pragmatic value, the result can be useful in planning and
organizing labor, in developing measures to increase job satisfaction in such organizations. Also,
the results of the work can be used in management, sociology of labor and management
psychology.
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