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EXAMINING THE LINK BETWEEN JOB AUTONOMY AND EMPLOYEE JOB SATISFACTION AT THE FEDERAL INLAND REVENUE SERVICE (FIRS)                                       
                                       				MOBOLADE Olakunle Gideon
Abstract: Organizations struggle to balance structure and flexibility, affecting how autonomy influences job satisfaction. Although autonomy can enhance motivation, its impact depends on support and feedback, which are often overlooked in structured, hierarchical settings. This study examined the relationship between job autonomy and employee job satisfaction at the Federal Inland Revenue Service (FIRS) in Lagos, Nigeria. A survey research design was adopted, targeting 180 employees selected through stratified and simple random sampling to ensure fair representation across staff categories. Data were collected through a structured questionnaire, with 150 valid responses analysed using descriptive statistics and Pearson’s correlation. Findings revealed a moderate but statistically significant positive relationship between job autonomy and job satisfaction (r = 0.541, p = 0.006), implying that employees with greater discretion over their work exhibit higher satisfaction levels. Although autonomy does not solely determine satisfaction, it contributes meaningfully to positive job attitudes. It was concluded that increased autonomy enhances employee job satisfaction and motivation. It was further recommended that FIRS and similar organizations review their job structures to safely expand decision-making freedom, provide clear expectations and feedback, and maintain supportive work conditions that allow employees to utilize autonomy effectively for improved organizational outcomes.
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Introduction 
Job autonomy refers to the extent to which employees have discretion, freedom, and independence in scheduling their work and determining the procedures used to carry it out. It is a core psychological job characteristic that enhances employees’ sense of control, responsibility, and ownership of their tasks, thereby influencing their motivation and satisfaction levels. Empirical evidence demonstrates that higher levels of job autonomy are positively associated with job satisfaction because autonomy fulfills employees’ psychological needs for competence and self-direction (Gillet et al., 2013; Jong, 2016). However, autonomy alone may not guarantee satisfaction unless employees possess or are supported by key organizational resources that enable them to manage that freedom effectively.
First, supervisor support enhances the benefits of autonomy by providing feedback, clarity, and social reassurance, reducing ambiguity and stress (Dysvik & Kuvaas, 2013; Orgambídez & Almeida, 2020). Second, competence development opportunities such as training and upskilling enable employees to utilize their autonomy productively, reinforcing their sense of mastery and satisfaction (Sangkala, Ahmed, & Pahi, 2016). Third, role clarity ensures that employees clearly understand their responsibilities and performance expectations, preventing confusion that could otherwise neutralize the positive effects of autonomy (Brandmo, Tiplic, & Elstad, 2021; Abraham, Erickson, & Sata, 2022).
Organizations struggle to balance standardization and flexibility in job design, affecting how job autonomy influences employee satisfaction. Although autonomy generally enhances satisfaction, this effect depends on enabling resources such as supervisor support, feedback, and opportunities for competence development, which help employees manage autonomy productively (Kusik, Tokarz, & Garlak, 2024; McAnally & Hagger, 2024). Drawing on Self-Determination Theory (SDT), research shows that satisfaction rises when autonomy supports intrinsic needs for competence and relatedness (Guo & Chelliah, 2024), yet many studies neglect contextual moderators like organizational support and work meaningfulness (Wandycz, Roldán, & López-Cabrales, 2024). Methodologically, most employ cross-sectional designs that reveal associations but limit causal understanding, particularly in hierarchical public institutions where autonomy is constrained (Bradfield, 2024). Consequently, a gap remains in examining how organizational resources, supervisory practices, and contextual factors shape the autonomy–satisfaction relationship in the public sector, especially within bureaucratic contexts such as the Federal Inland Revenue Service (FIRS). To address this task, this study examines the relationship between job autonomy and job satisfaction. This study is guided by the following hypothesis:
H0: There is no significant relationship between job autonomy and job satisfaction.
1. Literature Review
1.1. Job Autonomy within Structured Work Systems
Job autonomy refers to the degree of freedom employees have to organize their work, make decisions, and determine how tasks are completed. It reflects how much control they hold over scheduling, methods, and priorities – supporting self-management and intrinsic motivation (De Spiegelaere, Van Gyes, & Van Hootegem, 2016; Khoshnaw & Alavi, 2020). Autonomy exists when employees can choose how to perform their tasks, set activity sequences, and manage their time within defined limits (Liao, Wang, & Zhang, 2021; Kalluri, 2023). However, when clear expectations, defined roles, and access to key resources, such as supervisor support, feedback, and opportunities for skill development, are lacking, autonomy can lead to confusion and inconsistent outcomes (Zhang & He, 2022).
While job autonomy is rooted in job design theory, autonomy focuses on the individual’s discretion within structured roles. Job design establishes how tasks are distributed and coordinated, whereas autonomy defines how much independence an employee has within that structure (Parker, Van den Broeck, & Holman, 2017). The link between the two lies in standardization – organizational rules and procedures that either limit or enable independent decision-making (Daniels et al., 2017; Winkelhaus, Grosse, & Glock, 2022). Too much standardization can suppress autonomy, while flexible systems foster control, satisfaction, and engagement (Fastina, Banu, & Jayakani, 2024). Studies show that autonomy enhances job satisfaction when paired with clear guidance and consistent processes. Yucel (2019) found that flexibility in scheduling improves satisfaction and reduces work–family conflict, especially when feedback mechanisms are strong. Similarly, in fast-changing environments, autonomy helps employees adjust to shifting demands as long as goals and standards remain clear (Pursio, Kankkunen, Sanner‐Stiehr, & Kvist, 2021; Escudero-Guirado & Fernández-Rodríguez, 2024).
1.2. Employee Job Satisfaction and the Influence of Job Autonomy
Employee job satisfaction is how positive people feel about their work and working conditions, combining emotional reactions and considered opinions about tasks, supervision, rewards and career prospects (Sageer, Rafat, & Agarwal, 2012; Onyebu & Omotayo, 2017). Sudiardhita et al. (2018) explained that when jobs offer meaningful tasks, fair treatment, manageable workloads and clear recognition, employees generally report higher satisfaction. Everyday interactions, access to competence development opportunities, supervisor support, role clarity, and the work environment shape these views and influence how employees experience their jobs each day.
According to Demircioglu (2021), job autonomy affects how employees experience control, discharge responsibility and demonstrate competence in their roles. Doblinger (2023) explicated that when people can choose methods, set timing and make decisions, they can match tasks to their skills and the situation at hand which often increases engagement, ownership and the drive to tackle difficult work. Flexibility that lets workers organise time and ways of working can improve work–life fit and make tasks feel more meaningful (Jena, Bhattacharyya, & Pradhan, 2019; Kossek, Perrigino, & Lautsch, 2023). However, autonomy without clear expectations, timely feedback, competence development opportunities, and supervisor support can cause uncertainty, role overload and inconsistent performance that reduce satisfaction (Özkoç, 2016; Zhang & He, 2022). The effect of autonomy therefore depends on whether discretion comes with guidance, information and the tools employees need so independence can lead to positive experiences.
Research on Nigerian public enterprises shows that rigid bureaucracy, centralized decision-making, and weak supervisory support constrain employee autonomy and satisfaction. Public institutions often emphasize procedural compliance over flexibility, limiting engagement and innovation (Haruna & Pongri, 2024). However, autonomy improves when leaders promote participatory decision-making and open communication, enhancing satisfaction and performance (Ichazu & Ugbome, 2024). Compared to private organizations, autonomy in Nigeria’s public sector remains low due to hierarchical management and political interference (Vitalis, 2024). In Nigeria’s collectivist culture, employees see autonomy as a sign of trust and recognition, underscoring the need for decentralized authority and supportive leadership to enhance satisfaction in public institutions like the FIRS (Sulaiman, Effendi, & Aladwan, 2024).
2. Theoretical Frameworks
2.1. Self-Determination Theory
Self-Determination Theory (SDT) posits that human motivation is driven by three core psychological needs – autonomy, competence, and relatedness. When these needs are fulfilled, individuals experience stronger intrinsic motivation, engagement, and overall wellbeing (Autin, Herdt, Garcia, & Ezema, 2022). Autonomy reflects having choice and control over one’s actions, competence relates to feeling capable and effective, and relatedness involves feeling valued and connected to others. According to SDT, satisfying these needs fosters autonomous motivation, which enhances job satisfaction by making work more meaningful and self-directed (Manganelli, Thibault-Landry, Forest, & Carpentier, 2018; Amayreh & Arshad, 2024).
In the workplace, autonomy fuels intrinsic motivation, leading employees to view their work as purposeful and aligned with personal growth. When supported by constructive feedback and opportunities for skill development, autonomy strengthens commitment and satisfaction (Liu et al., 2022; McAnally & Hagger, 2024). Conversely, controlling environments that restrict decision-making diminish intrinsic motivation and satisfaction (Wandycz-Mejias & Roldán, 2024).
In this study, SDT provides the theoretical foundation for viewing job autonomy as an organizational condition that enables employees to make decisions, manage schedules, and work in ways that align with their sense of volition and competence. Such discretion deepens intrinsic motivation and satisfaction by connecting personal values with organizational goals (Ugoani, 2020; Matondang, Absah, & Lubis, 2021). Moreover, opportunities for decision-making, feedback, and supportive communication enhance competence and relatedness – key drivers of lasting job satisfaction (Bradfield, 2024). SDT offers a strong framework for explaining how autonomy-based motivation promotes sustained satisfaction within public organizations like the Federal Inland Revenue Service (FIRS).
2.2. Herzberg’s Two-Factor Theory
Herzberg’s Two-Factor Theory separates hygiene factors – aspects that cause dissatisfaction such as company policies, supervision, pay, interpersonal relations and working conditions – from motivators that create positive feelings about work like achievement, recognition, the work itself, responsibility and growth opportunities (Alshmemri, Shahwan-Akl, & Maude, 2017). Discretion over how tasks are done and who is accountable falls within motivators because it helps employees feel their work matters and that they own outcomes. 
In this study, job autonomy is treated as a motivator since it can increase responsibility, support creative problem solving, and make effort more clearly tied to results (Zhang, Jex, Peng, & Wang, 2017; Demircioglu, 2021; Nagpaul et al., 2022). At the same time, if hygiene factors at work are poor, extra freedom won't raise satisfaction. Supports such as fair pay, clear rules, and proper supervision must be in place for added responsibility to boost job satisfaction.
Table 1: Integrated Framework Linking Job Autonomy to Job Satisfaction through Self-Determination and Herzberg’s Two-Factor Theories
	Concepts
	Construct / Variable
	Theoretical Link (SDT Dimension)
	Theoretical Link (Herzberg’s Two-Factor Theory)

	Job Design Feature
	Job Autonomy
	Autonomy: Satisfaction of volition and self-direction.
	Motivator Factor: Autonomy is an intrinsic motivator that fosters satisfaction and commitment.

	Psychological Mechanism
	Intrinsic Motivation
	Autonomy & Competence: Internal drive from fulfilment of intrinsic needs.
	Motivator Factor: Intrinsic motivation arises from achievement and personal growth.

	Mediating Condition
	Perceived Competence
	Competence: Feeling capable and skilled enhances internal motivation.
	Motivator Factor: Achievement acts as a psychological reward that fuels satisfaction.

	Social Moderator
	Supervisor & Peer Support
	Relatedness: Need for belonging and supportive social interaction.
	Hygiene Factor: Supportive supervision prevents dissatisfaction arising from poor management.

	Psychological Outcome
	Work Meaningfulness & Engagement
	Integration of Autonomy, Competence & Relatedness: Fulfilled psychological needs increase purpose and engagement.
	Motivator Factor: Recognition and meaningful work are sources of satisfaction.

	Behavioural Outcome
	Job Satisfaction
	Fulfilment of All Three SDT Needs: Intrinsic satisfaction from volition, mastery, and connection.
	Outcome of Motivator Factors: True satisfaction arises from intrinsic motivators (autonomy, recognition, growth).



3. Empirical Review
Gözükara and Çolakoğlu (2016) surveyed 270 employees to test whether work-family conflict weakens the link between job autonomy and job satisfaction. They used the Minnesota Job Satisfaction Questionnaire, a Job Autonomy Scale and a Work-Family Conflict Scale. The study found that greater autonomy was linked with higher job satisfaction, but when employees struggled to balance work and family the positive effect of autonomy diminished. The authors highlight the need for organisational steps that reduce work–family conflict so the benefits of autonomy may endure.
Uwannah, Egwuonwu, & James (2022) examined job autonomy, workload, and home–work conflict as predictors of job satisfaction among employed women in academia in Ogun State, Nigeria. Using a descriptive survey of 200 female university staff and analyzing data with correlation and multiple regression, they found that the three variables jointly explained 10.1% of job satisfaction variance (Adj. R² = .101), with workload as the strongest predictor. The study concluded that excessive workload reduces satisfaction, while greater autonomy and flexible scheduling could improve job satisfaction among female academics.
Annual et al. (2023)examined the relationship between job autonomy and job satisfaction among 28 employees in Telekom Malaysia’s Consumer Sales Unit, Terengganu. Using questionnaires, they found no significant relationship between the two variables (p > .05, r = –0.252), suggesting that employees’ decision-making freedom did not directly enhance satisfaction. Although participants reported considerable autonomy in managing their tasks, unexamined factors such as job roles and regional differences may have influenced results. The authors recommended broader studies using advanced analytical methods like SEM-PLS to better understand autonomy’s impact on satisfaction across Telekom Malaysia.
Zychová, Fejfarová, and Jindrová (2024) analysed responses from 631 participants and reported high levels of autonomy across scheduling, decision making and work methods, with 84.8% of respondents satisfied with their jobs. Positive correlations appeared between each autonomy category and overall job satisfaction, and differences surfaced across generations and between managerial and non-managerial roles, while gender and some education comparisons showed no effect. The findings suggest that higher degrees of autonomy are associated with greater satisfaction and that attention to how autonomy is distributed can support retention and organisational performance.
Haruna and Pongri (2024) surveyed 257 staff across public universities in North-East Nigeria to investigate how the work environment and autonomy influence job satisfaction. Utilizing the Job Diagnostic Survey and Work Environment Scale, they found that autonomy had a moderate positive effect on satisfaction, but excessive bureaucratic control and limited delegation constrained its impact. The study concluded that decentralization and empowerment initiatives are essential in enhancing satisfaction among university staff in the Nigerian public sector.
Vitalis (2024) conducted a comparative study of 400 employees from public and private organizations in South-East Nigeria to examine how autonomy contributes to satisfaction. Data collected via structured questionnaires revealed that private-sector employees reported higher satisfaction due to participative management and flexible job structures, whereas public-sector workers perceived limited autonomy and procedural rigidity. The author emphasized that reforming bureaucratic management practices could significantly improve satisfaction in Nigeria’s public enterprises.
Ichazu and Ugbome (2024) examined the managerial climate and job satisfaction of 312 academic staff across Nigerian universities. Using correlation and regression analysis, they found that job autonomy was one of the strongest predictors of satisfaction, mediated by supportive supervision and role clarity. Employees with decision-making latitude and constructive feedback demonstrated higher commitment and engagement levels. The study recommends promoting leadership practices that emphasize autonomy to improve performance and satisfaction in academic institutions.
Kusik et al. (2024) examined 820 Polish employees to assess how job autonomy and autonomous motivation interact to influence work engagement and satisfaction. Using structural equation modeling, they demonstrated that autonomy’s impact on satisfaction was fully mediated by autonomous motivation, aligning with self-determination theory. The study concluded that fostering intrinsic motivation through autonomy-supportive environments can strengthen satisfaction and reduce burnout.
4. Methodology
This study adopted a survey research design to investigate the relationship between job autonomy and job satisfaction. The aim of this study was to examine how autonomy in the workplace influence job satisfaction.
The target population for this research are the employees of the Federal Inland Revenue Service (FIRS) in Lagos. A total of 180 employees were selected using a combination of stratified and simple random sampling techniques. Stratification ensured appropriate representation across different employee categories. Out of the distributed questionnaires, 150 were completed and deemed suitable for analysis.
Primary data was collected through a structured questionnaire divided into three sections. Section A gathered demographic information such as gender, age, marital status, and cadre. Section B focused on job autonomy, using a nine-item scale rated on a seven-point Likert scale from "strongly disagree" to "strongly agree." Section C assessed job satisfaction (4 items), also rated on the same Likert scale. The reliability of the scales was confirmed with Cronbach’s alpha values above 0.71 for each construct. The collected data were analysed using frequency counts and percentages for demographic data, while Pearson’s correlation was used to test the research hypothesis.
5. Findings and Discussion
5.1. Demographics Data
[bookmark: _Hlk211251450]Table 2: Demographic Data of Respondents
	SEX
	FREQUENCY
	PERCENTAGE %

	Male
	65
	43.3

	Female
	85
	56.7

	Total
	150
	100

	AGE
	FREQUENCY
	PERCENTAGE %

	18 – 25 years
	58
	38.7

	26 – 35 years
	24
	16.0

	36 – 45 years
	43
	28.7

	46 – 55 years
	24
	16.0

	56 and above
	1
	0.6

	Total
	150
	100

	MARITAL STATUS
	FREQUENCY
	PERCENTAGE %

	Single
	85
	56.7

	Married
	55
	36.7

	Divorced 
	3
	2.0

	Separated
	7
	4.6

	Total
	150
	100

	EDUCATION
	FREQUENCY
	PERCENTAGE %

	Postgraduate
	80
	53.3

	B.Sc./HND
	60
	40.0

	OND/NCE
	10
	6.7

	Total
	150
	100

	CADRE
	FREQUENCY
	PERCENTAGE %

	Management staff
	52
	34.7

	Senior staff
	60
	40.0

	Junior staff
	38
	25.3

	Total
	150
	100

	DEPARTMENT
	FREQUENCY
	PERCENTAGE %

	Lagos Island State Coordinator’s Office
	41

	27.3


	Relationship Management
	27
	18.0

	International Taxation
	29
	19.3

	Lagos Island HR Advisory
	33
	22.0

	Oil and Gas Down and Up Streams Office
	20

	13.4


	Total
	150
	100


Source: Field Survey
The sample comprises 150 respondents with more women (85; 56.7%) than men (65; 43.3%). The largest age group is 18–25 years (58; 38.7%), followed by 36–45 years (43; 28.7%); the 26–35 and 46–55 bands each have 24 respondents (16.0%), and one respondent (0.6%) is 56 or older. Most respondents are single (85; 56.7%) while 55 (36.7%) are married and a few are divorced or separated. The sample is well qualified: 80 (53.3%) hold postgraduate degrees, 60 (40.0%) have B.Sc./HND, and 10 (6.7%) have OND/NCE.
By cadre, senior staff make up the largest share (60; 40.0%), followed by management staff (52; 34.7%) and junior staff (38; 25.3%). Departmental representation includes Lagos Island State Coordinator’s Office (41; 27.3%), Lagos Island HR Advisory (33; 22.0%), International Taxation (29; 19.3%), Relationship Management (27; 18.0%), and Oil & Gas Down and Up Streams Office (20; 13.4%), showing coverage of both advisory and operational units with some concentration in the coordinator and HR offices.
5.2. Test of Hypothesis
H0: There is no significant relationship between job autonomy and job satisfaction.
Table 3: Pearson’s correlations between job autonomy and job satisfaction
		Variable
	Mean
	Std. Dev.
	N
	   R
	P
	Remark 

	job satisfaction 
job autonomy
	5.660000
5.478519
	.8793513
1.0011135
	150
	.541*
	.006
	Sig


* Sig. at .05 level
Table 3 presents the Pearson’s correlation between job autonomy and job satisfaction, showing a correlation coefficient (r) of .541 and a p-value of .006 at the 0.05 significance level. Since the p-value is lower than 0.05, the null hypothesis (H0), which stated that no significant relationship between job autonomy and job satisfaction, is rejected. This result indicates a statistically significant positive association between the two variables, suggesting that higher levels of autonomy are linked with improved employee job satisfaction among the respondents.
The correlation strength, though moderate, indicates that autonomy contributes meaningfully to employee job satisfaction but does not account for all influencing factors. Greater independence in task management, decision-making, and method selection appears to support measurable improvements in employee job satisfaction. These results also highlight the importance of providing employees with greater decision-making freedom and flexibility in their work roles to enhance satisfaction and overall organizational outcomes. The findings correspond with the work of Gözükara & Çolakoğlu (2016), and Zychová et al. (2024) who reported similar positive effects of autonomy on employee job satisfaction across different organizational environments.
6. Conclusion
This study finds a clear positive link between job autonomy and job satisfaction, with higher discretion in how work is done associated with greater reported satisfaction. Anchored by Self-Determination Theory and Herzberg’s Two-Factor Theory, autonomy supports intrinsic motivation and strengthens employees’ sense of responsibility, competence and meaningful engagement. Thoughtful job design, including role mapping, task restructuring and technological shifts toward problem solving, helps create conditions for useful discretion. The observed correlation is moderate and accounts for a meaningful share of the variation in satisfaction while most variation remains due to other factors. The quantitative result showed a substantive relationship between how jobs are arranged and how employees feel about their work. These findings improve understanding of the link between job conditions and employee attitudes.
7. Recommendations
To enhance employee job satisfaction, it is recommended that FIRS and other corporate organizations should review job structures to identify roles where discretion can be expanded safely and pilot autonomy initiatives in selected units. When increasing discretion, set clear expectations, offer timely feedback and provide targeted training so staff can use autonomy effectively. Make sure necessary resources and supportive supervision accompany changes in decision rights to prevent overload and confusion. Track results with regular staff surveys and performance indicators and use those findings to refine where autonomy works best. Maintain fair pay, predictable policies and decent working conditions so increased discretion translates into better employee attitudes. Consider phased implementation and open communication from managers to help staff adjust and sustain the changes.
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