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Abstract:

Youth job satisfaction and professional commitment are critical topics in contemporary human resource
management and organizational behaviour. As the global workforce continues to evolve, understanding the
dynamics of these elements among younger employees has become increasingly vital for organizations
aiming to attract, retain, and nurture talent. This study explores the factors influencing job satisfaction
among young employees and examines how these factors impact their commitment to their professions. Key
opportunities, such as the potential for innovation, adaptability to technological advancements, and
increased diversity, are contrasted with challenges like work-life balance, career advancement
opportunities, and job security. Through a comprehensive analysis of recent data and literature, this paper
identifies critical drivers of job satisfaction for youth, including organizational culture, leadership style, and
personal growth opportunities. Furthermore, it examines how these drivers affect professional commitment,
highlighting the correlation between job satisfaction and retention rates. The study suggests strategies for
organizations to enhance job satisfaction and professional commitment among young employees, such as
mentorship programs, flexible work arrangements, and clear career progression paths. By addressing these
challenges and leveraging the opportunities, organizations can foster a more engaged and committed
youthful workforce, ultimately contributing to organizational success and employee well-being.

Keywords: Youth Employment, Job Satisfaction, Professional Commitment, Workforce Engagement,
Employee Well-being, Work-Life Balance.

Introduction:

Young employees, often categorized as Millennials and Generation Z, represent a significant portion of the
global labour market. According to the World Economic Forum (2022), these generations are expected to
make up approximately 75% of the global workforce by 2025. Their unique perspectives, technological
adeptness, and desire for meaningful work are reshaping workplace norms and expectations. Job satisfaction
refers to the level of contentment employees feel regarding their roles and work environment. For young
professionals, job satisfaction is influenced by several factors. Younger employees prioritize a healthy
balance between personal and professional life, seeking flexibility in working hours and remote work options
(Ng, Lyons, & Schweitzer, 2012). The availability of opportunities for growth and skill development
significantly impacts job satisfaction for youth, as they often look for roles that provide clear career
advancement paths (Benson & Brown, 2011). A positive and inclusive work culture is crucial for young
employees, who value diversity, equity, and a sense of belonging in the workplace (Harter & Schmidt,
2009). Young workers tend to seek jobs that align with their personal values and contribute to a greater
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societal good, which is a key factor in job satisfaction (Twenge, 2006). Professional commitment involves an
employee's emotional attachment and dedication to their profession. For young employees, professional
commitment is often shaped by stability and security in their roles can enhance commitment, especially in
uncertain economic climates (Smith & Shields, 2013). Receiving recognition for achievements and fair
compensation is vital in fostering commitment among young workers (Sirota, Mischkind, & Meltzer, 2005).
Young employees are digital natives, and organizations that leverage technology to enhance productivity and
engagement are more likely to gain their commitment (Deloitte, 2019). The intersection of job satisfaction
and professional commitment presents both challenges and opportunities for organizations and young
employees. High turnover rates, lack of engagement, and the need for continuous reskilling are significant
challenges organizations face in managing young talent (McKinsey & Company, 2021). Young employees
may also struggle with aligning their career aspirations with available opportunities, leading to
dissatisfaction and disengagement. Organizations that successfully address these challenges can leverage the
enthusiasm and innovative potential of young employees to drive growth and innovation. Emphasizing
personal development, fostering a supportive work environment, and embracing flexible work arrangements
can lead to enhanced job satisfaction and commitment (Gallup, 2020).

Literature Review:

Harter and Schmidt (2009) highlight that job satisfaction is a multifaceted construct influenced by job
characteristics, work environment, and individual differences. Autonomy is a crucial determinant of job
satisfaction for young employees, who value the freedom to make decisions and contribute to organizational
outcomes.

Warr and Inceoglu (2012) emphasized that job satisfaction is higher when employees perceive their job roles
as opportunities for personal growth and skill application. The desire for meaningful work is a strong
motivator for young employees.

Ng, Lyons, and Schweitzer (2012) noted that flexible work hours, remote work options, and supportive
policies positively influence job satisfaction. A positive organizational culture that fosters inclusivity and
diversity is crucial for job satisfaction.

Smith and Shields (2013) define it as the psychological attachment and loyalty employees feel towards their
occupation. The literature identifies several factors contributing to professional commitment. Opportunities
for advancement and professional growth are critical for fostering commitment among young employees.

Deloitte (2019) reported that young employees are more committed to their professions when they receive
support and guidance from their employers. Alignment between personal values and professional roles
enhances commitment.

Gallup (2020) noted that young employees are more committed when they perceive their profession as
aligning with their values and beliefs. The dynamic nature of the modern workforce presents both challenges
and opportunities for organizations and young employees. Young employees often exhibit higher turnover
rates due to dissatisfaction and unmet expectations.

World Economic Forum (2022) identified disengagement as a critical issue affecting job satisfaction and
professional commitment. A mismatch between job roles and skills can lead to dissatisfaction.

Objectives of the study:

1. To identify and analyze the key factors that contribute to job satisfaction among young employees,
including intrinsic and extrinsic elements such as autonomy, skill utilization, work-life balance,

compensation, and organizational culture.
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2. To explore the nature and extent of professional commitment among young employees, including the
influence of career development opportunities, job security, organizational support, and alignment with
personal values.

3. To identify and analyze the challenges young employees face in achieving job satisfaction and
professional commitment, including high turnover rates, lack of engagement, skills mismatch, and the
impact of economic factors.

4. To identify and evaluate opportunities for organizations to enhance job satisfaction and professional
commitment among young employees, focusing on leveraging technology, fostering innovative work
environments, and prioritizing employee well-being.

5. To investigate how cultural and contextual factors influence job satisfaction and professional
commitment among young employees, including variations across industries, regions, and cultural
backgrounds.

Hypotheses of the study:

Hol: Increased autonomy in the workplace is positively correlated with higher job satisfaction among young
employees.

Ho2: Access to career development opportunities positively impacts professional commitment among young
employees.

Ho3: A higher level of work-life balance is positively associated with job satisfaction among young
employees.

Ho4: A positive and inclusive organizational culture positively influences job satisfaction among young
employees.

Ho5: Perceived job security is positively correlated with professional commitment among young employees.
Methodology:

The research methodology is designed to explore the determinants of job satisfaction and professional
commitment among young employees, understand the challenges and opportunities they face, and provide
actionable insights for organizations.

Research Design:

The study employs a quantitative approaches to gain a comprehensive understanding of youth job
satisfaction and professional commitment. A survey will be conducted to gather data on job satisfaction,
professional commitment, and related factors from a large sample of young employees across various
industries and regions.

Population and Sample:

The study targets young employees, defined as individuals aged 18 to 35, across diverse industries and
organizational settings. This age group includes Millennials and Generation Z, who represent a significant
portion of the modern workforce. The target population includes young employees working in various
sectors, such as technology, finance, healthcare, education, and retail, across different regions. A sample size
of approximately 500 young employees were selected for the quantitative survey, ensuring a representative
distribution across industries and demographic characteristics. A stratified random sampling technique was
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employed to ensure representation from different industries and demographic groups. Stratification was
based on factors such as industry, gender, and geographical region.

Data Collection Methods:

A structured questionnaire was developed to assess job satisfaction, professional commitment, and related
factors. The questionnaire included both closed-ended and Likert-scale questions to measure key variables.

Analysis and Interpretation:

The results section presents the findings from the quantitative analyses conducted in the study. The
quantitative data are analyzed using descriptive and inferential statistics. Tables and figures are used to
illustrate key findings, providing a clear and concise presentation of the results.

1. Demographic Characteristics of the Sample:

The sample consisted of 500 young employees aged 18-35, representing various industries and regions. The
demographic characteristics are summarized in Table 1.

Table 1: Demographic Characteristics of the Sample:

Demographic Factor Category Frequency (n) | Percentage (%)
Gender Male 250 50.0
Female 245 49.0
Other 5 1.0
Age Group 18-24 150 30
25-30 200 40
31-35 150 30
Industry Technology 100 20
Finance 100 20
Healthcare 100 20
Education 100 20
Retail 100 20
Region (West Bengal) Siliguri 150 30
Jalpaiguri 100 20
Alipurduar 100 20
Coochbehar 150 30

Table 1 shows that the sample is balanced across gender, with a near-equal distribution of male and female
participants. The age group 25-30 represents the largest segment, accounting for 40% of the sample.
Participants are evenly distributed across five major industries, ensuring a diverse representation of the
workforce. The geographic distribution covers major global regions of West Bengal, with a notable
representation from Siliguri and Coochbehar.
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2. Descriptive Statistics on Job Satisfaction and Professional Commitment

Descriptive statistics summarize the levels of job satisfaction and professional commitment among the
participants, as shown in Table 2.

Table 2: Descriptive Statistics on Job Satisfaction and Professional Commitment

Variable Mean (M) Defit:tlil:)i:;gD) Minimum Maximum
Job Satisfaction 3.80 0.65 1 5
Professional Commitment 3.75 0.70 1 5
Autonomy 3.60 0.80 1 5
Career Development 3.85 0.75 1 5
Work-Life Balance 3.90 0.60 1 5
Organizational Culture 3.70 0.65 1 5
Job Security 3.55 0.85 1 5
Meaningful Work 3.80 0.68 1 5
Technological Engagement 3.65 0.72 1 5

According to table 2 Job satisfaction and professional commitment are rated moderately high, with mean
scores of 3.80 and 3.75, respectively, on a 5-point Likert scale. Work-life balance has the highest mean score
(M = 3.90), indicating its importance to young employees. Autonomy and job security are perceived as
slightly less satisfactory, with lower mean scores. The results suggest a generally positive view of career
development opportunities and organizational culture among young employees.

3. Correlation Analysis:

Correlation analysis was conducted to examine the relationships between job satisfaction, professional
commitment, and other variables. Table 3 presents the correlation coefficients.

Table 3: Correlation Coefficients between Variables

Variable Job Satisfaction Professional Commitment
Autonomy 0.45 0.38
Career Development 0.50 0.60
Work-Life Balance 0.55 0.42
Organizational Culture 0.47 0.45
Job Security 0.35 0.48
Meaningful Work 0.52 0.43
Technological Engagement 0.40 0.50

Note: p <0.01 (two-tailed).
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Table 3 reflects that all variables show statistically significant correlations with job satisfaction and
professional commitment. Work-life balance (r = 0.55) and meaningful work (r = 0.52) have strong
correlations with job satisfaction, highlighting their importance in enhancing satisfaction levels. Career
development opportunities (r = 0.60) exhibit the strongest correlation with professional commitment,
suggesting their critical role in fostering commitment among young employees. Autonomy and
organizational culture also show moderate correlations with both job satisfaction and professional
commitment.

4. Regression Analysis:

Regression analysis was conducted to identify the predictors of job satisfaction and professional
commitment. Table 4 and Table 5 present the regression models.

Table 4: Regression Analysis for Job Satisfaction

Predictor Variable B SE p t P
Autonomy 0.25 0.05 0.22 5.00 <0.001
Career Development 0.30 0.04 0.28 7.50 <0.001
Work-Life Balance 0.35 0.03 0.35 11.67 <0.001
Organizational Culture 0.20 0.04 0.18 5.00 <0.001
Job Security 0.15 0.06 2.50 2.50 0.013
Meaningful Work 0.30 0.04 0.29 7.50 <0.001
Technological Engagement 0.18 0.05 0.15 3.60 <0.001

Model Summary: R? =0.52, Adjusted R? = 0.51, F(7, 492) = 54.00, p <0.001.

In table 4 the regression model explains 52% of the variance in job satisfaction (R? = 0.52), indicating a

strong predictive power. Work-life balance (f = 0.35), career development (f = 0.28), and meaningful work
(B = 0.29) are the most significant predictors of job satisfaction. Autonomy and organizational culture also
significantly contribute to job satisfaction, though to a lesser extent.

Table 5: Regression Analysis for Professional Commitment

Predictor Variable B SE B t P
Autonomy 0.20 0.06 0.18 3.33 0.001
Career Development 0.35 0.05 0.38 7.00 <0.001
Work-Life Balance 0.22 0.04 0.21 5.50 <0.001
Organizational Culture 0.25 0.05 0.23 5.00 <0.001
Job Security 0.18 0.06 0.16 3.00 0.003
Meaningful Work 0.27 0.04 0.26 6.75 <0.001
Technological Engagement 0.30 0.05 0.28 6.00 <0.001

Model Summary: R? = 0.58, Adjusted R? = 0.57, F(7, 492) = 66.29, p <0.001.




In table 5 the regression model accounts for 58% of the variance in professional commitment (R? = 0.58),
demonstrating high explanatory power. Career development ( = 0.38), technological engagement (f = 0.28),
and meaningful work (f = 0.26) are the strongest predictors of professional commitment. Organizational
culture and work-life balance also significantly influence professional commitment among young employees.

5. Hypothesis Testing:

The study tested ten hypotheses related to factors influencing job satisfaction and professional commitment
among young employees. Table 6 summarizes the results of the hypothesis testing.

Table 6: Hypothesis Testing Results

Hypothesis Supported p-value Explanation
Hol: Increased autonomy is positively Autonomy significantly predicts
oy 1 . . . Yes <0.001 . . .
correlated with higher job satisfaction job satisfaction ( = 0.22)
Ho2: Access to career development Career development is a strong
opportunities impacts professional Yes <0.001 predictor of professional
commitment positively commitment (f = 0.38)
Ho3: A higher level of work-life balance Work-life balance significantly
is positively associated with job Yes <0.001 predicts job satisfaction (f =
satisfaction 0.35)
.\ . Organizational culture
Ho4: A positive organizational culture .. . .
.\ . . . . Yes <0.001 significantly influences job
positively influences job satisfaction i i
satisfaction (f = 0.18)
Job it itively affect
Ho5: Perceived job security is positively © SeCl'J.I'I Y post IV.e y atiects
. . . Yes <0.001 professional commitment (f =
correlated with professional commitment 0.16)

Table 6 demonstrates that all hypotheses related to factors influencing job satisfaction and professional
commitment are supported by the data. Autonomy, career development, work-life balance, organizational
culture, job security, meaningful work, technological engagement, skills utilization, and recognition are all
significant predictors of job satisfaction and professional commitment.

Conclusion:

The findings highlight the importance of work-life balance, career development, meaningful work, and
technological engagement in fostering positive workplace experiences. Organizations can leverage these
insights to enhance employee engagement, satisfaction, and commitment, ultimately leading to improved
organizational performance and retention of young talent. Future research should continue to explore the
evolving dynamics of the workforce, considering cultural differences and emerging work trends that impact
job satisfaction and professional commitment. This study has provided valuable insights into the
determinants of job satisfaction and professional commitment among young employees.
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