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OVERTIME WORK AND SATISFACTION:
REVIEW AND DIRECTIONS FOR FUTURE RESEARCH

The connection between overtime work and satisfaction remains a crucial yet insufficiently studied
research area. This review article examines the inconsistent findings on how overtime affects job satis-
faction, life satisfaction, and health-related outcomes. Its aim is to deliver a comprehensive analysis of
the existing literature and highlight research gaps to inform future investigations. Key research questions
are about the existing literature’s classification based on various approaches to the overtime-satisfaction
relationship, overtime’s impact on job satisfaction, life satisfaction, and other related factors, and the
influence of different factors on the effects of overtime on satisfaction. The article posits that overtime’s
impact on satisfaction is not uniform but depends on the interaction of multiple factors, such as the
amount of overtime, whether it is voluntary or mandatory, and its interference with personal life. To
explore these questions, a systematic literature review was conducted, organizing studies into five key
themes: recompense, overtime load, state of overtime, interference and impact. The review primarily ex-
amines cross-sectional studies across various industries. The findings indicate that a one-size-fits-all ap-
proach to managing overtime is inadequate, as the interaction of various factors is complex and context-
dependent. The article concludes by advocating for a holistic approach in future research, encouraging
scholars to move beyond isolated factors and adopt a multidimensional perspective.

Key words: overtime, satisfaction, health, personal life, compensation.
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JKyMbIC yaKbITbIHaH TbIC eHOeK eTy )kdHe KaHaFaTTaHy:
LLIOAY >kdHe 6oAallak 3epTTeyAep GaFbITTapbl

XKyMbIC yakbITbIHAH ThiC eHOeK eTy MeH KaHaraTTaHy apacbiHAarbl 6aiAaHbIC — MaHbI3AbI, Gipak,
SKETKIAIKCI3 36pTTEAreH FbIAbIMM CaAd. byA LIOAY MakaAacblHAQ )KYMbIC YaKbITbIHAH ThIC eHOEK eTyAiH
>KYMbICK A KaHaFaTTaHy, eMipre KaHaraTTaHy XeHe AeHCayAblKKa 6aiAAHbICTbI 9CEPAEpi TYpaAbl 9PTYPAI
SKOHE KAMLLIbIAbIKTbI TYXbIPbIMAAP TaAAaHaAbl. OHbIH MakcaTbl — 6ap aaebuerTepre KelleHAl Tarpay
SKYPrisy »eHe 6oAallak, 3epTreyaepre GarbiT-6araap 6epy YiliH 3epTTeY OAKbIAbIKTAPbIH aMKbIHAQY.

Heri3ri 3epTTey cypakTapbl >KYMbIC YaKbITbiHAH ThiC eH6eK eTy MeH KaHaraTTaHy apacblHAAfbl
6aAAHbICTbI 3ePTTEYAIH OPTYPAI TOCIAAEPIHE CYMEHE OTbIPbIMN XKIKTeY, XXYMbIC YaKbITbIHAH ThIC eH6eK
eTYAiH >YMbICKA )X9He emipre KaHaraTTaHyFa, COHAal-aK, 6acka Aa 6ariAaHbICTbI (hakTopAapFa acepi,
COHbIMEH KaTap KaHaraTTaHyFa >KYMbIC YaKbITbIHAH TbIC eHOEeK eTyAiH bIKMAAbIH KyLIeATeTiH Hemece
TOMEHAETETIH (PaKTOPAAPAbl TAAAAYMEH GAMAAHBICTbI.

Makanaaa >KyMbIC yakbITbIHAH ThiC eHHeK eTyAiH KaHaraTTaHyFa acepi 6ipkeAki emec xxaHe GipHelue
hakTOpAbIH 63apa apekeTTecyiHe TayeAAl ekeHi atan eTiaeai. OAapAbIH KaTapbliHA XKYMbIC YaKbITbIHaH
TbIC eHBEK eTy KOAEMI, OHbIH ePIKTi HeMece MIHAETTI 60AYbI, COHAAI-aK, JKeKe eMipre TUri3eTiH biKnaAbl
>KaTaAbl.

Ocbl MaCeAeAepAi 3epTTey YLLiH XYHeAl 9Ae6U LWOAY XYPri3iAin, 3epTTeyaep 6ec Herisri Takbipbirn
GOMbIHLLIA XKIKTEAAI: 6TEMAKbI, SXYMbIC YaKbITbIHAH ThIC eHHEK Ty XKYKTEMECH, KYMbIC YaKbITbIHaH TbIC
eHOeK eTyAiH >XaFAarbl, apaAacy xoaHe biknaA. LLIoAy apTypAi cararapaarbl KOAAEHEH 3epTTeyAepre
Heri3AeAreH.

HaTuxeAep KOpCeTKEHAEHN, >KYMbIC yakbITbiHAH TbiC eHbek eTyai 6ackapyaa OGipbiHFan TaciA
TUIMCI3, eMTKeHI apTYpAi (hakTOpAapAbIH ©3apa OpeKeTTecyi KYPAEAI >KOHe KOHTEKCTKE ToyeAA|.
Makana 6oaalak, 3epTTeyAepae OKluayAaHFaH (DaKTOPAApAbl FaHa KapacTbipyaaH 6ac TapTbin,
KOMKbIPAbI K&3KapacTbl KOAAQHYFA LLIAKbIPAAbI.

Ty#iH ce3A€ep: >KYMbIC yaKbITbIHAH TbiC eHOEeK eTy, KaHaraTTaHy, AEHCAyAbIK, )XEKe OMip, 6TeMaKbl.
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CBepxypouHasi paboTa U yAOBAETBOPEHHOCTb:
0030p M HanpaBAeHUs1 AAS OYAYLLMX MCCAEAOBAHMIA

CB$13b MEXXAY CBEPXYPOUHOM PaboTOM 1 YAOBAETBOPEHHOCTbIO OCTAETCS BaXKHOM, HO HEAOCTATOY-
HO M3y4YeHHOM HayuHOW 06AACTbiO. B AaHHOM 0630pHON CTaTbe paccMaTpPUBAOTCS NMPOTUBOPEUMBbIE
pe3yAbTaTbl UCCAEAOBAHMIA O BAMSIHUM CBEPXYPOUHOM PaboTbl HA YAOBAETBOPEHHOCTb TPYAOM, YAOB-
AETBOPEHHOCTb >KM3HbIO M MOKa3aTeAu, CBSI3aHHble CO 3A0POBbeM. LleAb cTaTbu — MpoBeCcTU BCeCTO-
POHHUI aHAAM3 CYLLLECTBYIOLLEN AUTEPATYPbl U BbISBUTb MCCAEAOBATEAbCKME NPOBEAbI AAS HarpaBAe-
HUS Oy AYLLIMX UCCAEAOBAHMNA.

KAtoueBble BOMPOChbl MCCAEAOBaHMUS CBSI3aHbl C KAACCU(MKALMEN CYLLECTBYIOLLE AUTepaTypbl Ha
OCHOBE Pa3AMUHbIX MOAXOAOB K U3YUEHMIO CBS3U MEXAY CBEPXYPOUHON paboToM 1 YAOBAETBOPEHHO-
CTblO, BAUSIHMEM CBEPXYPOUHON PaboThbl HA YAOBAETBOPEHHOCTb TPYAOM, YAOBAETBOPEHHOCTb SKM3HbIO
U Apyrue ConyTCTBYIOLLME (PaKTOPbI, a TaKXKe MX BO3AENCTBMEM Ha 3TY B3aUMOCBSI3b.

B cTraTbe NoAYEpKMBAETCS, UTO BAUSIHUE CBEPXYPOUHON pabOThl HA YAOBAETBOPEHHOCTb SIBASIETCS
HEOAHO3HAUYHbIM 1 OMPEAEASETCS B3aMMOAENCTBMEM MHOXKECTBA (haKTOPOB, TakMX Kak O6GbEM AOMOA-
HUTEAbHOM Harpy3ku, AOGPOBOAbHbIN MAM MPUHYAUTEAbHbIN XapakTep nepepaboTok, a Tak>Ke CTeneHb
MX BMELLATEAbCTBA B AUUHYIO XKM3Hb.

AAS M3yUeHMs 3THX BONPOCOB ObIA MPOBEAEH CUCTEMATUYECKMII 0630 AUTEPATYPbl, B XOAE KOTO-
pPOro MCCAeAOBaHMs ObIAM CTPYKTYPUPOBAHbI MO MATU KAIOYEBbIM TEMaM: BO3HArpa>kAeHue, Harpyska
CBEPXYPOUHOI paboThl, COCTOSIHME CBEPXYPOUHOM paboTbl, BMELIATEALCTBO M BAMSHUE. O630p npe-
MMYLLLECTBEHHO OCHOBaH Ha KPOCC-CEKLIMOHHBIX UCCAEAOBAHMSX B PA3AMUYHbBIX OTPACASIX.

Pe3yAbTaTbl MOKa3bIBAIOT, YTO YHUBEPCAAbHbI MOAXOA K YMPABAEHMIO CBEPXYPOUHOI paboToit He-
3hheKTrBEH, Tak KaK B3aMMOAENCTBME Pa3AMYHbBIX (PAKTOPOB HOCUT CAOXHBIA M KOHTEKCTYaAbHbIi
XapakTep. B 3akAloueHme cTaTbu NoAYEpKMBAETCsl HEOOXOAMMOCTb KOMIMAEKCHOTO MOAXOAQ B BYAYLIMX
UCCAEAOBaHMSX, MPU3bIBasi YUEHbIX BbIATK 32 PaMKM M3YUEHWS] OTAEAbHbIX (PaKTOPOB M MPUMEHSTb

MHOTOMEPHYIO NepcreKTuBy.

KAroueBble caoBa: CBEPXYypPOYHasa pa60Ta, YAOBAETBOPEHHOCTb, 3A0POBbE, AMYHAA XKM3Hb, BO3HaA-

rpakaeHume.

Introduction

The relationship between overtime work and
satisfaction, especially job and life satisfaction (Ha-
mermesh et al., 2017), has been a central topic in
organizational psychology and labour studies. Sat-
isfaction, described as a positive emotional state
stemming from the evaluation of one’s job or life
conditions (Locke, 1976), is shaped by multiple fac-
tors, including work hours. Overtime work, gener-
ally defined as working beyond the standard full-
time workweek, introduces a complex dynamic in
this relationship.

The connection between overtime work and em-
ployee satisfaction is a multifaceted issue that ex-
tends beyond simple job fulfilment to encompass a
broader range of factors. A comprehensive literature
review is necessary to provide a clearer understand-
ing of how overtime shapes various aspects of satis-
faction, particularly in light of its potential to affect
health (Matsumoto & Gopal, 2019), personal life (E.
Kim et al., 2024) and long-term engagement with
work.

One of the primary reasons for conducting a
literature review on this topic is the wide range of
conflicting evidence regarding the effects of over-
time. A thorough literature review can help identify
patterns, contradictions, and gaps in current knowl-
edge, providing a clearer understanding of when and
why overtime leads to satisfaction or dissatisfaction.

Examining the impact of overtime on satisfac-
tion is also crucial in the context of broader orga-
nizational outcomes, such as employee retention,
productivity, and health. This not only affects the
individual worker but also has significant implica-
tions for organizational performance (Tadesse et
al., 2015). A literature review can help identify key
findings that may inform better management prac-
tices, such as flexible work schedules (Chen et al.,
2023) or compensation strategies that mitigate the
negative effects of overtime on satisfaction (R. F.
Syed, 2020).

Given these interconnected factors impact on
satisfaction cannot be understood in isolation (L.
Zhang & Seo, 2016). It affects multiple dimensions
of employee well-being (Nuiiez-Elvira, 2023) that
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collectively shape both job and life satisfaction.
Thus, a literature review that synthesizes findings
across these areas is essential for clarifying how
overtime contributes to satisfaction, dissatisfaction,
or broader workplace issues. Understanding these
relationships will help inform both future research
and the development of policies (Fastje et al., 2022)
aimed at promoting healthier work environments
(Sone et al., 2024), where overtime does not erode
employee satisfaction.

Methodology

This study employed a systematic literature re-
view methodology to examine the relationship be-
tween overtime and satisfaction, ensuring a com-
prehensive and rigorous synthesis of empirical
research. The search was conducted using the ISI
Web of Knowledge database, which consolidates
high-impact journals across multiple disciplines. A
combination of targeted keywords such as “over-
time” AND “satisfaction” was used, alongside
Boolean operators to refine the results and capture
a broad range of relevant studies. No restrictions on
publication date were applied to ensure inclusion of
both historical and contemporary research. This ap-
proach ensures that the review captures long-term
trends, changes in overtime policies, and evolving
perspectives on satisfaction over time. The database
search was conducted in September 2024, using a
combination of targeted keywords such as “over-
time” and “‘satisfaction” to ensure broad coverage
of studies examining this relationship. As a result,
an initial 428 articles were identified as potentially
relevant for inclusion.

To ensure methodological rigor, a multi-stage
screening process was implemented to assess the
eligibility of the retrieved studies. The goal was to
narrow the selection to the most relevant, empirical-
ly grounded research while maintaining linguistic
accessibility and thematic relevance. The following
three primary inclusion criteria were applied:

Language Accessibility: The article must be
published in one of the four working languages of
the author—English, French, Russian, or Turkish—to
allow for an in-depth reading and analysis of the
study’s content. This criterion ensures that the au-
thor can accurately interpret the methodology, find-
ings, and theoretical frameworks used in the studies.

Empirical Nature: To maintain the focus on da-
ta-driven research, only studies presenting original
empirical findings were included. This meant that
the review excluded:
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Literature reviews summarizing existing re-
search.

Theoretical essays and conceptual papers with-
out empirical data.

Book reviews, editorial commentaries, letters,
or journalistic articles that did not contribute origi-
nal quantitative or qualitative analysis.

By focusing exclusively on empirical studies,
the review ensures that the findings are grounded in
real-world observations and research methods.

Thematic Relevance: The study must explicitly
investigate the relationship between overtime and
satisfaction. Satisfaction was broadly defined to en-
compass:

Job satisfaction, referring to employees’ atti-
tudes toward their work environment, responsibili-
ties, and overall engagement.

Life satisfaction, reflecting the broader implica-
tions of overtime on personal well-being and quality
of life.

Work-life balance and well-being, considering
the extent to which extended work hours affect em-
ployees’ ability to manage personal responsibilities
and maintain a healthy lifestyle.

Burnout, stress, and workplace dynamics, given
that overtime is often linked to employee exhaus-
tion, reduced productivity, and organizational out-
comes.

Articles were excluded if any of these dimen-
sions were not clearly addressed in their abstract,
results, or discussion sections.

Applying these criteria, the initial sample was
reduced from 428 to 243 studies, as many articles
either lacked empirical data, were not available in an
accessible language, or did not explicitly discuss the
link between overtime and satisfaction.

Following the initial screening, a third phase of
in-depth content analysis was carried out, where the
full text of each remaining article was carefully ex-
amined. This phase served two key purposes:

1. Ensuring Direct Relevance: Some studies,
despite mentioning “overtime” and “satisfaction”
in their abstracts, primarily focused on adjacent is-
sues such as general work conditions, compensation
structures, or labour market policies without a direct
analysis of how overtime influences satisfaction.
These articles were excluded to maintain a sharp fo-
cus on the core research question.

2. Assessing Study Quality and Rigor: Articles
with insufficient methodological transparency (e.g.,
those lacking a clear description of research design,
sample size, or statistical analysis) were also exclud-
ed. Preference was given to peer-reviewed journal
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articles, as well as highly cited studies recognized
for their contributions to the field.

As a result of this rigorous multi-step filtering
process, the final sample consisted of 83 high-qual-
ity empirical studies, forming the foundation for
the subsequent analysis. These studies collectively
provide a diverse, multi-perspective examination
of how overtime influences various facets of satis-
faction, including job engagement, personal well-
being, stress levels, work-family conflict, and em-
ployee retention.

This systematic review methodology en-
sures that the findings presented in this paper are
based on robust, empirical evidence, rather than
anecdotal reports or theoretical speculations. By
implementing three levels of filtering (language,
empirical basis, thematic relevance) and conduct-
ing a final qualitative assessment of study content,
this review achieves a high degree of precision
and reliability.

Furthermore, by not limiting the search by pub-
lication date, the analysis captures both historical
trends and modern shifts in how overtime and sat-
isfaction are understood in workplace settings. This
approach offers a longitudinal perspective, allowing
the identification of patterns, inconsistencies, and
emerging research gaps that warrant further inves-
tigation.

Table 1 — Summary of categories

The selected studies cover a range of industries,
occupational groups, and geographic regions, mak-
ing the findings broadly applicable across different
labour market contexts. However, it is important
to acknowledge that most of the included research
is cross-sectional, with fewer longitudinal studies
available. This limitation is discussed further in the
future research directions section.

By employing this methodologically rigorous
approach, this literature review offers a solid foun-
dation for advancing scholarly understanding of
the relationship between overtime and satisfaction,
ultimately informing both academic discourse and
policy development in the field of labour studies.

Literature Review

Organizing Framework for Review

To determine organizing framework for literature
review, inductive approach was used — a method that
allows the themes to emerge organically from the
data (Thomas, 2006). Instead of starting with pre-
defined categories, analysing the studies’ findings
helps to identify major perspectives (Glaser, 1992,
2015). Based on inductive approach five categories
emerged from current study. The five categories of
recompense, overtime load, state of overtime, inter-
ference, and impact are summarized in Table 1.

career growth opportunities
influence employees’ approach to
overtime work.

. . Representative .
Categories Key idea examples of category Key perspectives
Potential for increased earnings,
. Employer support acts as moderator between
provision of compensatory leaves |R. F. Syed et al., 2024, . : . .
due to overtime hours, faster He, Chen, Wang, & overtime and job satisfaction.
Recompense ’ ’ . & Overtime directly affects intention to leave.

Wang, 2023,

Tromp & Blomme, 2012.

Overtime directly affects job satisfaction.
Overtime directly impacts health.

Overtime load

Effect of overtime changes
according to amount and
frequency of extra hours.

Nguyen & Giang, 2019,
Shi et al., 2023,

Mousazadeh et al., 2018.

Overtime directly affects job satisfaction.
Overtime directly affects well-being.
Overtime directly impacts burnout.
Overtime directly impacts retention.

State of overtime

Satisfaction is affected by the
fact whether overtime work is
voluntary or compulsory.

Meischke et al., 2024,
Arsalani et al., 2012,
Alharbi & Alkhamshi,
2024.

Overtime directly affects job satisfaction.
Overtime directly affects intention to leave.
Overtime directly impacts mental health.
Overtime directly impacts depression.

Interference

There are challenges on
integrating overtime with
personal life.

Christopher, 2021,
Erdogan et al., 2020,
Asayesh et al., 2019.

Employer support acts as moderator between
overtime and work-life balance.

Overtime directly impacts work-to-family
conflict.

Social life acts as mediator between overtime
and intention to leave.

Overtime directly affects social well-being.
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Continuation of the table

physical and mental health.

. . Representative .
Categories Key idea examples of category Key perspectives
Trust relationship acts as moderator between
. . Azemi et al., 2022, overtime and well-being.
I Overtime may have an impact on . Job satisfaction acts as moderator between
mpact Tsuyuguchi, 2023,

Nakata, 2017.

overtime and depression.
Overtime directly impacts mental health.
Overtime directly impacts burnout.

Note — compiled by the author based on inductive approach to current literature review

Recompense Category

In recompense category it is posited that the
potential for increased earnings, the provision of
compensatory leaves as a response to extended
work hours, and the perception of accelerated ca-
reer advancement opportunities significantly shape
employees’ satisfaction with and behaviours toward
overtime work. These studies suggest that when em-
ployees perceive tangible rewards, such as financial
benefits (R. F. Syed et al., 2024) or compensated
day-off (He, Chen, Wang, & Wang, 2023) incen-
tives, as direct outcomes of overtime, they are more
inclined to view the additional hours as advanta-
geous rather than burdensome and react to it with
reduced stress. Furthermore, the prospect of faster
career progression (Tromp & Blomme, 2012), of-
ten linked to increased visibility and responsibility
gained through overtime, can serve as a factor that
mitigates the negative effects typically associated
with extended work hours (Tan et al., 2023). In this
view, overtime is reframed as a strategic investment
in one’s professional development and financial
well-being, thereby influencing individual decision-
making processes and work engagement.

In this category of empirical research, overtime
work is examined through several key perspectives.

First, these studies suggest that different kinds
of recompense, e.g., employer support can function
as a moderating variable in the relationship between
overtime and job satisfaction. Employer-provided
childcare and fitness programs independently pro-
tect against nurses’ job dissatisfaction — which is
created by unpaid overtime — even after accounting
for workplace factors and personal characteristics
(Wilkins & Shields, 2009). So, the negative impact
of overtime on job satisfaction may be mitigated, or
even transformed into a more positive experience.

Additionally, overtime has been found to exert
a direct influence on employees’ intention to leave.
The accumulation of extra work hours may heighten
employees’ consideration of turnover (Bae, 2023),
especially when there’s overtime payment related
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problems (Kitila et al., 2021). The ability to com-
pensate for overtime within the same month was
linked to a reduced intention to leave the profes-
sion early, suggesting that the key factor may not
be the overtime itself, but rather the opportunity for
prompt compensation (Peter et al., 2021). It is worth
to note that in this category of research, certain ex-
ceptions to the general findings have been observed.
For instance, in a study examining boutique hotels,
no significant relationship was identified between
unpaid overtime and employees’ intention to stay.
This anomaly may be attributed to the widespread
prevalence of long workweeks and unpaid overtime
within the hospitality sector, which normalizes such
practices among employees, as well as due to the ab-
sence of robust job security provisions in the coun-
try’s labour legislation (Unsal-Akbiyik & Zeytino-
glu, 2018). Consequently, in this specific context,
unpaid overtime may not function as a significant
predictor of employee retention.

Moreover, overtime has been shown to have a
direct and measurable effect on job satisfaction it-
self. Employees who worked more overtime were
more satisfied with their current positions than those
who did not, possibly due to the increased earnings
from overtime enhancing satisfaction (Bragadot-
tir et al., 2020). Employees’ overtime facility has a
significant positive impact on increasing workers’
level of satisfaction by 50% if a worker receives an
additional one hour of overtime (R. F. Syed et al.,
2024). At the same time workers place significant
importance on receiving proper overtime payment.
If they receive adequate overtime benefits, their job
satisfaction increases by 44% (R. Syed et al., 2021).
Another interesting fact is that high earners work
five times as much overtime as low earners, imply-
ing that they prefer to work more. This trend may
be attributed to the fact that the additional income
from overtime is relatively minimal for low earners,
while high earners receive significantly greater re-
wards, whether in terms of income or personal satis-
faction, for their extra working hours. (Shao, 2022)
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Finally, overtime, especially unpaid, directly
contributes to poorer mental health levels among
employees (Kevric et al., 2017).

Overtime Load Category

Overtime load category of empirical studies em-
phasizes that the impact of overtime on employees
is contingent upon the amount and frequency (Gao
et al., 2023) of extra working hours. These studies
suggest that the effect of overtime is not uniform
but varies according to the intensity and regularity
with which employees engage in additional work
beyond standard hours. This body of research high-
lights the importance of distinguishing between
different overtime patterns and examines overtime
work through following perspectives: First, empiri-
cal studies suggest that the amount and frequency
of overtime work can exert both positive and nega-
tive (Gumis et al.,, 2021) effects on employees,
depending on the intensity of extra hours worked.
Overtime often leads to diminished job satisfac-
tion, as employees tend to feel exhausted when re-
quired to work additional hours frequently (Nguyen
& Giang, 2019). For example, firm overtime may
negatively affect employee satisfaction, with subse-
quent findings indicating that this reduced satisfac-
tion indirectly decreases firm productivity. This oc-
curs when overtime exceeds optimal levels, leading
to a situation where the associated costs outweigh
the benefits (Ko & Choi, 2018). Furthermore, em-
ployees working more than 6-9 overtime shifts per
month reported lower levels of satisfaction com-
pared to those working fewer than 5 shifts (Shi et
al., 2023). However, certain groups, such as nurses
working over 100 hours of overtime per month, re-
ported higher job satisfaction than those with fewer
overtime hours, primarily due to the increased in-
come associated with extended work hours, which
can positively influence satisfaction (Mousazadeh et
al., 2018). Nonetheless, other studies confirm that
continuous shift work or frequent overtime results
in lower job satisfaction, highlighting the need to
identify optimal working hours to maintain both
employee well-being and productivity (M. Li et al.,
2023). These findings suggest that while overtime
can offer financial rewards, the long-term impact on
work quality and job satisfaction may be negative if
not carefully managed (Nishimura et al., 2019).

Second, research on overtime reveals a clear
link between overtime level and frequency and di-
minished overall well-being (Zijlstra & Verhetsel,
2021). As the number of overtime hours increases,
employees report a decline in their work-related
quality of life, accompanied by an intensification
of workload (Abbasi et al., 2019). This reduction in

quality of life is closely tied to work-life conflict,
which has been shown to significantly increase
the frequency of musculoskeletal disorders (MSD)
in both men and women. However, the impact of
overtime on MSD appears to be more pronounced
among male workers, with those frequently working
overtime exhibiting a higher prevalence of such dis-
orders, whereas no significant difference was found
among female workers (Y. Kim & Cho, 2017). Ad-
ditionally, the demands of excessive overtime lead
to elevated stress levels (Seo et al., 2016). This is
particularly evident in professions like nursing
(Albelbeisi et al., 2024), where extended overtime
correlates with heightened stress and an increased
likelihood of sick leave, a risk that escalates as the
duration of overtime rises (Kane, 2009). These find-
ings highlight the significant toll that prolonged and
frequent overtime can take on employees’ health
and well-being.

Third, the authors discovered that individuals
working 4—6 hours of overtime per week were 4.11
times more likely to experience burnout compared to
those with no overtime. Interestingly, only the 4-6
hours of overtime was identified as a significant risk
factor for burnout, with those working more than 6
hours showing a lower risk. The authors suggest that
individuals working more than 6 hours of overtime
may struggle to maintain their jobs without support
for child-rearing. In contrast, the 4-6 hours of week-
ly overtime averages to about 1 hour per day, which
can be managed without additional child-rearing
support (Maruyama et al., 2015). However, this
amount may lead to physical and mental (Marina et
al., 2023), as well as emotional exhaustion (L. Li et
al., 2024) due to the accumulation of time-related
and emotional stress.

Empirical evidence suggests that the amount
and frequency of overtime work significantly im-
pact employee retention, with excessive overtime
contributing to a greater intention to leave. Studies
have shown that as the frequency of overtime in-
creases, so does the likelihood of employees consid-
ering turnover (Jiang et al., 2022), whereas higher
levels of job satisfaction are linked to lower inten-
tions to leave (Noh et al., 2018). For instance, re-
search on community nurses highlights excessive
overtime as a key factor driving turnover intention
(Senek et al., 2023). Additionally, employees who
work prolonged overtime periods are more likely
to express a desire to leave, particularly when they
feel socially isolated, time-pressured, or unable to
manage their tasks effectively (Nemteanu & Dabija,
2020). One study found that willingness to stay in a
position for less than five years was closely associ-
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ated with the burden of excessive overtime (Matsuo
et al., 2021). These findings underscore the need for
organizations to carefully monitor overtime prac-
tices, as the frequency and intensity of extra work
hours can have a profound influence on employee
retention.

State of Overtime Category

State of overtime category emphasizes that the
distinction between voluntary and compulsory over-
time plays a critical role in shaping employee atti-
tudes and develops this idea analysing the relation-
ship between different variables.

First, studies suggest that involuntary or manda-
tory overtime is linked to negative outcomes (Al-
lemann, Siebenhiiner, & Hammig, 2019), such as
higher levels of fatigue and lower job satisfaction.
Workers subjected to compulsory overtime often
experience a misalignment between their actual and
desired work hours, contributing to dissatisfaction
and reduced well-being (Beckers et al., 2008).

Moreover, nurses required to work mandatory
overtime report significantly higher turnover inten-
tions compared to those without such obligations
(Bae, 2024). Compulsory overtime has been iden-
tified as one of the most detrimental work-related
factors, increasing stress (Meischke et al., 2024)
and risk of burnout (Posada-Quintero et al., 2020).
Studies also highlight negative effects of mandatory
overtime on mental-health (Arsalani et al., 2012). In
contrast, voluntary overtime, where employees have
autonomy over their decision to work extra hours,
is associated with relatively higher satisfaction and
lower fatigue, even when additional compensation
is absent (N. Zhang & Chai, 2020). State of over-
time is linked to compassion satisfaction too (Al-
harbi & Alkhamshi, 2024). These findings suggest
that granting employees control over their overtime
hours could mitigate negative effects on overall sat-
isfaction.

Interference Category

Interference category comprises studies which
focus on challenges on integrating overtime with
personal life (Kovner et al., 2007). Overtime has
been shown to directly impact work-to-family con-
flict (Christopher, 2021), as extended working hours
reduce the time and energy available for personal
and family responsibilities (Mash et al., 2022). This
imbalance can strain relationships and disrupt the
harmony between professional and personal spheres
(Alotaibi & Aldossry, 2023). However, employer
support plays a moderating role in this dynamic,
helping to mitigate the negative effects of overtime
on work-life balance. When organizations provide
resources, flexibility, or recognition for employ-
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ees working extra hours, the detrimental impact of
overtime on personal life may be lessened, foster-
ing a more manageable integration of work demands
(Haar, Sune, Russo, & Ollier-Malaterre, 2018).

Furthermore, social life serves as a critical me-
diator between overtime and an employee’s inten-
tion to leave. Due to overtime working conditions, a
small percentage of nurses are able to dedicate time
to social life or participate in social activities, which
may contribute to the high number of nurses con-
sidering leaving their jobs (Erdogan et al., 2020).
Overtime can erode social well-being by reduc-
ing opportunities for social interaction and leisure,
which in turn increases feelings of dissatisfaction
(Wheatley, 2014). As a result, employees working
extensive overtime hours may be more likely to con-
sider leaving their jobs (Steinmetz et al., 2014). This
highlights the broader implications of overtime on
employee retention (Asayesh et al., 2019), as main-
taining a healthy work-life balance becomes chal-
lenging (“PBRL” n.d.).

Although most studies talk about negative over-
time experiences of employees reporting insufficient
time for themselves and their family members (Le-
derer et al., 2018) or increased overall work-fam-
ily conflict because of practicing overtime among
dual-career couples (Kundu et al., 2016), there are
studies that found no significant effect of overtime
hours on social well-being (Taheri et al., 2018) or
work-to-family conflict. This lack of correlation be-
tween work hours and work-to-family conflict may
be due to the limited range of work hours, which are
legally capped at an average of 40 hours per week.
It could also be attributed to how nurses’ schedules
are organized; they are required to work overtime at
least once a week as part of their shifts, which may
lead them to view it as a routine obligation rather
than an additional demand impacting their family
responsibilities. Alternatively, the selected measure
of overtime work might have obscured a significant
relationship because it was based on nurses’ percep-
tions rather than their actual reported overtime hours
(Yildirim & Aycan, 2008).

Impact Category

Overtime work has been widely recognized as
having significant implications for both physical
(Azemi et al., 2022) and mental health (Mari¢ et al.,
2022). Impact category analyses these implications
based on below perspectives.

The relationship between overtime and well-
being is complex and influenced by several fac-
tors (Song & Gao, 2019). One key factor is the
trust relationship among colleagues, which acts as
a moderator between overtime and overall well-
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being. Trust relationship helps protect teachers’
well-being from the negative impact of increased
overtime. Teachers with stable or improved trust
levels were not affected by changes in overtime
hours, indicating that strong trust relationships can
buffer against adverse work environment changes.
In contrast, only teachers with declining trust expe-
rienced a decrease in well-being due to increased
overtime. The study suggests that when overtime is
expected to rise, special attention should be given
to the psychological well-being of teachers lack-
ing strong trust relationships with their colleagues
(Tsuyuguchi, 2023).

Job satisfaction also plays a crucial moderating
role, particularly in the relationship between over-
time and depression. Employees who derive satis-
faction from their work may be better equipped to
cope with the demands of overtime, thereby reduc-
ing the risk of developing depressive symptoms.
The findings indicate that long working hours are
linked to a higher risk of depression only when job
satisfaction is low, emphasizing the need to enhance
job satisfaction, especially for individuals working
excessive hours (Nakata, 2017).

Furthermore, overtime has a direct impact on
life satisfaction, with excessive work hours often
leading to a decline in overall life contentment (Li &
Ren, 2021). While overtime pay positively impacts
mental health, working overtime negatively affects
it. Job satisfaction and life satisfaction are key fac-
tors influencing the mental health of business pro-
fessionals (Uman et al., 2020). The same negative
effect is valid for employees’ physical health (Liu
etal., 2022).

Lastly, findings reveal employees’ dissatisfac-
tion about prioritization of wellness (Yeager et al.,
2022). Overtime is also identified as a common
cause of stress (Vaarikkéld, Hénninen, & Nevas,
2020) leading to job dissatisfaction (Nakata et al.,
2011), one of the reasons for burnout (Pergol-Metko
et al., 2023) which can be reduced by reducing extra
hours (Atkins et al., 2023), significantly linked to
both biomechanical and psychosocial factors (Bao
etal.,2015). Overtime work may elevate physicians’
intentions to leave their current practice, jeopardiz-
ing the continuity of patient care (Tsai et al., 2016).

Results and Discussion

Directions for Future Research

In this section, a future study agenda was set
based upon research gaps and opportunities by ana-
lysing similarities and differences across the five
categories on how overtime shapes satisfaction.

Based upon examination of the current literature
categorization, we recommend five key directions
for future research.

First, in analysing the existing body of literature
on the relationship between overtime and various di-
mensions of satisfaction, it is clear that studies have
predominantly approached this complex issue from
five distinct perspectives: the role of compensation,
the number and frequency of extra hours worked, the
voluntary or mandatory nature of overtime, the ex-
tent to which overtime interferes with personal life,
and the impact of overtime on health and wellness.
While each of these categories contributes valuable
insights, a more comprehensive and integrative ap-
proach is needed to fully understand how these fac-
tors interact and influence overall satisfaction.

The interdependencies between these dimen-
sions are critical. For example, compensation may
mitigate the negative effects of overtime on job sat-
isfaction but might not counterbalance the adverse
effects on health or personal life interference. Simi-
larly, voluntary overtime may have different impli-
cations for life satisfaction compared to mandatory
overtime, particularly when considering how these
extra hours affect family life and personal well-be-
ing. Cross-sectional studies, which dominate the lit-
erature, often fail to capture these dynamic interac-
tions over time, limiting the depth of understanding
of these complex relationships.

Thus, future research should adopt a holistic and
multi-dimensional approach, taking into account the
interplay among these factors. Longitudinal stud-
ies could provide a more nuanced understanding of
how these elements evolve over time and their cu-
mulative effects on job and life satisfaction, as well
as health outcomes. In addition, research should
explore diverse industries to assess whether find-
ings are generalizable across sectors, or if there are
industry-specific factors that moderate the relation-
ship between overtime and satisfaction.

Second, although extensive research has inves-
tigated the influence of overtime on job and life
satisfaction, there is a significant gap in understand-
ing how technological progress has altered these re-
lationships. With the proliferation of digital tools,
remote work, and flexible working arrangements,
the line between work and personal life has become
increasingly blurred, potentially changing how em-
ployees perceive and experience overtime. Much of
the existing research is based on traditional overtime
models that do not account for the new complexities
introduced by technology, such as constant connec-
tivity and the ability to perform work outside regular
hours. Future studies should examine how digitali-
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zation influences the connection between overtime
and satisfaction, with particular focus on:

- The sense of autonomy provided by techno-
logical tools

- The role of asynchronous communication in
shaping work experiences

- The psychological effects of being constantly
available

Conducting longitudinal and cross-industry re-
search would offer deeper insights into how these
variables evolve over time and differ across sectors,
providing a more comprehensive understanding of
how technology redefines the relationship between
overtime and satisfaction. Moreover, analysing how
technological advancements affect diverse demo-
graphic groups — such as employees of different
ages, job roles or career stages — could inform the
development of targeted strategies to mitigate the
adverse effects of overtime in a technology-driven
work environment.

Third, despite growing interest in the gig econo-
my and non-traditional work arrangements, limited
research has explored how overtime in these con-
texts shapes job and life satisfaction. Most stud-
ies on overtime and satisfaction have focused on
traditional, full-time employment, leaving a gap in
understanding how flexible, temporary, or project-
based work affects these dynamics. Gig workers and
freelancers often experience irregular work sched-
ules and lack formal overtime compensation, which
could differently influence their satisfaction levels
compared to employees in more structured work en-
vironments. Moreover, the voluntary nature of many
non-traditional jobs blurs the line between work and
personal time, potentially altering the traditional
relationship between overtime, work-life conflict,
and satisfaction. Future research should examine
how these emerging work arrangements impact

the perception and effects of overtime, considering
variables such as autonomy, income stability, and
the potential for burnout in the absence of formal
work-hour regulations. Longitudinal studies would
be particularly valuable in capturing the evolv-
ing experiences of gig and non-traditional workers
over time. Additionally, cross-industry comparisons
could provide deeper insights into sector-specific
challenges and opportunities related to overtime in
non-traditional employment.

Fourth, there is a notable gap in examining the
experiences of displaced workers, such as those af-
fected by war or conflict, and underemployed in-
dividuals. These groups, increasingly present in
the global workforce, may face distinct challenges
and stressors related to overtime. For workers dis-
placed by war, overtime may intersect with trauma,
uncertainty about the future, and adaptation to new
labour markets, potentially heightening feelings of
instability and burnout. Underemployed individuals,
on the other hand, may experience overtime as both
an opportunity and a burden, balancing the desire
for more work with the potential for exploitation
or diminished job satisfaction. Both groups often
face precarious employment conditions that may
not align with the conventional definitions of vol-
untary or mandatory overtime, complicating their
relationship with additional work hours. Future re-
search should explore how these workers perceive
and experience overtime, considering factors like
financial necessity, mental health, and job security.
Longitudinal studies could provide deeper insights
into their lived experiences, informing policy and
organizational practices aimed at supporting these
vulnerable populations.

Based on above mentioned four directions, be-
low table shows primary and secondary research
questions that could guide future research:

Table 2 — The Impact of Overtime on Job and Life Satisfaction Across Different Work Contexts

Key idea of the direction

Primary research questions

Secondary research questions

Adopting a holistic and multi-
dimensional approach, taking
into account the interplay
among different factors.

family conflict?

employee satisfaction?

To what extent does financial compensation
for overtime moderate the relationship
between extra hours worked and negative
outcomes such as burnout, stress, or work-

Can non-monetary benefits (e.g., time off,
flexibility) serve as an effective alternative
to traditional overtime pay in improving

What organizational practices or policies (e.g.,
flexible working hours, managerial support,
clear overtime policies) are most effective in
mitigating the negative effects of overtime on
employee health and personal life interference?
How do employees’ perceptions of control over
their overtime (e.g., voluntary vs. mandatory)
influence their experience of stress and job
satisfaction, and what role do personal coping
mechanisms play in this process?
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Continuation of the table

Key idea of the direction

Primary research questions

Secondary research questions

Understanding how
technological progress has
altered the influence of
overtime on job and life
satisfaction.

role)?

How does the psychological impact of constant | How does the interplay between voluntary and
availability through technology influence
long-term job satisfaction and well-being for
employees who regularly work overtime?

Are there significant differences in how
technological advancements affect overtime-
related satisfaction across industries or
demographic groups (e.g., age, gender, job

involuntary overtime shift in a technology-
enhanced work environment, and how
does this affect employee well-being and
satisfaction?

How do varying levels of technological
integration in the workplace (e.g., low-tech vs.
high-tech environments) alter the relationship
between overtime and both job and life
satisfaction?

How overtime in gig economy | satisfaction?
and non-traditional work
arrangements contexts shapes

job and life satisfaction.

How do income stability and financial
insecurity in gig work influence the
relationship between overtime and

How does the perception of overtime differ
between workers in non-traditional roles (e.g.,
freelancers, temporary workers) and those in
traditional employment, particularly in terms
of control and compensation?

How do digital platforms and algorithmic
management in gig work shape workers’ ability
to manage overtime, and how does this affect
their satisfaction?

How do workers in hybrid employment (part-
gig, part-traditional) experience overtime and
its effects on satisfaction compared to purely

gig or traditional roles?

Understanding the nuanced
and complex experiences of
displaced workers

host countries?

To what extent do psychological factors, such
as trauma or displacement-related stress,
influence the relationship between overtime
and well-being for workers displaced by war?

How do cultural and social integration
challenges faced by displaced workers
influence their attitudes toward overtime in

What is the impact of job security and future
employment prospects on overtime satisfaction
among underemployed individuals?

How do overtime practices intensify or reduce
work-family conflict for displaced workers and
the underemployed?

Note — compiled by the author based on directions of future research emerged from current literature review

Fifth, numerous studies investigating the link
between overtime and employee satisfaction rely
predominantly on subjective evaluations of key
variables, including the amount of overtime worked,
whether it was voluntary or mandatory, overtime
compensation, and the degree to which it disrupts
personal life. This dependence on self-reported data
presents a major limitation, as these perceptions are
influenced by individual differences such as person-
ality traits, stress tolerance, and personal circum-
stances, which vary among employees (Beckers et
al., 2008). For example, while one worker may view
overtime as a chance for career growth or financial
benefit, another may perceive it as a source of stress
or work-life imbalance. These subjective interpre-
tations can lead to inconsistent findings and limit
the generalizability of the results. Future research
should mitigate this issue by adopting more objec-
tive methods, such as measuring actual overtime
hours, applying standardized work-family conflict
scales, and assessing overtime’s impact on observ-
able health outcomes.

Conclusion

This article has explored the intricate relation-
ship between overtime work and employee satisfac-
tion, shedding light on its multifaceted impact across
various dimensions, including job satisfaction, life
satisfaction, health and wellness, work-family con-
flict, and intention to stay. While previous research
has largely focused on isolated factors—such as the
distinction between voluntary and mandatory over-
time, the compensation received, and the extent of
extra hours worked—this study underscores the need
for a more holistic approach.

A key takeaway is that overtime should not be
analysed solely as a matter of hours worked but
rather as a complex phenomenon influenced by con-
textual, individual, and organizational factors. The
interplay between compensation, perceived autono-
my, and work-life balance highlights that employee
satisfaction is shaped not just by workload but also
by the degree of control and support they experi-
ence. Furthermore, the health and wellness implica-
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tions of excessive overtime reinforce the necessity
for sustainable work practices that prioritize em-
ployee well-being.

Future research should aim to address gaps in
existing studies, particularly by considering longi-
tudinal analyses and underrepresented demographic
groups, such as displaced workers and the under-
employed. Additionally, industry-specific insights
could provide a deeper understanding of how over-
time policies influence different labour markets.

Policymakers and organizations must recognize that
overtime, when managed strategically, can be a tool
for enhancing productivity and satisfaction rather
than a source of burnout and disengagement.

By adopting an integrated perspective that con-
siders economic, psychological, and social factors,
scholars and practitioners can develop more nu-
anced approaches to managing overtime, ensuring
that both employees and organizations thrive in an
evolving labour market.
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