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Abstract 

This qualitative study investigates job satisfaction and its impact on the performance of human talent in fitness club 
franchises in Mexico, based on six semi-structured in-depth interviews conducted in October 2023. The research 
highlights that internal communication is the primary factor influencing job satisfaction, followed by interpersonal 
relationships and organisational climate. These findings imply that enhancing internal communication and foster-
ing healthy interpersonal relationships can significantly improve employee well-being and job performance. The 
study aims to understand job satisfaction from the human talent perspective, focusing on the factors that affect their 
satisfaction and performance. The insights gained can inform strategies to improve work life quality and industry 
efficiency in Mexico, serving as a benchmark for future research and a strategic tool for human resource management 
in similar organisations.
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Introduction
The success of fitness club franchises in Mexico relies 
on several critical factors, including advanced technol-
ogy, high-quality facilities, and, crucially, highly trained 
and satisfied human talent [1]. Attention to human tal-
ent, grounded in ethical, scientific, and human principles, 
goes beyond technical aspects to foster deep satisfaction 
among both franchise staff and clients [2, 3].

Job satisfaction in Mexican fitness franchises involves 
a complex interaction between human talent and 

customers [4]. As defined by [5], job satisfaction is inher-
ently linked to the interaction between individuals and 
their work environment. This ’emotional dance’ affects 
both staff performance perceptions and customer experi-
ences within their daily fitness routines [6]. The satisfac-
tion level of human talent reflects individual well-being 
and serves as a crucial indicator of service quality and 
effectiveness [7]. However, assessments often prioritise 
client perceptions, overlooking the significant efforts of 
staff in maintaining service excellence.

Research highlights the importance of service quality 
for both customer and staff satisfaction in fitness fran-
chises [8]. Conversely, other studies indicate rising dis-
satisfaction among fitness professionals due to a lack of 
recognition, autonomy, and task overload [9]. Interna-
tionally, job dissatisfaction has increased due to worsen-
ing working conditions and higher workloads, with the 
World Health Organization (WHO) warning of negative 
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impacts, including demotivation and decreased service 
quality [10].

In Mexico, labour policies have significantly influenced 
the fitness industry. Specifically, a lack of human talent 
planning and labour reforms have led franchises to focus 
on welfare, often neglecting their responsibility to pre-
serve the health and well-being of their staff [11]. Accord-
ing to INEGI’s MOPRADEF, in 2021, 39.6% of Mexico’s 
adult population reported being physically active, with 
a notable increase in those using private facilities [12]. 
These statistics underscore the relevance of physical 
activity in the Mexican adult population.

Furthermore, the 2030 Agenda and the Sustainable 
Development Goals (SDGs) emphasise the urgent need 
to address human talent well-being [13]. Job dissatisfac-
tion extends beyond the workplace, leading to burnout, 
chronic stress, and mental health issues [14]. Addressing 
this phenomenon is therefore a moral duty and a social 
investment in creating a healthier and more productive 
work environment [15].

Research objectives
This study aims to explore job satisfaction in fitness fran-
chises in Mexico, focusing on the following objectives:

–	 Understand human talent perceptions and their 
impact on performance.

–	 Analyse factors influencing job satisfaction.
–	 Provide insights to improve work life quality and 

industry efficiency in Mexico.

This relationship has been evidenced in previous stud-
ies showing that job satisfaction is significantly related to 
higher employee performance [16].

Research questions

–	 What factors influence job satisfaction in this envi-
ronment?

–	 How are professional development opportunities and 
working conditions linked to job satisfaction?

–	 What challenges or improvements can enhance job 
satisfaction?

This research serves as a benchmark for future studies 
and a strategic tool for human resource management by 
offering a holistic perspective. Despite extensive litera-
ture on job satisfaction, this study uniquely focuses on an 
international fitness club franchise, providing valuable 
insights into a specialised context. The re-engineering of 
human resource strategies, including high-performance 
work practices, is essential for maintaining employee 

efficiency and well-being during and after the pandemic 
[17].

Theoretical framework
Job satisfaction
Job satisfaction is fundamental to organisational psy-
chology and human resource management [18]. It refers 
to the degree of contentment, well-being, and gratifica-
tion that employees experience in their workplace [19], 
encompassing various aspects such as interactions with 
colleagues and superiors, working conditions, career 
development opportunities, remuneration, and job 
security [14].

Understanding job satisfaction is crucial as it directly 
impacts multiple organisational aspects [1]. Satisfied 
employees are more productive, committed, and loyal 
to the company [20]. Additionally, job satisfaction can 
influence the quality of an organisation’s products or 
services [21], making it a critical factor for a company’s 
success and effectiveness [22].

Measuring job satisfaction is essential in human 
resource research and management. Methods include 
surveys and questionnaires to obtain quantitative data 
on aspects such as work environment, interpersonal 
relationships, and working conditions [23]. In-depth 
interviews and direct observations capture subjective 
dimensions like employees’ emotions and personal 
experiences [24, 25]. Combining these approaches 
allows researchers to gain a comprehensive and contex-
tualised understanding of job satisfaction, crucial for 
addressing its complexity and effects on employee well-
being and organisational performance [26].

Several authors, such as [27] and [28], have high-
lighted the importance of researching and addressing 
job satisfaction across different contexts and sectors, 
as the needs and expectations of employees can vary 
widely. In the context of fitness club franchises in Mex-
ico, it is essential to consider industry-specific factors, 
such as the constant demand for specialised services 
and the importance of maintaining a healthy and moti-
vating work environment [29].

There is also growing international awareness of the 
relationship between job satisfaction, strengthening 
institutions, and the broader economy [9]. Satisfied 
employees are more likely to contribute positively to 
economic productivity and social well-being [30]. This 
connection has increased interest in understanding and 
improving job satisfaction to strengthen institutions 
and promote sustainable economic development [18]. 
Therefore, job satisfaction is a central concept in the 
workplace, encompassing employee well-being and sat-
isfaction. Its study is essential as it influences produc-
tivity, talent retention, and service quality. Moreover, 
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its role in improving institutions and the economy is 
recognised.

Job satisfaction in fitness club franchises
The analysis of job satisfaction in fitness club franchises 
is of vital importance due to the unique characteristics of 
this sector [1]. These franchises operate in a highly com-
petitive environment, where providing fitness and well-
ness services requires specialisation and faces constant 
demand [31].

Thus, job satisfaction plays a crucial role in customer 
experience, as there is a direct relationship between 
employee well-being and the quality of service provided 
[32]. Satisfied employees tend to provide a more friendly, 
committed and high-quality service, directly influencing 
customer loyalty [33].

In addition, fitness club franchises face the constant 
challenge of motivating and retaining their staff in a work 
environment often characterised by high employee turn-
over [34]. To maintain high service standards, human 
resource management plays a crucial role in implement-
ing policies and practices that promote the satisfaction 
and well-being of human talent [35].

In short, job satisfaction in fitness club franchises is 
essential to ensure quality of service and customer loyalty 
in a competitive and constantly evolving industry. Under-
standing and managing job satisfaction in this context is 
critical to the success of these franchises in the fitness 
industry.

Contextualisation of job satisfaction for Mexico
Job satisfaction, a concept studied globally, reveals a 
unique dimension when examined within the specific 
context of Mexico [36]. Several economic, cultural, and 
social factors significantly influence how human talent 
perceives and experiences job satisfaction in this coun-
try [37]. This contextualised perspective underscores the 
importance of analysing job satisfaction within Mexico, 
considering its particularities and dynamics.

One of the main factors influencing job satisfaction in 
Mexico is the country’s economic situation, characterised 
by significant variations in income levels and wealth dis-
tribution across regions and sectors [38]. This economic 
disparity directly impacts how employees value their 
employment and the working conditions they experience. 
Additionally, Mexico’s rich and diverse culture plays a 
crucial role; values such as the importance of family, 
community, and personal relationships are fundamental. 
Loyalty to the company and solidarity among colleagues 
are highly valued, significantly influencing job satisfac-
tion perceptions [39].

Moreover, Mexico grapples with distinct labour chal-
lenges, such as the prevalence of informal employment, 
high turnover rates in certain sectors, and the need to 
balance economic competitiveness with improved work-
ing conditions [40]. These challenges offer fertile ground 
for research aimed at enhancing job satisfaction within 
the country. Previous studies in Mexico have laid a solid 
foundation for understanding the intricate dynamics of 
job satisfaction. For instance, research by [39] has iden-
tified numerous factors that influence job satisfaction in 
Mexican firms that adopt work arrangements like tele-
work. These factors encompass job responsibilities, com-
pany-provided training, relationships with supervisors, 
and workplace environmental conditions.

A recent study by [41] further elucidates job satisfac-
tion in Mexico, demonstrating that human resource 
development, organisational culture, and leadership 
style significantly impact employee satisfaction. These 
factors function both independently and interactively, 
shaping employees’ perceptions of their job satisfaction. 
This complexity underscores that job satisfaction arises 
from the dynamic interplay of multiple elements rather 
than a single factor. Consequently, an effective strategy to 
enhance job satisfaction must adopt a holistic approach, 
encompassing both individual and organisational aspects, 
to address the multifaceted nature of this phenomenon.

Methodology
To conduct this research, a qualitative approach with a 
phenomenological perspective was adopted to analyse 
job satisfaction factors in a fitness club franchise in Mex-
ico. The study sample comprised six team members in 
various roles within the franchise, including six coaches, 
two front desk professionals, and one unit leader. Despite 
efforts to engage more participants, only six individuals 
could be interviewed in-depth, which required multiple 
attempts over several days in October 2023 at the fran-
chise’s premises.

The participants included one front desk professional 
and five-unit trainers, providing diverse perspectives and 
enriching the understanding of job satisfaction factors 
within the fitness franchise. This diversity allowed for a 
comprehensive exploration of the motivations behind job 
satisfaction in this context. The group consisted of two 
women and four men, aged between 25 and 29, reflecting 
some generational diversity and a predominance of men, 
hinting at possible gender trends within the workforce.

Data collection was conducted through semi-struc-
tured interviews, addressing thirteen key aspects ranging 
from the work environment to suggestions for improve-
ment. Each interview lasted approximately 35 to 45 
minutes, facilitating an in-depth exploration of partici-
pants’ perceptions and experiences regarding their job 
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satisfaction. The semi-structured interviews consisted 
of three stages: collecting sociodemographic informa-
tion, posing introductory questions to ease participants 
into the discussion, and asking 17 key questions aimed 
at extracting detailed insights. Examples of these key 
questions included: ‘’How do you get along with your 
colleagues and bosses? (Why?)’’, ‘’Do you feel valued or 
appreciated? (Why?)’’, and ‘’Do you have any ideas or sug-
gestions to make your job at the gym more satisfying?’’

During the interviews, an atmosphere conducive to 
free and detailed expression was meticulously fostered. 
The interview structure was flexibly adapted, allow-
ing for adjustments based on the flow of conversation 
and the participants’ willingness to share their insights. 
Emphasising a strong ethical foundation and strict con-
fidentiality assured participants that their responses 
would remain anonymous, thereby encouraging honest 
and confident expressions. In several instances, partici-
pants provided concise answers, often limited to simple 
‘’yes’’ or ‘’no’’ responses. To enrich these explanations and 
extract more detailed information, follow-up questions 
were immediately employed.

The collected information was analysed using ATLAS.
ti 23 software, enabling coding and exploration of inter-
view contents. The transcripts of the six interviews were 
imported into the software, where they underwent thor-
ough analysis and categorisation. This study followed a 
specific unit of analysis for creating codes, examining the 
sentences in participants’ responses. This methodologi-
cal approach aligns with the research process proposed 
by [42] in 2019, based on Grounded Theory’s three steps: 
open coding, axial coding, and selective coding. Impor-
tantly, the coding process was conducted inductively, 
meaning that codes and categories were derived directly 
from the data, allowing for a more objective analysis 
based on participants’ responses.

Findings
After the data was entered into ATLAS.ti 23, the cod-
ing process for the interview segments began. Initially, 
327 individual codes were identified. To streamline 
the organisation and interpretation of the data, ten 
primary codes were selected to serve as main catego-
ries. These categories were then used to classify and 
structure the related codes. Table 1 provides a detailed 
breakdown of the number of codes assigned to each 
primary category.

These categories represent the thematic organisation 
derived from the interviews, formed after generating 
and assigning codes to the interview contents. Emerg-
ing inductively, these categories reflect recurring themes 
in the collected data. The broadest category, ‘‘Work-Life 

Balance’’, encompassed the majority of codes, indicating 
its prominence in participants’ discussions, followed by 
"Work Stress." Conversely, ‘’Job Experience and Perceived 
Job Satisfaction’’ had the fewest codes, suggesting this 
theme was less recurrent in the interviews. The following 
sections will analyse these categories in detail, providing 
a deeper understanding of the findings.

Work‑life balance
The first segment explored in this analysis refers to the 
‘’Work-life Balance’’ of human talent, revealed through 
the codes summarised in Table  2 within the same cat-
egory. A prominent finding in this category emerged 
in response to the question, ‘’How do you balance your 
personal life with your work at the gym?’’ In this context, 
one of the interviewees shared her experience by stat-
ing, ‘’It is a daily effort; I organise my thoughts and focus 
on my work, leaving personal concerns aside. Sometimes 
occupational therapy and immersion in work support 
me in achieving this balance’’. In addition, it is essential 
to note that the support of a mental health professional 
has played a significant role in her search for work-life 
balance.

Furthermore, the relationship between work-family 
conflict and job satisfaction has been widely studied. 
Recent studies, such as [43], have shown that supervisor 
support can significantly moderate this conflict, improv-
ing employee job satisfaction.

Our analysis of human talent revealed a multitude 
of influential factors, such as work-life balance, time 
management, workplace conflict, flexibility, self-eval-
uation, professionalism, self-improvement, self-con-
fidence, socialisation outside of work, mindfulness, 
reflection, autonomy, and occupational therapy. These 
factors align with previous research by [44] and [45], 
as well as the short questionnaire developed by [46], 
which incorporates most of these categories.

Table 1   Categories
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Work-life balance emerged as particularly signifi-
cant. Within the fitness club industry, many participants 
expressed a passion for their work activities, which helps 
them achieve a harmonious balance between their pro-
fessional and personal lives. For instance, one participant 
stated: ‘’It does not affect my life; on the contrary. I like 
and am passionate about what I do.’’ This sentiment ech-
oes findings by [47], which highlight that work can signif-
icantly impact personal life, especially when it infringes 
upon free time. Such interference can disrupt the balance 
between work and personal life, influencing overall job 
satisfaction.

Moreover, [48] suggests that flexible working hours 
enhance autonomy in schedule management, promoting a 
more effective work-life balance. Conversely, a lack of flex-
ibility can hinder achieving this balance, as evidenced by 
employees having to leave secondary jobs due to sched-
ule adjustments. This situation underscores the need for 
employers to provide flexible working hours to support 
their employees’ work-life balance and job satisfaction. 
To visualise the relationships and flow of categories and 
codes derived from our coding analysis, a semantic map 
was created. This map, based on each participant’s input 
during the interviews, graphically represents the intercon-
nectedness and dynamics of the data (Fig. 1).

Job stress
In the analysis of work-related stress, research was con-
ducted to characterise the perceptions and motivations 
contributing to work-related stress and the coping strat-
egies employed by participants. Four of the six partici-
pants interviewed reported experiencing stress, while 
two reported not feeling stressed in their work environ-
ment. These findings are consistent with stress trends in 
the workplace in Mexico, where the situation is notably 
concerning.

According to recent studies, 60% of Mexican human 
talent report significant stress levels, adversely affect-
ing their health and motivation at work. Consequently, 
Mexico is ranked as the country with the highest levels of 
work-related stress globally. Authors have noted that 63% 
of Mexicans have encountered stressful situations in their 
workplaces over the past two years.

During the interviews, various codes related to stress 
and the strategies used to manage it were identified. 
These codes are detailed in Table 3. Notable terms among 
the codes include "stress," ‘’psychological therapy’’, ‘’sup-
pression of emotions’’, ‘’absence of stress’’, ‘’self-care’’, 
‘’emotional balance’’, ‘’relaxation’’, ‘’self-confidence’’, ‘’socia-
bility’’, ‘’concentration’’, ‘’reflection,’’ and ‘’difficulties at 
work’’.

In work-related stress, the human talent interviewed 
presented significant stress levels. When addressing the 
question, "Do you feel that your daily work generates 
stress?" most participants answered in the affirmative. 
A representative example is the participant who shared: 
‘’Yes, I feel stress. There are times when we interact with 
vulgar people, and although we have to keep a friendly 
attitude, sometimes absorbing the bad mood and negativ-
ity of users affects us’’. In terms of strategies used to cope 
with work-related stress, some mentioned seeking psy-
chological support to address this specific aspect. Oth-
ers pointed out that they do not take interactions with 
users personally and seek to suppress their emotions as 
an alternative to avoid stress.

Therefore, the importance of addressing job stress in 
the context of fitness club franchises is highlighted by 
authors such as [49] in their work "Theories of Psycho-
logical Stress at Work." This chapter discusses various 
theories related to work stress, most notably the "Work 
Demand-Control-Support Model", which highlights the 
relevance of balancing work demands with control and 

Table 2  Category code: ‘’Work-Life Balance’’
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support in the work environment. Finally, a semantic 
map has been draw to visualise and understand the flow 
of the category and the codes resulting from the analysis. 
This map is derived from the intervention and the infor-
mation provided by each participant in the interviews 
(Fig. 2).

Given the significance of this issue and its impact on 
the health and well-being of human talent, it is crucial 
to address work-related stress promptly. This approach 
aligns with the Sustainable Development Goals (SDGs) of 
the UN 2030 Agenda, which advocate for decent working 

conditions and employee well-being as part of a sustain-
able future.

Communication
Effective internal communication is defined as the pro-
cess of exchanging information, knowledge, and feedback 
between the unit leader or manager and the employees 
of the fitness franchise [42, 50]. This category aims to 
understand the impact of internal communication on 
the organisation’s work dynamics. Previous research 
has shown that effective internal communication can 

Table 3  Category code: ‘’Work-related stress’’

Fig. 1  Work-Life Balance category Source: ATLAS.ti 23
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mitigate feelings of loneliness and rejection sensitivity in 
the workplace, thereby improving job performance and 
overall job satisfaction [51].

Table 4 presents the codes identified within the ‘’Inter-
nal Communication’’ category. Among the codes col-
lected, the most recurrent was ‘’Lack of Communication’’, 
which reflects a lack of effective communication between 
the leadership and the unit’s employees. On the other 
hand, the least mentioned code was "Good Relationship 
with the Leader", suggesting that the relationship and 
effective communication with the leader are areas for 
improvement in this work context.

A representative example of this category emerged 
when participants were asked, "Does your boss commu-
nicate clearly and professionally about what he expects 
from you and provide useful feedback on your work?" 
One participant responded, ‘’He does not talk to me, he 
does not give me feedback, he is freezing. However, I think 
it is a personal issue, as I notice he is more open with 
others’’.

When asked if they knew whom to turn to in case of 
problems or unusual situations, one participant stated, 
‘’We can communicate with someone, but we are not sure 
if we will get a solution. They listen to us, and that is it. 

Fig. 2  Work-related stress category Source: ATLAS.ti 23

Table 4  Category code: ‘’Internal Communication’’
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If we have a serious problem with our leader, we doubt if 
anyone can offer us a solution’’.

This scenario reflects the perception of limited effec-
tiveness in problem-solving within the organisation, 
which could influence job satisfaction and the percep-
tion of support from the company. These findings are 
consistent with previous research by [52] and [38], which 
highlight the correlation between effective internal com-
munication and several critical aspects, such as feedback, 
problem-solving, and effective leadership. These fac-
tors directly influence human talent’s perception of their 
work environment and job satisfaction, underscoring the 
importance of internal communication in organisations.

Moreover, organisational climate significantly impacts 
employee satisfaction and overall performance. Effec-
tive internal communication is essential for maintaining 
a positive work environment, facilitating better relation-
ships between employees and management, and resolv-
ing conflicts. Research [53] indicates that emotional 
intelligence (EI) significantly impacts employee perfor-
mance and engagement through job satisfaction, acting 
as a mediator in these relationships. This underscores the 
importance of EI in fostering a supportive and produc-
tive organisational climate. Developing EI within teams 
can lead to improved job satisfaction and performance, 
highlighting the need for effective internal communica-
tion strategies.

These findings also support the Communication as 
Management Theory, which considers internal commu-
nication a strategic tool for managing organisations. This 
theoretical approach views internal communication as 

a means to promote the participation of human talent, 
improve the work climate, and strengthen organisational 
culture. To illustrate this, a semantic map was created, 
based on participant interviews, to graphically represent 
the interconnectedness and relationships between cate-
gories and codes derived from the authors’ coding analy-
sis (Fig. 3).

Work motivation refers to the reasons, desires and 
needs that drive human talent towards achieving their 
goals and objectives in the work environment [54, 55]. 
This concept is not limited only to internal or external 
factors. However, it encompasses an amalgam of ele-
ments that impact the commitment, satisfaction and 
effort employees are willing to invest in their work [56].

Given the above, within the scope of the work moti-
vation category, six distinct codes have been identified, 
detailed in Table  5: demotivation, assertive motivation, 
lack of leader support, lack of leader recognition, perfor-
mance appraisal and self-motivation. These codes cap-
ture work motivation’s complex dynamics, as reflected in 
the interviews.

When human talent was asked if they felt valued or 
appreciated in their work environment, two participants 
felt a lack of value and appreciation. This perception is 
based on the need for a structured method to evaluate 
performance and the lack of recognition by their leader 
or manager. One interviewee ‘’highlighted the lack of an 
evaluation process, both internal and external, to track 
their progress". This response highlights the concern of 
employees about the lack of recognition and appreciation 
of their work’’.

Fig. 3  Internal Communication category
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On the other hand, when it was explored whether they 
felt that their team whether colleagues or leader, gave 
them support and motivated them to improve in their 
work, 100% of the participants stated that they felt sup-
port and encouragement from their team. However, sup-
port from their leader was less recurrent, with only 20% 
of respondents agreeing that they felt this level of support. 
For example, one participant: ‘’highlighted that not all col-
leagues offer the necessary support and some lack support. 
Despite this lack of support from some peers, those with 
whom he has good relationships motivate him and assist 
him to the best of their ability’’. It underlines the relevance 
of team support in employee work motivation.

This aspect becomes even more relevant when we link 
it to the Job Demands-Resources Theory, developed by 
[57] in 2014, and more recent research, such as the find-
ings of [58] in 2020. This widely recognised theory offers 
an insightful view of how job demands and resources 
can impact the motivation and, thus, job satisfaction of 
professionals.

In addition, the absence of an appraisal system that 
allows employees to measure their performance and 
compare themselves with their colleagues has contrib-
uted to this moderation in motivation. An objective rat-
ing system and constructive competition among staff 
could significantly drive increased motivation in the work 
environment. This finding highlights the importance 

of establishing feedback and appraisal systems that 
empower human talent to reach their full potential and 
sustain motivation in the workplace. To better visualise 
and understand the interconnectedness of the catego-
ries and the resulting codes, a semantic map was created 
(Fig. 4).

Professional development
Professional development in the workplace can be 
defined as the process by which employees expand 
their knowledge, skills and experiences to advance their 
careers [59]. This expansion involves acquiring new 
skills and qualifications and the possibility of achieving 
higher levels of responsibility and leadership within the 
organisation.

Then, within the professional development category, 
several codes were identified that reflect employees’ 
experiences and perceptions (Table 6). Among the most 
recurrent codes are professional growth, occasional 
training, and personal development, change of location, 
personalized service and performance appraisal. These 
elements play a vital role in the perception of develop-
ment opportunities within the company.

When participants were queried about their perceived 
opportunities for growth and development within their 
roles, the responses were notably diverse. Five partici-
pants recognised the presence of growth opportunities 

Table 5  Category code: ‘’Motivation’’

Fig. 4  Motivation category Source: ATLAS.ti 23
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in their current positions. However, they noted that such 
prospects could be enhanced if they were open to relo-
cating, either to another city or a different unit within 
the same city. One participant illustrated this sentiment 
by mentioning, “The possibility of connecting with other 
employees or changing location to access new development 
opportunities”.

Furthermore, when participants were asked about the 
availability of training or educational opportunities to 
enhance their job skills, there was a general consensus 
that such opportunities were provided. However, these 
were predominantly in the form of virtual courses and 
training videos. One participant noted, “That area of 
opportunity in our area, continuous training, is missing”, 
underscoring the concern for the quality and relevance of 
virtual training and the need for more effective training 
programmes.

These insights align with the notion of providing tar-
geted training to develop specific work-related com-
petencies, as proposed by [60]. This approach suggests 
better competence indicators can be obtained by assess-
ing successful life outcomes and the competencies that 
contribute to achieving them. By identifying relevant 
criteria, assessing communication skills, and consider-
ing both professional and personal success, a holistic and 
practical view of competence and skills development can 

be achieved, thereby fostering general growth in both 
work and life. To map and visualise the relationship and 
flow of categories and codes effectively, a semantic map 
was created based on the interview data (Fig. 5).

Compensation and benefits
Salary compensation and benefits provided to organi-
sational staff can be defined as the package of financial 
rewards and employment advantages that employees 
receive as part of their employment contract [61]. In 
this compensation category, six significant codes were 
identified: financial benefits, job benefits, turnover, 
working time, social support and quality (Table 7).

Therefore, it is essential to highlight that five inter-
viewee’s expressed satisfaction with their salary com-
pensation. They emphasised that, given their five-hour 
working day, they consider their remuneration fair com-
pared to other fitness clubs. They agreed in response to 
whether they were happy with their salary and benefits. 
For example, one participant mentioned:  “I think the 
salary is excellent, given the short working hours, and I 
have no complaints. I am satisfied in that sense”.

In contrast, the only counter-response came from 
a participant who said: "Better pay would be better. In 
a way, this system is designed to benefit both parties. 
Some may consider it unfair, but if we compare it to 

Table 6  Category code: “Professional Development”

Fig. 5  Professional development Source: ATLAS.ti 23
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other companies or gyms in the same sector, we come out 
ahead in all aspects. Although it may be 50-50 or maybe 
not for some people, it seems fair."

In addition, an important finding occurred with two 
specific responses. One participant indicated that she was 
satisfied with her compensation but wanted to receive 
food vouchers or social support as part of her benefits. 
She commented, “We have a pretty good salary. However, 
as a franchise, we do not have food vouchers. Other units 
in Mexico and Monterrey offer food vouchers, which can 
benefit employees. Things like backpacks, thermoses, any-
thing. We do not have that; that would be perfect”.

At this point, previous research has highlighted the 
importance of the geographical location in which the 
job is performed. It has been observed that, in Western 
countries, wage compensation is not considered a rel-
evant factor influencing job satisfaction. In contrast, in 
developing countries, this variable is a positive and signif-
icant factor in job satisfaction, as evidenced in previous 
research, such as that carried out by [62]. These studies 
highlight how context considerably influences the per-
ception of wage compensation and its relationship with 
job satisfaction.

Thus, the findings of this research contribute to Her-
zberg’s two-factor motivation theory. This theory 
holds that there are hygiene factors, such as compensa-
tion, which, when absent or inadequate, can cause job 

dissatisfaction [63]. On the other hand, motivational fac-
tors, such as recognition and career growth, drive job 
satisfaction and intrinsic motivation. The results of this 
study support the importance of hygiene factors, as fair 
wage compensation was identified as a crucial element 
for employee job satisfaction [62]. It underlines how ade-
quate compensation can act as a motivating factor and 
contribute to employee well-being and job satisfaction in 
the context of this study. Finally, the authors developed 
a semantic map to visualise and understand the flow of 
categories and codes resulting from the coding analysis 
(Fig. 6).

Interpersonal relations
“Interpersonal Relationships in the Workplace” refers to 
the interactions and bonds between individuals in the 
work environment [64]. This category encompasses rela-
tionships between work colleagues, managing potential 
interpersonal conflicts, forming friendships in the work-
place, effective team collaboration, and employees’ inter-
action with their leaders or superiors [65].

It is also important to note that these relationships sig-
nificantly influence job satisfaction and organisational 
efficiency [66]. The codes associated with this category, 
such as “Good relationship between colleagues”, “Inter-
personal conflicts”, “Friendship”, “Teamwork", and “Rela-
tionship with the leader” (see Table  8), summaries and 

Table 7  Category code: “Compensation and benefits”

Fig. 6  Compensation and Benefits Category Source: ATLAS.ti 23
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capture the essential dimensions of interpersonal rela-
tionships in the work context.

To this end, all participants expressed having posi-
tive relationships with their co-workers, although they 
stressed that this does not apply uniformly to all their 
colleagues. For example, when asked how they get along 
with their colleagues and superiors, one participant 
explained: "I have a good relationship with my leader. I 
try to distinguish between being a boss and a colleague, as 
we have had interactions outside of work but in the work 
environment. Overall, I can say it is good, but to be hon-
est, I do not get along with everyone. If you were to men-
tion a name, I could not stand it at all. There are one or 
two colleagues in my work group that I do not like, and I 
have no interest in becoming friends with them."

Similarly, another participant expressed the following 
in response to the same question: "I try to approach my 
relationships with co-workers in both a professional and 
friendly manner to maintain a harmonious balance. How-
ever, in terms of 100% of the staff, I think I can get along 

very well with 80%. However, with the remaining 20%, we 
have experienced situations that have made it difficult to 
establish a good professional and personal relationship".

Therefore, it is supported by previous research by [67], 
who found that friendships in the work environment sig-
nificantly positively impact decision-making and motor 
task performance. This finding underscores the relevance 
of cultivating friendly relationships in the workplace, as 
they are significantly correlated with decision-making, as 
well as with job satisfaction and productivity.

Furthermore, the results obtained in this study can be 
related to Social Exchange Theory. This theory focuses on 
social interactions as an exchange process in which peo-
ple seek to maximise rewards and minimise costs in their 
interpersonal relationships [6]. It argues that relation-
ships are maintained when people perceive that they are 
gaining benefits and broken when they perceive inequali-
ties in these exchanges [68]. Finally, we drew a semantic 
map to identify and visualise the flow of categories and 
codes resulting from the authors’ coding analysis (Fig. 7).

Table 8  Category code: “Interpersonal relations”

Fig. 7  Category Interpersonal Relationships Source: ATLAS.ti 23
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Working environment
The work environment or organisational climate in 
the business environment refers to the set of factors, 
perceptions and conditions that characterise the work 
atmosphere within an organization [69]. In this con-
text, the category of “work environment” has been 
coded into five (Table  9): “work conflicts”, “good work 
environment”, “uncertainty”, “toxic work environment” 
and “task overload”.

To explore the work environment category, partici-
pants were asked: "How would you describe the atmos-
phere in the gym?" The findings revealed that five of the 
six participants mentioned the presence of work con-
flicts, primarily attributing these conflicts to leadership 
and personal egos among colleagues. For instance, one 
participant pointed to "the leader’s preference for some 
employees as a source of tension in the work environ-
ment." Another participant expressed uncertainty, not-
ing: "The working environment can be improved; we can 
all improve it. One can interpret it as an average envi-
ronment. Sometimes it is nice, and sometimes it is tense. 
The situation varies, depending on the circumstances."

A notable comment came from a participant who 
observed: "Preference is only given to certain people, and 
that is where it falls. Now, we doubt the word of the per-
son who is guiding us. There is a lot to be desired because 
some demand more from us than others, complicating 
the environment." This indicates that individuals who do 
not have a good relationship with the leader are often 
assigned more tasks. These testimonies highlight several 
dynamics and challenges influencing the work environ-
ment in the gym, emphasising the need to address these 
aspects to improve job satisfaction and productivity.

Research by [70] in 2001 supports this principle, find-
ing that project or organisational success is inversely 
related to staff perceptions of personal and environ-
mental threats. Additionally, specific organisational 
characteristics such as promoting free expression, 
encouraging questioning, participation in goal setting, 
innovation, and intrinsic job satisfaction were posi-
tively associated with project success. Conversely, fac-
tors such as organisational change and conflict were 
negatively associated with project success.

Further research on Organisational Climate Theory 
underscores the impact of employees’ collective per-
ceptions of their work environment on their attitudes 
and behaviours. An organisational climate that fosters 
employee satisfaction, trust, and a perception of fairness 
tends to generate greater motivation and commitment 
among employees [21, 71, 72]. Employees who perceive 
their work environment as positive, fair, and satisfying are 
more likely to be motivated and committed to their work.

Also, organisational climate emerges as a significant 
factor in job satisfaction. The perception of organisa-
tional politics can be a major stressor that negatively 
influences work attitudes, as discussed in [73]. This study 
suggests that political skills and work ethics can help mit-
igate these negative effects, highlighting the importance 
of developing personal resources to manage internal poli-
tics and improve the work environment.

In summary, a work environment characterised by pos-
itive and fair perceptions can significantly contribute to 
the success of a project or organisation. Leadership plays 
a critical role in shaping, creating, and maintaining this 
positive work climate. Finally, a semantic map was cre-
ated to visualise the relationships between the categories 
and codes derived from the interviews of the participants 
in our study (Fig. 8).

Tasks and responsibilities
The penultimate category, “Task and responsibilities”, 
delves into the many facets of employees’ job responsibili-
ties in their work environment. It is composed of several 
codes, including "customer service", "responsibility", "equal 
distribution of tasks", "work", and "contracted service" 
(Table 10). These codes contribute to understanding how 
job responsibilities impact job satisfaction and dynamics, 
revealing the relationship between employees’ tasks and 
responsibilities and their organisational experience.

Then, the previously mentioned codes originated 
from the interview question: "What activities do you 
carry out in your job daily? In response, participants 
said, "The activities I carry out in general terms ask us 
to do customer care. Also, to make corrections to the cli-
ents, to see if the client needs a free service offered by 
the company to attend the client with high satisfaction 

Table 9  Category code: “Working envirnonment”
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and they can have a quality, a service well in accord-
ance, what they pay additionally for the personalised 
ones". Within this response, it is evident that employ-
ees are fully aware that customer service is part of their 
priority responsibilities. In addition, they highlighted 
the provision of a personalised service that comes at an 
additional cost to customers.

Finally, when asked if they were satisfied with the 
tasks assigned to them in their job roles, one partici-
pant responded: "Yes, I always feel satisfied with what I 
am asked to do. Not myself. The job is too easy. The only 
thing is the recognition that you do it right, or you do it 
wrong. When it needs to be said, this testimony again 
highlights the critical role of recognition in the work 
environment, as despite feeling satisfied with the nature 
of his work, the participant yearns for more consistent 
recognition from management, suggesting the impor-
tance of valuing and rewarding employee contributions.

However, hhese findings align with Victor Vroom’s 
Theory of Motivation and Expectancy. It is critical to 
note that while all participants understand their tasks 
and responsibilities, some express dissatisfaction due to 

the perception that they are working harder than their 
peers and lack recognition from their leaders.

Further examination of testimonies revealed that per-
sonalised services represent a significant part of their 
income and are performed outside their five-hour work-
ing hours. Notably, the fitness club franchise charges 
employees a fee for providing one-on-one counsel-
ling, causing discomfort among staff. Despite efforts to 
obtain the exact fee, none of the participants disclosed 
this information. Consequently, these findings highlight 
the importance of addressing recognition and additional 
compensation issues to promote employee satisfaction 
and motivation. Finally, a semantic map has been devel-
oped to visualise the relationship between categories and 
codes resulting from the coding analysis based on the 
interviews (Fig. 9).

Experience and perceived job satisfaction
The final category, entitled "Experience and Percep-
tion of Job Satisfaction", has been categorised based 
on the following codes: "Job Satisfaction", which 
reflects employees’ happiness and well-being at work; 
“Job Dissatisfaction”, which denotes discomfort or 

Fig. 8  Work environment category Source: ATLAS.ti 23

Table 10  Category code: “Task and responsibilities”
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dissatisfaction; "Social Interaction", which refers to 
relationships and connections between co-work-
ers and leaders, and "Mixed Job Satisfaction", which 
encapsulates mixed or ambivalent feelings about work 
(Table  11). These codes represent crucial elements in 
the perception and experience of job satisfaction.

The categories mentioned above emerged from a 
question posed to participants: "What has been your 
work experience at the gym so far?" One participant 
responded: "So far, my work experience has been pleas-
ant. I like this job very much. It is pretty simple. What I 
appreciate most is that I enjoy what I do; it is a real pas-
sion. Although we sometimes face challenges with com-
plicated clients, we can handle everything. I am satisfied 
with my work." This response reflects the overall satis-
faction and enthusiasm experienced by this participant 
in his role at the gym.

Moreover, another participant shared his perspec-
tive: "So far, my work experience here has been very sat-
isfying. I think a lot of it is because I enjoy what I do. I 
could not say much more except that I love working here 
and am passionate. In short, my experience has been posi-
tive." This participant also expresses his satisfaction and 

appreciation for his work at the gym, highlighting the 
importance of passion in his work experience.

However, it is noteworthy that one participant expressed 
a variable level of satisfaction, stating: "My work experi-
ence so far is pleasant. It is a job that I like. It is a straight-
forward thing. The simple fact is that I like what I do, and 
I am passionate about it. Although sometimes there are 
difficult days, some clients are complex, but nothing that 
cannot be handled." This employee generally appreciates 
his work, although he acknowledges occasional challenges 
and demanding clients in his work experience.

Therefore, these findings align with BF Skinner’s 
"Reinforcement Theory," which focuses on how 
rewards and punishments shape human behaviour 
[74]. In the context of labour relations, we can observe 
the application of positive reinforcement, negative 
reinforcement, punishment, and extinction. For exam-
ple, the lack of recognition by leadership aligns with 
the concept of extinction, where a previously rein-
forced behaviour is no longer reinforced, resulting in 
decreased behaviour.

Furthermore, employees’ perception of recognition is 
directly related to positive reinforcement, as recognition 

Fig. 9  Tasks and responsibilities category Source: ATLAS.ti 23

Table 11  Category code: “Experience and perceived job satisfaction”
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presents a pleasant stimulus after desired behaviour. 
These findings underscore the importance of under-
standing how rewards and punishments, in the form of 
recognition and non-recognition, affect employee satis-
faction and behaviour in the work environment. While 
Reinforcement Theory is not without controversy, 
its influence endures in management and psychol-
ogy, offering a valuable lens for analysing and improv-
ing work dynamics. Finally, a semantic map has been 
developed to visualise and understand the relationships 
between the categories and codes derived from the cod-
ing analysis based on participant interviews (Fig. 10).

To culminate and enrich our research, we have 
included a word cloud (Fig. 11). This word cloud plays 
a crucial role in understanding the categories and 
codes generated through the three-step grounded the-
ory approach. This visual tool aids in grasping the the-
matic elements and their interconnections, providing 
a clearer insight into the qualitative data analysis and 
enhancing the comprehensiveness of our study.

Analysis with Artificial Intelligence (AI)
To enhance and evaluate our research, we have utilised 
Artificial Intelligence (AI), an interdisciplinary field of 
computer science that develops systems and algorithms 
to emulate human intelligence, including machine 
learning and data-driven decision-making [75, 76]. AI 
plays a crucial role in data collection, analysis, and syn-
thesis, enabling a rigorous, data-driven research pro-
cess [60, 69]. This application aligns with contemporary 
technological trends and enhances our ability to analyse 
and understand the studied phenomena more deeply 
and accurately.

Furthermore, leveraging the capabilities of ATLAS.
ti 23, we conducted two additional analyses to provide a 
more thorough exploration of the collected data. These 
complementary analyses enriched our understanding by 
allowing a detailed examination of the information. The 
advanced tools in ATLAS.ti 23 have strengthened the 
quality and depth of our analysis, offering a more com-
prehensive perspective of the research data.

Paragraph sentiment analysis
The first of these analyses involved conducting a Para-
graph Sentiment Analysis using Artificial Intelligence 
support. This method allowed us to thoroughly and con-
sistently examine the emotions expressed in each tran-
scribed paragraph of the six interviews conducted. In 

Fig. 10  Experience and perceived satisfaction Source: ATLAS.ti 23

Fig. 11  Cloud of the most representative words in the interviews 
Source: ATLAS.ti 23
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other words, we assessed the tone or emotional disposi-
tion conveyed through the words in these interviews, 
gaining a deeper and more nuanced understanding of the 
participants’ responses.

Specifically, sentiment analysis was applied to 451 
paragraphs extracted from the six interviews using 
Artificial Intelligence. The results revealed that 253 
paragraphs expressed neutral sentiments, 159 reflected 
negative sentiments, and 39 conveyed positive senti-
ments (Table  12). This approach provides a detailed 
understanding of the emotions and attitudes in the par-
ticipants’ responses, enriching our research and offering 
insights into their experiences and perceptions in the 
studied context.

This overlap with previously established categories and 
codes supports the validity and relevance of our senti-
ment analysis. It demonstrates that the emotions and 
attitudes identified align with the key themes and con-
cepts explored in our study. This alignment strengthens 
our understanding of participants’ work experiences and 
how they relate to satisfaction, interpersonal relation-
ships, tasks, and responsibilities within the organisational 
context studied.

Conclusions and discussions
Qualitative research on job satisfaction provides a 
sophisticated and nuanced understanding of individuals’ 
experiences and perceptions within their work environ-
ment. This approach diverges from traditional quantita-
tive methods, allowing for an in-depth exploration of 
interactions, motivations, frustrations, and aspirations, 
thus enriching our comprehension of job satisfaction 
dynamics [77].

A primary finding from this study underscores the 
significant impact of internal communication on job 
satisfaction. Although numerous interviewees high-
lighted inadequacies in communication from their lead-
ers, some observed notable improvements. This aligns 
with the Communication as Management Theory, which 
posits internal communication as a strategic tool for 

enhancing organisational management and culture [77]. 
Such improvements in communication are aligned with 
the Sustainable Development Goals (SDGs) of the UN 
2030 Agenda, particularly Goal 8, which advocates for 
sustained, inclusive, and sustainable economic growth, 
alongside full and productive employment and decent 
work for all.

Moreover, the organisational climate emerged as a criti-
cal factor influencing job satisfaction. While the majority 
of participants rated the environment as fair, there was a 
consensus on the need for improvement, especially in 
leadership management. This finding is in concordance 
with Organisational Climate Theory, which emphasises 
the significant role of collective perceptions in shaping atti-
tudes and behaviours within an organisation, thereby pro-
moting employee satisfaction, trust, and fairness [71]. This 
supports SDG 8 by underlining the necessity of a positive 
work environment to foster decent working conditions.

Furthermore, the study highlighted the importance 
of interpersonal relationships, with participants stress-
ing their relevance to job satisfaction and expressing 
concerns about managing these relationships within 
the franchise. This insight aligns with Social Exchange 
Theory, which underscores the pivotal role of recipro-
cal social interactions in enhancing motivation and 
commitment [68]. Cultivating strong interpersonal 
relationships at work supports SDG 8 by fostering a 
collaborative and respectful work culture, essential for 
sustainable economic growth.

The findings also indicate that work ethic and politi-
cal skill can buffer the negative effects of perceived 
organisational politics on job attitudes. Effective man-
agement of interpersonal relationships is crucial for 
maintaining a positive work environment and enhanc-
ing employee commitment [33]. This further empha-
sises the role of strong interpersonal relationships in 
job satisfaction, aligning with the need to foster a sup-
portive work culture.

Additionally, effective time management and conflict 
resolution are fundamental to achieving a work-life 

Table 12  Sentiment analysis of paragraphs with AI
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balance in Mexican fitness franchises. Addressing 
work-related stress and providing emotional support 
are vital for prioritising employees’ well-being, which 
aligns with SDG 3, aiming to ensure healthy lives and 
promote well-being for all at all ages.

Furthermore, motivation, both positive and nega-
tive, was found to significantly influence job satisfac-
tion, with a notable emphasis on the role of leadership 
in fostering motivation and providing support. Profes-
sional development and growth opportunities were 
also highlighted, with participants valuing face-to-face 
training and personal development initiatives. These 
findings underscore the necessity for continuous skills 
improvement and career advancement, aligning with 
SDG 4, which promotes inclusive and equitable quality 
education and lifelong learning opportunities.

Compensation and benefits were also crucial fac-
tors, with participants appreciating financial and 
employment benefits but suggesting improvements 
in working hours. Fair compensation directly impacts 
financial well-being and job satisfaction, contributing 
to employee retention. This aligns with SDG 10, which 
aims to reduce inequality within and among countries 
by ensuring fair wages and benefits.

In summary, this research aimed to understand how 
employees in Mexican fitness franchises perceive their 
job satisfaction and its impact on performance. The 
findings highlight the essential roles of internal com-
munication, leadership, and the work environment. 
Enhancing these areas can significantly boost job satis-
faction and performance.

Aligning these insights with the UN 2030 Agenda’s 
Sustainable Development Goals (SDGs) demonstrates 
how improving job satisfaction supports global sustain-
ability objectives. This study underscores the critical 
connection between workplace well-being and broader 
social goals, emphasising the importance of strategic 
management practices in fostering a supportive and 
productive work environment.

.Notes: No experimental tests were carried out with 
humans in this article. The research subjects consented 
to the use of their information.

Practical implications
The findings from this research offer several practical 
implications for improving job satisfaction within fitness 
club franchises in Mexico.

First, enhancing internal communication is essential. 
Improving communication from leaders and ensuring 
transparency in decision-making processes can foster 
trust and mutual respect, which significantly enhances 

job satisfaction. Employees need regular feedback and 
clear information about their roles and organisational 
changes to feel valued and engaged [47].

Second, leadership training is crucial. Providing train-
ing focused on empathy, communication, and team 
building can address issues of ineffective leadership and 
improve overall employee motivation and support. Effec-
tive leaders can create a more supportive and motivating 
work environment, crucial for maintaining high levels of 
job satisfaction.

Third, offering career development opportunities is 
vital. Establishing clear career pathways and provid-
ing regular training and development programs help 
employees feel valued and invested in the organisation. 
This approach not only improves job satisfaction but also 
contributes to higher retention rates and a more skilled 
workforce.

Fourth, promoting work-life balance is important. 
Implementing flexible work schedules and allowing 
employees to take time off as needed supports their over-
all well-being, leading to higher productivity and engage-
ment. A healthy work-life balance ensures that employees 
are not overwhelmed and can maintain their personal 
lives alongside their professional responsibilities.

Fifth, addressing compensation and recognition is nec-
essary. Regularly reviewing compensation packages to 
ensure they reflect employees’ contributions and market 
standards can address financial dissatisfaction. Addition-
ally, recognising and appreciating employees’ efforts, 
both formally and informally, can boost morale and 
motivation.

Sixth, improving the work environment is critical. 
Promoting a culture of fairness and inclusivity where all 
employees feel valued and respected can reduce conflicts 
and enhance job satisfaction. Implementing policies that 
encourage ethical behaviour and teamwork can help cul-
tivate a positive work atmosphere.

Lastly, utilising AI for continuous improvement can 
be highly effective. Using AI tools for regular employee 
feedback and sentiment analysis can provide ongoing 
insights into job satisfaction. This real-time data can help 
organisations proactively address issues and continuously 
improve the work environment.

In summary, these practical steps enhancing commu-
nication, improving leadership, offering career devel-
opment opportunities, promoting work-life balance, 
addressing compensation and recognition, improving the 
work environment, and utilising AI—can significantly 
enhance job satisfaction, motivation, and productivity 
within fitness club franchises in Mexico, benefiting both 
employees and the organisation.
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Limitations and directions for future research
Limitations
This study has several limitations that should be acknowl-
edged. Firstly, the sample size is relatively small, consist-
ing of only six participants from a single fitness club 
franchise in Mexico. This limited sample size may not 
fully capture the diversity of experiences and perspec-
tives across the entire industry. Consequently, the find-
ings may not be generalisable to all fitness club franchises 
in Mexico or other countries.

Secondly, the study relies on qualitative data collected 
through semi-structured interviews. While this approach 
provides in-depth insights into participants’ experiences 
and perceptions, it may be subject to biases such as social 
desirability bias, where participants provide responses, 
they believe are expected rather than their true feelings. 
Additionally, the qualitative nature of the study makes it 
difficult to quantify the extent of the issues identified or 
compare them statistically across different groups.

Thirdly, the research focuses primarily on the perspec-
tives of employees, with less emphasis on the views of 
management or customers. This narrow focus may over-
look important factors influencing job satisfaction, such 
as organisational policies, customer interactions, and 
market conditions.

Directions for future research
Future research should address these limitations by 
adopting a more comprehensive approach. Firstly, 
expanding the sample size and including participants 
from multiple fitness club franchises across different 
regions of Mexico would provide a more representative 
and generalisable understanding of job satisfaction in this 
industry. Including a broader demographic range and 
varying levels of employment within the sample could 
also offer deeper insights.

Secondly, incorporating quantitative methods along-
side qualitative approaches could help quantify the 
prevalence of identified issues and enable statistical com-
parisons. Surveys or questionnaires could be used to col-
lect data from a larger number of participants, providing 
a more robust analysis of job satisfaction factors.

Thirdly, future research should consider the perspectives 
of management and customers to gain a more holistic view 
of job satisfaction. Understanding the challenges and expec-
tations from multiple stakeholders can provide a more com-
prehensive framework for improving job satisfaction.

Additionally, longitudinal studies tracking changes in 
job satisfaction over time would be valuable. These stud-
ies could assess the long-term impact of implemented 
improvements and identify evolving trends and new chal-
lenges in the industry.

Finally, exploring the impact of cultural and economic 
factors unique to Mexico on job satisfaction could provide 
valuable context-specific insights. Comparative studies 
between different countries or regions within Mexico could 
also highlight how varying socio-economic conditions 
influence job satisfaction.
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