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Abstract

The aim of this research study is to build an understanding regarding the impact job satisfaction on
employee’s performance of Pakistani college teachers. Enhancing organizational commitment among the
faculty members is an essential element because that will eventually result in their higher employee
commitment, enhancing retention and they will perform better and job satisfaction enhanced. By identifying
the impact of job satisfaction in educational sector will help organizations to foster organizational
commitment and enhance their employee’s performance. This study also aims to develop a course of action
for college’s administration to come up with practices which would enable them to attract and retain top
level faculty and boost up their performance. A cross section research was done with the help
questionnaire, which consists of 20 items and which was distributed among 204 employees of the selected
college lectures, assistant professors and associate professor. SPSS 20.0 is used to analysis the data and it
was found that job satisfaction has a significant relationships with employee’s performance. It also
identifies the relationship between these in the perspectives of Pakistan.
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Introduction

Today for the better performance of organization and employee human resources practices is unique tool.
Human resource is totally related to the relationship among employer and employees and support and
effective management of organization resource (human resource). Before 20™ century there is no more
concern about the human resource management but in 1920 in USA first time utilize the concept of human
resource management.

And now most of successful organization utilize human resource management practices to boost up
employee’s performance to achieve their objectives. In Pakistan human resource management is so much
popular as in Europe and USA. Human resource is developing rapidly in Pakistan from last two decades.
The world is going to be globalize and the thrust of human resource leads to competitive advantages which
are useful for individual or organizations (Niazi, 2014). Human resource management practices is not just
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single practice, it is a bundle of practices exercised by organizations to check the impact of HR system on
employees and organization performance (Kaifeng, 2012).

In human resource management the major focus of researcher is on human behavior. Job satisfaction is key
behavior which creates critical situation for both private and public employees as well as organizations. Job
satisfaction directly impact on the motivation level of employees which increase or reduce their
performance (Faisal, 2014).

It is positive emotional state or optimistic behavior of employees toward work that enhance the
commitment toward organization which give more job satisfaction and enhance performance (Hafiz, 2014).
There are various factors which directly impact on satisfaction of employees these are compensation bonus
and commitment to work.

There is strong relationship between compensation and job satisfaction. the salary or compensation which
is given to employees is not sufficient according to standards or below as compared to performed work then
employees will be dissatisfied and turnover the job (Lauri, 2014). Moreover, mostly people love money and
they work for money so if the compensation or reward is high then they motivated and boost up
performance (Bang, 2011).

Commitment to work mean intention of employees to perform work. The motivation level of worker decide
that employees accomplish work objective or not. If employees are not intentioned then their performance
will be reduced (Javad, 2012).

Job stress is also having direct on job satisfaction. Work related stress some time demotivate employees
which reduce their interest to job activities. For example, in teaching sector and banking sector job stress
mostly makes employees dull and reduce job performance (Collie, 2012).

However today job satisfaction is a typical job for managers while managing their employees because job
satisfaction directly impacts the motivation and motivation impact productivity which enhance overall
performance (Aziri, 2011).

Background of Study

The qualified manpower is most important factor for development of organization as well as for country.
No organization can attain and sustain the level of economic development without supply of man power. In
any advance or developed country, the major capital of organization is not physical capital but its
manpower with training and knowledge. At organization level the aspect of human resource program is to
enhance of productivity of employees through maximizing the skills and quality and opportunity of
employment. Therefore, the basic aim of all human resource program is that well motivated and skillful
human resource is major asset of company. Most of studies not explain difference in the performance of
employees the reason is that one organization has more experience and motivated and other may has less
trained and experienced employees.

Problem Statement

Pakistan is also including in the list of many developing countries. It tries to boost up its economic and
industrial sector since 1947. In Pakistan from 1947 many of private and public organization are established.
Similarly, educational development also promoted. But all these educational organizations are not fully
developed in managing the management behavior and employee’s behavior. Several factor are influencing
the employee’s behavior during their job duration. So the management don’t know how to identify the
employee goals and hoe to motivate and link reward to motivate employees.
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Based on the fore going, the study sought answers to the following questions:

a.  What is the nature of managerial practices in Government and private educational owned
intuitions?
. How has this affected job satisfaction and employee performance?
c. Are the motivational and other management practices adequate to ensure job satisfaction and
enhance employee performance?

Research Question

What is the Impact of Job Satisfaction on Employees performance?
Objectives

To determine relationship among job satisfaction and job performance.
To analyze the motivation level of employees.

To identify hurdles, occur in motivation of workers

To determine problems incurred while performing work activities.

To describe key point to boost up the performance of employees.

Significance of Study

There is a number of studies related to the human resources. Most of organization are trying to find out the
factors of job satisfactions and their impact on employees. This study helps in understanding the different
behavior of employees and management in education sectors. Study will be useful to economists,
management practitioners, students and the general public because it will provide direction. The
recommendations are useful because they will serve as advice to the government on what ought to be the
appropriate relationship between government and the businesses. Finally, the study is significant because it
is an academic exercise required in partial fulfillment for the award of a Master Degree in Business
Administration.

Literature Review

Satisfaction of employees about their job is not depends upon a single factor, various factors affect their
perception about their duties. Motivation is main factor that invoke to all those inner forces such as desires,
drives or motives wishes, and so forth, which direct and sustain behavior toward a goal. It also refers to
efforts made to satisfy the basic physical, psychological, economic, emotional, spiritual, political, mental
drive or need of the individual either in group or as a person. It is a mixture of how employees think and
feel about their jobs, their working conditions, their supervisors, their organization and fellow workers
(Bodewes, 2008).

Motivation is the desires, goals, drives and needs of human beings that direct or explain their behavior.
Motivation may be described as keenness for a particular pattern of behavior. It may be process of
governing choice made by a person or a lower organism among alternative forms of voluntary action.
Furthermore, motivation is understanding the needs or urges which prompt people to do things and provide
ways of helping them satisfy these needs through the organization, while at the same time harnessing their
contribution to satisfy the organizational needs (Schaufeli, 2008).

Motivation of employees depend may depend upon salary and rewards provide them with in the duration of
their job. In most of public and private sector educational as well as other organization the increasing salary
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stimulate the motivation level of employee. Majority of the employee works for money; their major focus
is money (Sabirb, 2010).

Sometime employees working is according to standard but after two or three year it begin to decrease the
reason is working at same level. No chance of promotion is given to them to show their skills and abilities
in such situation motivation level moves to downward and employees does not show more interest in
working activities (Manzoor, 2011).

Sometimes working environment influence the motivation of employees. Utmost problems tackled by
employees are related to working environment. Working environment means systems, processes, structures
and tools such as place of employment the quality of the air, noise level and additional perks and benefits
of employment such as free child care or unlimited coffee, or adequate parking and all those things which
put a positive and negative impression on employees (Awan, 2011).

Every worker does job to build up its professional career. It will be possible when their job is secure for
example in education department no one prefer private sector job because there is no surety of job. Every
one prefer government jobs. So if employees are not secure in an organization then no motivation factor
will work (Fazil, 2011).

Today in modern age training and development is necessary factor for better productivity and development.
Training and development means motivation, technology, management behavior, working environment,
each factor help both management and employees that increase the motivational level of employees. If the
methods are traditional and old then worker with modern skills and abilities may discourage (Khan M. 1.,
2012).

In developed countries most of organization has a system to identify problems regarding to official
working. So in such organizations employees are full equipped to identify and solve problems. But in
developing countries like Pakistan there is no such procedure in most organization so many problems are
left by saying that it is management related issue. If employees are fully trained and supervised to identify
and resolve problem the performance of organization as well as employees enhance (Ee, 2011).

Current living should not provide comfortable of human life. Every person should also face threat during
the life through stress. It is the important part of daily activities. It should include business admin,
education, relative/family public activities and organization. Stress is become occurs when there is a
difference between demand of people and employees have not capability to complete these task demand.
Strategies, lack of security during the job, inadequate reward system, uncomfortable salaries, lack of
motivation and difference between parents among children.

These researches refer organization commitment belief employee value and goals in industry sector. And
wants will be permanent and stay in organization and should be reliable to the organization. Many
researchers have find out the relationship about feelings of employee and organization commitment.
Organization commitment is a major variable to their study.

Past research has examined organization commitment effect employee aim and leaves the organization.
Organization commitment employee’s special attachment our work. The manager of organization provides
prospect employee commitment, promote, and better perform of work and sincere with organization. This
research to use three component continuances, normative and effective commitment. Independent variable
job performance and job stress (Fouzia, 2011).

In modern society teaching profession is very stressful condition. Stress is increasing day to day due to
competition is every professional of life. Teacher should have assign task to deliver good knowledge in
every student to learn in education sector. These study main content activity stress is increase over work
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load family clash in organization. Malaysian teacher currently focusses among lengthy working hours in
every sector of education. As a very highest rate 77 hours in week (Long, 2015).

In this study shows the relationship between reward and motivation and its impact on job satisfaction. In
this study collect data from public and private utility organization in Malaysia. Total 689 participants are
selected in sector. Regression analysis is used to determine the reward of different level (Khalizani, 2011).
In this study shows the relationship between organizational reward system and job satisfaction. The
researcher conduct at telecopy, sector in Malaysia. A total 327 responded are collect to questionnaire but
only 89 % response in return. Now at that time salary or reward is one of the most important factor to
motivate the employee to increase the performance of the employee (Rudzi, 2013).

Reward system is one of the most important factor organization or job satisfaction. In this study focus on
increase job satisfaction awareness. In this study objective to examine relation correlation the job
satisfaction and reward system through the qualitative research (Ekaterini, 2010). Most of the research are
conduct in job satisfaction. In this study also shown the relationship between reward and job satisfaction.
The method this study use the questioner 148 respondent are filled the Questioners in this study. Reward
and environment is important factor to influence the job satisfaction (Athar, 2014).

In this study shows the relationship between non-monetary incentive, job satisfaction and employee
performance. In this study motivate to increase the non-monetary rewards to motivate the employee. When
an organization motivate through non-monetary reward then automatically increase the job satisfaction. In
this study use direct simple linear relationship with job satisfaction (WAN, 2013).

In this research the researcher shows the relationship to influence the productivity level among reward with
job satisfaction. In this study the researcher is conducted agriculture sector because agriculture is one of the
most important factor in any country.in this researcher the researcher used the software SPSS (Peter, 2013).
This study shows the relation between training and development and its impact on job satisfaction. This
researcher is conducted at Pakistan international Airline. The method of collection data used Questioner.
The objective of this study develop management style through training (Arif, 2015).

In this study we explore the relationship organization culture and its impact on job satisfaction. in this study
the researcher defines the Education system in devolving countries is low as compare as developed
countries. The data is collected in this study is city of Lahore. The data collected from 347 respondents

which is teacher s as Educational institutions. Regression analysis is used to check the effect of
organization culture on job satisfaction (Pirzada, 2013).

Research Model

Job Satisfaction — Employee Performance

Hypotheses
H1. There is a positive and significant relationship between job satisfaction and employee performance.
Methodology

Researcher use descriptive research method to find out the impact of the variables. Quantitative method is
applied for the analysis of the data. Researcher collected form population by questionnaire.
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Population

Private and public sector college teachers are selected as a population. In which researcher collect data
from manufacturing process department employee. Present study consists with the sample size of 200
respondents.

Sampling Technique

Different research techniques are used to collect data. These techniques are probability and Non-probability
sampling. In this paper researcher use simple random sampling which is a type of probability sampling to
collect data.

Research instrument

Questionnaire are used as research instrument.

Data Analysis

Researcher use different programs to analyze the data.
These programs are:

e  Statistical Package for Social Sciences(SPSS)
e Mini Tab
e AMOS
e Eviews
Findings

Statistical package for social sciences (SPSS) use for analyze the data in this study.
Reliability

Before study results analysis the reliability of the questions of independent variable and dependent variable
was calculated. The reliability of an amount shows that the degree to which it is without error and also
guarantee consistent measurements across time and various items in the instrument. For all questions
Cronbach’s Alpha coefficient of .888 was calculated.

Reliability Statistics
Cronbach's Alpha N of Items

.888 20

Demographic Statistics

There are four demographic aspects are discussed in this study the first is gender and the second is job title
third job duration and four is age. Two values are given to gender 1 is for male and 2 is for female. Two
values are given to job title 1 is for 17 scale employees and 2is for 18 scale employees. In job duration
three value is given 1 is for 1-5, 2 is for 6-10 and 3 is given to 11-15. In age factor two values are given 1 is
given to 15-30, 2 is given to 31-45, 3is given to above 45.
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Gender
Frequency Percent
Male 77 77
Female 23 23
Total 100 100.0
Correlation

Correlations

Job satisfaction performance
Pearson Correlation 1 4217
Job satisfaction Sig. (2-tailed) .000
N 104 104
Pearson Correlation 4217 1
performance Sig. (2-tailed) .000
N 104 104

The above Table showed the results of Pearson Correlation. The results indicate that overall relationship
between Job satisfaction and employee performance. The results show that Job satisfaction have positive

correlation with employee performance (r=.421, p<0.01). So, H1 shows that there is a positive relationship
between Job satisfaction and employee performance.

Regression
Model Summary
Model R R Square Adjusted R Square Std. Error of the
Estimate
1 4218 177 169 .39367
a. Predictors: (Constant), Job satisfaction
ANOVA
Model Sum of Squares Df Mean Square F Sig.
Regression 3.401 1 3.401 21.945 .000°
1 Residual 15.808 102 155
Total 19.209 103
a. Dependent Variable: performance
b. Predictors: (Constant), Job satisfaction
Coefficients
Model Unstandardized Coefficients | Standardized T Sig.
Coefficients
B Std. Error Beta
(Constant) 1.738 577 3.014 .003
Job satisfaction .603 129 421 4.685 .000
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Conclusion

It is concluded that this study shows the relationship between dependent variable (Employee Performance)
and independent variables (Career Planning, Training, Compensation, and Performance appraisal system).
The questionnaire is used to collect data from population. Sample size 200 is selected. Furthermore, five-
point Likert scale is used. The two variables (Compensation, CP) show the significant results and two
(Training, PAS) variables show insignificant results with Employee performance.

Limitations and Future Research Directions

This research has a limited context. Thirteen Public universities and colleges are including for Research.
This research is taken in Okara, Punjab Pakistan. For future researcher it is recommended that this research
was taken in Okara so it may be extending to other cities. Also recommended that this research not
included all variables are not included. Like environment effect employee performance and also supervisor
behavior. Also the two variables show insignificant result in future researcher makes it significant in other
Areas.
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