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Abstract

This study examines the impact of compensation and work environment on employee 
job satisfaction at Al-Hoty Analytical Services in the Kingdom of Bahrain. In a com-
petitive global market, optimizing workplace conditions is crucial for enhancing 
employee morale and organizational performance. A sample of 152 employees from 
various departments at Al-Hoty Analytical Services was surveyed using a structured 
questionnaire, applying saturated sampling within a quantitative research framework. 
Data analysis was conducted using SPSS version 26. The results indicate that the physi-
cal work environment significantly contributes to higher levels of job satisfaction, em-
phasizing the importance of a well-designed workspace. The social work environment, 
while positively correlated with satisfaction (p = 0.926), did not significantly impact 
overall satisfaction (β = 0.385, p < 0.001). In contrast, both direct and indirect com-
pensation had significant positive effects on job satisfaction, with direct compensation 
having a stronger influence (β = 0.273, p < 0.001) than indirect compensation (β = 
0.238, p = 0.001). The study provides practical insights for organizational leaders and 
contributes to the broader understanding of job satisfaction dynamics.
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INTRODUCTION

Employee work happiness is becoming more widely recognized as 
critical to business success in the modern global economy. It has a di-
rect correlation to increased output, improved performance, and lower 
turnover rates all of which are necessary to stay competitive (Abawa 
& Obse, 2024). Although a lot of research has looked at the general 
factors that affect job satisfaction, like pay and work environment, the 
relationship between these factors and how they affect employee sat-
isfaction as a whole is still not well understood, especially in particu-
lar regional contexts like the Kingdom of Bahrain (Abolnasser et al., 
2023; Cao et al., 2023).

Organizations in Bahrain face pressure to maximize their human re-
source strategy in order to retain and engage their personnel, given 
the country’s rapidly developing economy and intensifying competi-
tion. Nevertheless, despite this requirement, there is a paucity of em-
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pirical studies on the ways in which various aspects of remuneration packages and physical and social 
work environments influence worker satisfaction in Bahraini firms .A knowledge gap exists on the ways 
in which different aspects of the work environment and pay affect job satisfaction because there are not 
enough thorough studies in this area.

Furthermore, other studies conducted in other areas have demonstrated that although a favorable phys-
ical work environment considerably raises employee happiness and morale, the influence of the social 
environment is still less clear (George & Sreedharan, 2023). Similarly, research on pay has shown that 
increasing job satisfaction requires both direct (salaries, wages, bonuses) and indirect (benefits, insur-
ance, paid time off) compensation. However, few studies have carefully examined these elements in the 
unique cultural and economic context of Bahrain (Rasheed et al., 2020; Charles et al., 2022). 

1. LITERATURE REVIEW 

For many years, the research focus has been on the 
relationship between work satisfaction and orga-
nizational performance. Numerous studies have 
looked at the relationship between pay, work en-
vironment, and job happiness; such research shed 
light on how these elements affect employee reten-
tion, productivity, and overall business success.

Job satisfaction, a complex and multidimensional 
concept, has been approached from various angles 
in the literature. According to Winton (2023), it is 
an emotional response to aspects of work, reflect-
ing the employee’s feelings of pleasure and enthusi-
asm. Boccoli et al. (2023) expand on this by noting 
that job satisfaction involves a combination of emo-
tional and psychological elements that reflect how 
employees perceive their work environment and 
organizational support. Moreover, job satisfaction 
is influenced not only by individual factors but also 
by the broader work context, including the organi-
zational culture and policies (Bai et al., 2023).

Job satisfaction is perceived as multidimen-
sional due to its dependence on various factors. 
Organizations need to recognize these compo-
nents to enhance employee satisfaction. According 
to Ng (2023), job satisfaction contains eight di-
mensions: job security, work environment, work-
life balance, compensation and benefits, recogni-
tion and rewards, job design and variety, organiza-
tional culture, and opportunities for advancement. 

Job satisfaction plays a crucial role in the success 
of an organization. Indeed, the organization’s 
profitability is affected by employee satisfaction 
(Abawa & Obse, 2024).

Many studies have explored the factors that in-
fluence satisfaction in the workplace. For in-
stance, Cao et al. (2023) indicate that job satisfac-
tion is boosted by positive mental health factors 
but diminished by negative mental health factors. 
Additionally, psychological and social capital play 
a mediating role in the relationship between job 
satisfaction and mental health. Overall, employee 
mental well-being significantly influences job sat-
isfaction. Moreover, Abolnasser et al. (2023) found 
a positive correlation between employee com-
mitment and job satisfaction. The analysis sug-
gests that greater dedication to the organization 
is associated with higher levels of job satisfaction. 
Overall, organizational commitment has a posi-
tive impact on job satisfaction.

The work environment significantly influences 
job satisfaction, encompassing both physical and 
social aspects. Hawkins et al. (2023) describe the 
work environment as a complete framework com-
prising supportive infrastructure, friendly inter-
actions among all staff within the company, and a 
beneficial social, emotional, and financial setting 
that encourages employees to deliver top-notch 
performance. Additionally, it encapsulates all in-
teractions between employees and their work-
place. As Bos‐Nehles et al. (2023) conceptualize, 
it encompasses the combined influences, behav-
iors, and various factors that may affect employees’ 
performance and engagement. 

A setting that is conducive to physical work leads 
to increased employee happiness and productivi-
ty. According to Kumala (2023), workplace design, 
layout, and ergonomics are important factors in 
guaranteeing worker comfort and productivity. 
As pointed out by Zarnuji (2023), these physical 
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components are essential for improving general 
well-being and satisfaction because workers spend 
a significant amount of time in these settings.

The social environment can also impact employee 
morale, which encompasses interpersonal connec-
tions and team dynamics. According to Hawkins 
et al. (2023), the work environment is a framework 
that includes constructive social interactions and 
a supportive infrastructure that helps motivate 
individuals to perform successfully. Moreover, 
George and Sreedharan (2023) discovered that a 
positive, respectful, and supportive work atmo-
sphere can promote greater levels of employee en-
gagement and satisfaction. Bos-Nehles et al. (2023) 
contend that an atmosphere where workers feel 
psychologically and emotionally safe promotes 
improved performance and well-being.

The impact of the social environment on job 
satisfaction is still complicated. George and 
Sreedharan (2023) discovered positive connec-
tions in their study; however, other research indi-
cates that the association is not always significant. 
Given its complexity, it may be necessary to take a 
more nuanced approach to understanding the so-
cial environment’s influence on performance and 
happiness, even though a suitable physical envi-
ronment is frequently easier to control and assess.

Numerous studies have identified the relationship 
between job satisfaction and the workplace environ-
ment. For instance, Alenazy et al. (2023) shows a con-
siderable effects of work environment on satisfaction 
with work. In addition, Basalamah and As’ad (2021) 
discovered that job satisfaction and the working en-
vironment are statistically significantly correlated.

Studies on direct compensation address pay, sala-
ries, and other forms of immediate financial gain. 
Indirect compensation focuses on non-monetary 
benefits such as insurance, leave, and retirement 
benefits. Different authors define compensation 
in different ways. According to Didit and Nikmah 
(2020), compensation is total remuneration pro-
vided to employees as acknowledgment for their 
contributions to the organization. Additionally, 
Nkanabo (2022) defines compensation as all forms 
of monetary, non-monetary, and psychological re-
wards that an organization offers its employees in 
return for the work they perform.

The objective of this study is to investigate the con-
nection between various aspects of work compen-
sation and job satisfaction. As outlined by Nuraini 
(2023), compensation comprises two dimensions 
(direct compensation and indirect compensation), 
which, when combined effectively, can serve as 
a catalyst for a company to attain its objectives. 
Consequently, this study concentrates on these 
two dimensions of work compensation.

It is commonly known that pay – both direct and 
indirect – is a major factor in determining job hap-
piness. Salary and other financial incentives are 
examples of direct remuneration that workers re-
ceive for their labor. According to Ali and Anwar 
(2021), workers frequently assess their pay in rela-
tion to peers, which affects how satisfied they are 
with their jobs. Chen et al. (2021) further show the 
importance of relative income. Employees who 
believe they are paid fairly in comparison to their 
peers report better levels of satisfaction.

Apart from direct monetary gains, indirect com-
pensation is essential. Benefits such as health 
insurance, paid time off, retirement plans, and 
other extras that companies provide to employ-
ees, in addition to base pay, are referred to as in-
direct compensation. Indirect pay, in the opinion 
of Mishra (2023), improves workers’ feelings of 
security and belonging, which has a favorable ef-
fect on their general job satisfaction. According to 
Thibault Landry et al. (2017), comprehensive ben-
efit plans that include paid time off and social se-
curity can effectively induce employee loyalty and 
engagement.

Furthermore, ample evidence in the literature 
supports the strategic use of salary as a strategy 
for employee motivation and retention. According 
to Rasheed et al. (2020), a well-designed compen-
sation plan improves employee satisfaction, which 
helps employers retain top talent while also at-
tracting new hires. Ateeq et al. (2023) evidence 
that efficient pay schemes are essential for enhanc-
ing employee satisfaction and decreasing attri-
tion, particularly in highly competitive industries. 
Although both direct and indirect pay favorably 
impact job satisfaction, different organizations 
and industries may place different values on these 
two types of remuneration. Certain workers may 
place a higher value on work-life balance benefits 
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than on direct compensation in certain situations, 
especially in industries where non-cash incentives 
are seen as signs of sustained investment in work-
ers’ well-being (Harrison et al., 2020).

Compensation plays a critical role in both orga-
nizational success and individual well-being, ex-
tending beyond its monetary value. Competitive 
pay packages are essential for attracting and re-
taining top talent, particularly in a competitive 
job market (Harrison et al., 2020; Hiltrop, 1999). 
Compensation ensures that employees’ basic 
needs are met, fostering job satisfaction (Mirza & 
Azmy, 2023). Adequate compensation positively 
correlates with overall morale and job satisfaction, 
influencing employee engagement and productiv-
ity when individuals feel appropriately rewarded 
for their skills and contributions.

Numerous studies have identified the relation-
ship between job satisfaction and compensation. 
For instance, Idris et al. (2020) show that the work 
environment and compensation both have a sig-
nificant effect on how satisfied employees are with 
their jobs. In addition, Hidayati and Zulher (2022) 
found that the elements of leadership and com-
pensation have a major impact on the job satisfac-
tion of employees. 

The existing literature demonstrates that both 
compensation and work environment play pivotal 
roles in determining job satisfaction, though the 
significance of the social work environment re-
mains less conclusive. Studies consistently show 
that while physical work conditions and direct 
compensation are vital for enhancing employee 
satisfaction, the influence of social interactions 
within the workplace requires further investiga-
tion. In particular, research in regional contexts 
like Bahrain has been limited, underscoring the 
need for more localized studies to better under-
stand these dynamics in specific organizational 
settings.

This study seeks to evaluate the impact of work 
environment (both physical and social) and com-
pensation (both direct and indirect) on employee 
job satisfaction at Al-Hoty Analytical Services in 
Bahrain, contributing to a deeper understand-
ing of these factors in the Bahraini context. The 
following hypotheses have been developed to in-

vestigate the connections between the work envi-
ronment, pay, and job satisfaction in this specific 
context: 

H1: Work environment has a positive signifi-
cant impact on job satisfaction in Al-Hoty 
Analytical Services company in Kingdom of 
Bahrain.

H2: Compensation has a positive significant im-
pact on job satisfaction in Al-Hoty Analytical 
Services company in Kingdom of Bahrain.

2. METHODOLOGY

This study employs a quantitative research meth-
odology to examine the relationship between 
work environment, compensation, and employee 
job satisfaction at Al-Hoty Analytical Services in 
Bahrain. A randomly chosen sample of employees 
received the questionnaire via email links as part 
of the data gathering process. In order to guaran-
tee that every participant had an equal chance of 
being included in the study, this particular strat-
egy was adopted. The survey was structured into 
multiple pieces: the first portion collected demo-
graphic information, the second part rated em-
ployee job happiness inside the organization, and 
the subsequent sections examined the effect of in-
dependent variables on employee job satisfaction.

There were five possible answers on the Likert scale 
in the questionnaire: strongly disagree, disagree, 
agree, neutral, and highly agree. It was broken 
down into distinct sections addressing different 
job satisfaction facets. Six items made up the sec-
tion on job satisfaction, and the two subsections 
on the work environment (the physical work envi-
ronment (five items) and the social work environ-
ment (five items) were further separated. The two 
subsections of compensation were also separated 
into direct compensation (six items) and indirect 
compensation (six items).

A basic random sampling procedure was used to 
choose participants from the entire population 
of about 250 employees, with a target sample size 
of 152. By using this sampling technique, it was 
made sure that the information gathered was rep-
resentative of the workforce. Quantitative analyti-
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cal software was used to assess the data. While a 
correlational research design was employed to in-
vestigate the statistical relationships between the 
identified variables, descriptive research methods 
offered a thorough overview of the variables asso-
ciated with job satisfaction. To help organize and 
process the data and provide reliable results, the 
Statistical Package for Social Sciences (SPSS) was 
used for data analysis. This program was neces-
sary for organizing and processing the data to pro-
duce accurate results.

The sample includes Al-Hoty Analysis Services 
personnel of various ages, genders, educational 
backgrounds, and professional tenures (Table 1). 

Table 1. Gender breakdown

Gender Frequency Percent
Valid 

Percent

Cumulative 
Percent

Male 78 51.3 51.3 51.3

Female 74 48.7 48.7 100.0

Total 152 100.0 100.0

Based on the data provided, the survey respon-
dents’ gender distribution is virtually equal. Males 
account for 51.3% of the 152 valid replies, while 
females make up 48.7%. This parity in representa-
tion leads to a balanced gender viewpoint in the 
data set, as seen in Table 1. The cumulative pro-
portion equals 100%, indicating the comprehen-
siveness of gender categorization among partici-
pants. This gender distribution equilibrium serves 
as a strong platform for further research, ensur-
ing that gender biases in result interpretation are 
avoided.

3. RESULTS

As shown in Table 2, Cronbach’s Alpha indicates 
consistent dependability across occupational 
characteristics, exceeding the accepted standard 
(α > 0.600) in academic contexts. The social work 
environment dimension has high internal consis-
tency (α = 0.786), suggesting strong scale building. 
However, the physical work environment has the 
lowest dependability value (α = 0.670), indicating 
room for improvement. Direct and indirect com-
pensation aspects have comparable high reliability, 
indicating similar employee views in both areas. 
Overall, the measures used to assess work satisfac-

tion and remuneration are credible instruments 
for conducting academically rigorous organiza-
tional analyses.

Table 2. Cronbach’s Alpha

Variable Cronbach’s Alpha Items

Job satisfaction 0.713 6

Physical work environment 0.670 5

Social work environment 0.786 5

Direct compensation 0.698 6

Indirect compensation 0.708 6

As shown in Table 3, the descriptive statistical 
analysis indicates that employees rated the physi-
cal work environment (M = 3.234) higher than 
the direct compensation (M = 2.928), suggesting 
that physical factors play a more significant role in 
overall job satisfaction.

Table 3. Descriptive statistical analysis

Variable 
Average 

Mean

Average 
Std. Dev.

Average 
(Mean - SD)

 Job satisfaction 3.147 1.152 1.994

Physical work 
environment 3.234 1.110 2.124

Social work 
environment 3.262 1.153 2.109

Direct 
compensation 2.928 1.180 1.748

Indirect 
compensation 3.102 1.281 1.820

As shown in Table 4, correlational analysis as-
sists in comprehending the bivariate correlations 
between researched variables. The study uses 
Pearson’s or Spearman’s correlation coefficients, 
depending on the data’s degree of measurement 
and distribution, to highlight significant correla-
tions that need further investigation.

Table 4. Correlational analysis

JS PW SW DC IN

JS 1 .624 .440 .590 .554

PW .624 1 .545 .485 .431

SW .440 .545 1 .400 .481

DC .590 .485 .400 1 .534

IN .554 .431 .481 .534 1

p <.001 <.001 <.001 <.001 <.001

Note: Job satisfaction = JS, Physical work environment = PW, 
Social work environment = SW, Direct compensation = DC, In-
direct compensation = IN.

In an academic setting, the findings show strong 
interrelations between numerous workplace as-
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pects. Job satisfaction has a high positive associa-
tion with the physical work environment, which 
means that as job satisfaction rises, so does the 
physical work environment. The social work envi-
ronment has a moderate association with both job 
satisfaction and the physical work environment, 
showing that a supportive social workplace leads 
to higher job satisfaction and workload manage-
ment. Direct compensation has a significant posi-
tive association with job satisfaction, emphasizing 
compensation as an important aspect of employee 
satisfaction. Indirect compensation is linked to 
overall job satisfaction, perceived workload, social 
environment, and compensation. These results in-
dicate a comprehensive approach to organization-
al development that acknowledges the intercon-
nectedness of multiple work elements in impact-
ing employee outcomes and attitudes.

As shown in Table 5, regression analysis is utilized 
to investigate the predicted correlations between 
independent variables and the amount of their 
influence on the dependent variable. This study 
describes the models tested, the assumptions con-
firmed, and the interpretations of the standard-
ized and unstandardized coefficients.

In regression analysis, the model summary dem-
onstrates that the independent variables explain 
53.7% of the variation in job satisfaction. The 
adjusted R square value of .524 accounts for the 
number of predictors in the model, slightly low-
ering the variance accounted for and indicating a 
good model fit. The standard error of the estimate 
is .50177, so the observed values are from the re-
gression line. 

The F-change value of 42.602 (significant at p < 
.001) indicates that the model accurately predicts 
work satisfaction. This gives rationale for using 
these workplace elements in employee satisfaction 
initiatives since they are statistically significant 
predictors of the end variable. These results under-
line the necessity of a holistic approach in organi-
zational management, where various elements op-
erate simultaneously to influence job satisfaction.

The regression findings demonstrate that a physi-
cally designed workspace positively affects job sat-
isfaction in a statistically significant way (Beta = 
.385, p < .001). The first hypothesis, according to 
these findings, was that job satisfaction would be 
positively impacted by the physical work environ-
ment. In a similar vein, both indirect compensa-
tion and direct compensation have significant 
positive coefficients (Beta = .238 and .273, respec-
tively), indicating that they are both accepted.

Table 6. ANOVA

Model
Sum  

of Squares
df

Mean 

Square
F Sig.

1 42.904 4 10.726 42.602 < .001

Residual 37.011 147 .252

As shown in Table 6, the regression model can 
predict job satisfaction. The regression total of 
squares (42.904) is considerably greater than the 
residual sum of squares (37.011), indicating that 
the selected variables (physical work environment, 
social work environment, direct compensation, 
indirect compensation) account for a large per-
centage of the variation in job satisfaction. The 
model’s F statistic (42.602) is highly significant 
(p < .001), indicating that the independent vari-
ables may predict each other (Ibrahim et al., 2024). 
The mean square for regression (10.726) vs the re-
sidual (.252) supports the model’s strength. This 
rigorous model demonstrates the significance of 
these workplace elements in understanding em-
ployee happiness, hence supporting their priority 
in organizational growth plans.

Table 7. Coefficients

Variables B
Std. 

Error
Beta t Sig. Decision

Constant .326 .223 1.457 .147 Rejected 

PW .387 .072 .385 5.374 <.001 Accepted 

SW .006 .061 .007 .093 .926 Rejected

DC .269 .069 .273 3.875 <.001 Accepted

IN .229 .068 .238 3.351 .001 Accepted

Note: Job satisfaction = JS, Physical work environment = PW, 
Social work environment = SW, Direct compensation = DC, In-
direct compensation = IN.

Table 5. Regression analysis

Model R R Square
Adjusted  

R Square

Std. Error  

of the Estimate
R Square 

Change F Change df1 df2
Sig.  

F Change
1 .733 .537 .524 .50177 .537 42.602 4 147 < .000
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As shown in Table 7, the physical work environ-
ment emerges as the biggest predictor of job satis-
faction, with a considerable standardized coefficient 
(Beta = .385) and high statistical significance (p < 
.001). Direct compensation and indirect compensa-
tion both contribute considerably to the model (Beta 
= .273 and .238, respectively), with both obtaining 
statistical significance and highlighting their rele-
vance in affecting job satisfaction. Social work envi-
ronment had an insignificant Beta coefficient (.007) 
and a p-value (.926), indicating no significant influ-
ence on job satisfaction. The Constant’s significance 
level (p = .147) shows that it does not contribute to 
the prediction of job satisfaction beyond the effect 
of the included variables .These results imply that, 
whereas salary and the physical work environment 

are important factors in improving job satisfaction 
at Al-Hoty Analytical Services, the social work en-
vironment might not have as much of an impact in 
this particular setting. This might be a reflection of 
the company’s emphasis on establishing a physical-
ly comfortable workplace, with less emphasis on or 
need for improvement in social connections.

Figure 1 shows that the normalized residuals for 
the dependent variable (job satisfaction) resemble 
a normal distribution, as shown by the bell-shaped 
curve. The residual mean is quite near zero (1.08E-
15), and the standard deviation is very modest 
(0.987), showing that the regression model’s pre-
dictions are unbiased on average and the residual 
variance is consistent.

Figure 1. Regression histogram

Figure 2. Normal P-P plot of regression standardized residuals
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The distribution’s skewness seems to be minimal, 
indicating that the homoscedasticity requirement 
(equal variance of residuals) is most likely fulfilled. 
The majority of residuals cluster around the mean, 
with fewer observations in the tails, as expected 
from a normal distribution. This conformance to 
normalcy enhances the validity of the regression 
model’s conclusions about job satisfaction, sup-
porting the use of linear regression methods to 
examine the effect of predictors. The sample size 
(N = 152) gives enough data points to validate the 
model’s appropriateness, making it a reliable in-
strument for analyzing variables that influence job 
satisfaction.

In Figure 2, a normal P-P plot of regression closely 
follows the diagonal line, indicating that the re-
siduals have a normal distribution. This adherence 
to the predicted cumulative probability demon-
strates that the linear regression model’s normalcy 
assumption is satisfied, which supports the valid-
ity of residual-based statistical tests.

In summary, the analysis confirms that the physi-
cal work environment and direct and indirect 
compensation significantly influence employee 
job satisfaction. However, the social work environ-
ment does not appear to have a substantial effect, 
warranting further investigation.

4. DISCUSSION

The findings show that direct and indirect re-
muneration and the physical work environment 
significantly improve job satisfaction. Employee 
satisfaction, however, did not appear to be much 
impacted by the social work environment. These 
results provide fresh perspectives on how certain 
workplace features affect employees’ overall job 
satisfaction within a particular organizational set-
ting. The finding that the physical work environ-
ment positively influences job satisfaction is con-
sistent with prior studies (Kumala, 2023; Yousaf, 
2020; Zarnuji, 2023), which found that ergonomic 
design and workplace layout significantly impact 
employee well-being. Similarly, the positive im-
pact of direct and indirect compensation is sup-
ported by earlier work by Chen et al. (2021) and Ali 
and Anwar (2021), who identified compensation 
as a key motivator for enhancing employee satis-

faction and performance. However, the lack of sig-
nificant influence of the social work environment 
contradicts Hawkins et al. (2023), who argued that 
a supportive social environment enhances morale 
and satisfaction. This divergence may be due to dif-
ferences in organizational culture or the specific 
context of the company under study.

This finding also is consistent with the findings of 
previous academic studies by Kumari and Kaur 
(2023), Pawar et al. (2024), Ahumada-Tello and 
Ramos (2024), Gazi et al. (2022), Sugiarto and 
Huruta (2023), and Bahilot et al. (2024), who found 
a significant positive association between different 
pay characteristics and work satisfaction. The en-
deavor’s correlation analysis revealed a favorable re-
lationship between the physical work environment 
and job satisfaction. Concurrently, regression stud-
ies identified the physical work environment as a 
statistically significant predictor of job satisfaction. 
In contrast, the social work environment, although 
positively connected with job satisfaction, was not 
identified as a significant driver in the regression 
model. This disparity may have an explanation in 
the complex, multiple arena of social work situa-
tions, where the complicated interaction of human 
behavior, social systems, and individual well-being 
makes isolated influences difficult.

In terms of compensation, the study found a clear, 
positive relationship between direct compensation 
and work satisfaction, with regression analysis 
showing direct compensation as a major predictor. 
Similarly, the regression model identified indirect 
remuneration as a key factor in addition to being 
positively connected with work satisfaction. This 
study’s contribution to the current body of infor-
mation is multifaceted. It verifies prior research 
results on the favorable influence of work environ-
ment and compensation on job satisfaction, em-
phasizing their relevance in organizational initia-
tives. Second, it emphasizes the varied character 
of the work environment’s influence, shedding 
light on the complex and perhaps underappreci-
ated realm of social work settings. Third, it em-
phasizes the importance of both direct and indi-
rect types of pay as drivers of work satisfaction. 
Finally, the study’s findings provide a compelling 
case for complete organizational policies that ad-
dress both the physical and social components of 
the workplace, as well as a balanced remuneration 
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plan. Such regulations are critical for creating a 
work environment that not only satisfies work-
ers but also boosts their engagement, productiv-
ity, and loyalty. These data add a compelling story 
to the scientific discussion of organizational man-
agement and employee well-being, confirming 
the need for an integrated strategy for human re-
source development. 

However, the results of Hawkins et al. (2023), who 
emphasized the significance of supporting social 
contacts in generating job happiness, are in con-
trast with this current study. The organizational 
culture at Al-Hoty Analytical Services, which 
prioritizes material gains and infrastructure over 
interpersonal connections, could account for this 
disparity. Particularly in a technical or profession-
al services industry, employees in this context may 
place a higher value on a functioning and com-

fortable office and competitive salary than on in-
terpersonal relationships.

The findings have a number of ramifications for 
further investigation. First, a qualitative study 
could examine the intricate social dynamics at 
work in these kinds of organizations, consider-
ing the surprising lack of significance of the so-
cial work setting. Gaining knowledge about how 
workers view and value social connections at 
work could help one better understand this link. 
Furthermore, it would be beneficial to carry out 
comparison analyses among various industries 
to determine whether the same trends apply to 
other fields. Ultimately, further research on the 
long-term effects of direct and indirect com-
pensation on job satisfaction and employee re-
tention may help firms develop more successful 
compensation plans.

CONCLUSION

This study examines the factors that influence job satisfaction among employees at Al-Hoty Analytical 
Services in the Kingdom of Bahrain. The study found that the physical work environment and direct 
and indirect pay considerably affect employee job satisfaction. However, the work environment has less 
influence in this context. The considerable beneficial influence of the physical work environment on job 
satisfaction is consistent with previous research emphasizing the relevance of ergonomic design and of-
fice layout in improving employee well-being. Similarly, the significant impact of both direct and indi-
rect remuneration on job satisfaction emphasizes the importance of income and benefits in motivating 
employees and improving overall happiness.

Nonetheless, the lack of significant influence from the social work environment contradicts previous 
research emphasizing the value of positive social connections. This disparity could be linked to Al-Hoty 
Analytical Services’ distinct organizational culture or the nature of the business, in which employees 
may emphasize concrete benefits and a functional work environment over social relationships. 

These findings carry significant implications for corporate management and HR initiatives, particularly 
in Bahrain. They suggest that businesses should focus on creating comfortable and well-designed physi-
cal workspaces, while also offering comprehensive compensation packages that encompass both direct 
and indirect benefits. However, social work environment, despite its limited influence in this context, 
should not be overlooked, as its impact can vary depending on the organizational culture.

Several limitations in this study should be considered. First, the study was carried out in a single com-
pany within a specific industry, which may restrict the generalizability of the findings. Second, because 
the study’s methodology is cross-sectional, causal correlations between variables cannot be identified. 
Finally, the surprising conclusion about the social work environment demands more inquiry to deter-
mine the underlying causes that contributed to this result. 

Future research should aim to address the limitations of this study by broadening the scope to include 
multiple Bahraini enterprises from various industries. Longitudinal research could help establish causal 
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links between work environment features, remuneration, and job satisfaction over time. Additionally, 
qualitative research methodologies could be employed to delve into the nuances of social interactions at 
work and their potential impact on job satisfaction.

Furthermore, cross-cultural studies could shed light on how these factors affect job satisfaction in other 
situations. Investigating the long-term effects of various remuneration systems on employee retention 
and organizational performance could provide useful information for developing effective human re-
source policies. 

As a result, this study adds to the expanding body of literature on job satisfaction by presenting empiri-
cal evidence from the Bahraini setting. The findings highlight the importance of taking a holistic ap-
proach to employee satisfaction, taking into account both concrete and intangible components of the 
workplace. Understanding and managing these elements will be critical for firms looking to attract and 
retain talent in a highly competitive global market.
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