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Abstract. 
The aim of the present research was to study the effect of job satisfaction on the performance of employees working in private sector organizations of Peshawar, Pakistan. For that purpose, one hundred and eighty employees (N = 180) were selected as a sample from private organizations of Peshawar. An equal number of employees, i.e., (n = 60), were selected through random sampling method from three types of organizations, viz., hospitals, banks, and universities. A Minnesota Satisfaction Questionnaire (MSQ-short form) developed by Weiss et al. (1967) and a self-constructed Performance Evaluation Form (PRF) were used as instruments for the study. Initially, the reliability statistics of both the instruments was calculated to know the significance of the scales. According to the findings of the study, the type of occupation has been shown significant correlation with job satisfaction. Similarly, the positive relationship of job satisfaction with performance of employees was also confirmed. Therefore, it is concluded from the study that satisfied employees were better in performance as compared to dissatisfied employees, thus contributing significant role in the uplifting of their organizations. As there are unstable economic and political conditions of Peshawar, it is therefore necessary for every organization to make their employees motivated and satisfied towards high performance by adopting different techniques and methods.

1. Introduction
Job is one of the important elements of people’s life. Their living style and their social lives depend on their jobs. Therefore, it is necessary for every organization to have satisfied workforce. Nowadays, private sector plays significant role in uplifting the economy of Pakistan. They are not only providing good services but are also providing job opportunities to a large group of people. Keeping in view the contribution of private sector in the society and the significant role of job satisfaction in order to improve the employees’ performance, the aim of the present study is to know the job satisfaction of employees and its relationship with the performance level.
There is a general understanding that the overall productivity and success of an organization depends on the effective and efficient performance of employees [1, 2] and that better performance depends on the employees’ job satisfaction [3–5]. For that purpose, researchers have identified various aspects of job satisfaction, its relative importance, and its relationship with performance and productivity.
Job satisfaction is the positive and negative feelings of an employee towards his job or it is the amount of happiness connected with the job [4]. Therefore, job satisfaction is one of the most widely spread researched topics in the field of organizational psychology [6]. According to Locke [7], job satisfaction is the positive and enjoyable feeling that results from the evaluation of one’s job or job experience.
It is observed from the previous studies that when an employee is satisfied, he will perform at his level best to achieve the organizational objectives [8]. Employees who are highly satisfied are usually regular and punctual, more productive, more committed, and more satisfied in their lives [9]. For that purpose, to boost the level of job satisfaction in order to improve performance, employees should be given the opportunities of advancement, i.e., pay scales, participation of employee in policy making, and taking efforts to increase organizational commitment [10]. Similarly, safety and good relationships with supervisor and coworkers are the biggest satisfiers [11]; nature of the job, way of supervision, job security, recognition, and advancement are important factors for employees’ organizational commitment [12]. Likewise, participation of employees in pension, profit-sharing plans [13], and job security [14] are positively correlated with job satisfaction, whereas many studies have recommended opportunity for professional development as the biggest determinant of job satisfaction [15].
Job satisfaction is one of the complex areas, consisting various kinds of feelings and conditions. As environment becomes competitive and complex day by day, the importance of job satisfaction and its relationship with employees’ performance also increases. The aim of the present research is therefore to study the satisfaction and performance level of three major professions, i.e., doctors, bankers, and university teachers of Peshawar. Health, which is one of the essential industries of both public and private sectors, greatly contributes in the overall growth of nation [16]. As far as job satisfaction of doctors is concerned, Pakistan is facing various issues. Due to limited research in such industry, the present study is intended to explore the satisfaction and performance level of medical doctors working in private sector. The study conducted on doctors in Pakistan found that most of the doctors working in teaching hospitals were dissatisfied [17] due to factors, such as poor working conditions, unsatisfactory salary packages, work load, etc.
Similarly, the banking sector also plays an important role in financial and economic development of Pakistan. Few years ago, only public banks were serving the people of the country, but now with the wave of challenging, competitive market and globalization, private banks also entered in Pakistani market [18]. As banking industry is one of the most demanding industries, the employees working in banks are under constant pressure to meet the challenges of the dynamic environment. Job satisfaction is the only way to motivate them towards high level performance [18].
As far as university teachers are concerned, who are considered the backbone of country are also going through constant stress due to unclear political, economic, and educational policies. In Pakistan, teachers are facing a lot of issues which are not properly addressed due to which job dissatisfaction and poor performance result. Many studies confirmed that higher job satisfaction can only lead towards higher performance [19–21].
Hence, managers, human resource department, or employers must develop strategies that provide good working environment to increase job satisfaction which in turn leads towards highest level of performance and productivity.
1.1. Significance of the Study
The meaning of employment for people in Pakistan has changed over the past decades. Today employees not only need extrinsic satisfaction but also demand psychological or intrinsic satisfaction from their jobs. This study will greatly help the readers to know the satisfaction and performance level of employees of private organizations, Peshawar, by using Minnesota Satisfaction Questionnaire (MSQ-short form) and Performance Evaluation Form (PEF). More, importantly, the present research was the first attempt to study highly educated employees from three different organizational setups of private sector, viz., hospitals, banks, and universities of Peshawar, Pakistan. The reason behind the selection of such type of professions was that, in cities like Peshawar, which is one of the underdeveloped and conservative cities, the abovementioned professions are considered the most prestigious and respected professions. The people belonging to these fields are highly educated, having good conduct and well-groomed personalities; therefore, the researcher has preferred to compare their job satisfaction in relation to performance. Furthermore, their educational background is somewhat same, therefore it is more preferable to select these professions rather than other office workers who have different educational setup. The findings of the present study are expected to show the positive correlation of job satisfaction with employees’ performance.
1.2. Objectives of the Study
(1)To study the job satisfaction of employees in relation to three types of occupation(2)To know the positive effect of job satisfaction on performance of employees working in private organizations of Peshawar1.3. Hypothesis of the Study
(1)Satisfied employees tend to perform more efficiently at work place as compared to dissatisfied employees(2)Type of occupation affects the satisfaction level of employees2. Method
2.1. Sample
Employees of private organizations, Peshawar, i.e., hospitals, banks, and universities, were selected as a sample for conducting the study. As mentioned before that these three professions are considered the cream of the society, their level of education, scale, salary packages, and other benefits are somewhat alike as compared to other office workers. The sample comprised 180 employees (N = 180) of private organizations of Peshawar which were selected on the basis of random sampling technique. Equal number of employees were randomly selected from each type of organization, n = 60. Both the genders were equally represented in the study, i.e., n = 30 males and n = 30 females. There are a number of private organizations serving in Peshawar, Pakistan, but the reason behind the selection of such a small sample was that, only registered private organizations were selected for the study. Along with that, employees having 1 to 10 years of job experience with minimum age of 25 to 40 years and having education of sixteen years or more were included in the sample which also shrinks the size of the sample. Another reason of selecting such a small sample was that, Peshawar is comparatively a small city with extremely unstable economic and political environment; in such circumstances, it was very difficult to approach employees and their respective boss/employers of different organizations for collecting the data. As the sample was belonging to an educated class, the questionnaires were properly filled by them.
2.2. Measuring Instruments
2.2.1. Minnesota Satisfaction Questionnaire (MSQ-Short Form)
Minnesota Satisfaction Questionnaire (MSQ-short form) is a standardized scale and is especially designed to measure intrinsic and extrinsic job factors of employees [6, 22]. MSQ-short form was developed by Weiss, Dawis, England, and Lofquist in 1967. MSQ-short form has 20 items included, activity, responsibility, variety, social status, supervision of human relations, technical supervision, moral values, security, social service, authority, ability utilization, company policy, compensation, advancement, independence, creativity, working conditions, coworkers, recognition, and achievement. MSQ-short form is a 5-point Likert scale, responses of which range from 1 (very satisfied) to 5 (very dissatisfied). Reliability value of the scale is reported under results section.
2.2.2. Performance Evaluation Form
To measure the performance of employees, a self-constructed Performance Evaluation Form was developed by the researcher while considering standard scale construction procedure outlined in psychometric literature. The final draft consisted of factors including quality, knowledge of the job, productivity, adaptability and flexibility, initiative and resourcefulness, dependability, judgment and policy making, interpersonal relations, leadership abilities, and other performance factors. The items were rated with 5-point Likert scale. It has also consisted demographic data sheet which is as follows:
(1) Demographic Data Sheet. Demographic data comprise of information regarding age, gender, occupation, educational background, experience, family type, and marital status.
2.3. Procedure
Initially, formal permission was taken from the heads of the organizations to allow the researcher to access the employees of the stated organizations. Then, the subjects were randomly selected and consent was obtained.
After sample selection, Minnesota Satisfaction Questionnaire (MSQ-short form) was administered on the employees while Performance Evaluation Form (PRF) was administered on their respective heads/administrators of the organizations. Both of the scales were personally distributed among the employees and their immediate heads. While collecting the questionnaires from the respondents, the surety was given that the name of the employees as well as organization was treated confidential.
3. Results
Results along with description of tables are presented as follows:
In order to calculate the reliability statistics, Guttman split-half coefficient computed and found robust, r2 = 0.903. The obtained mean value for the two forms [Mpart 1 = 4.01 and Mpart 2 = 3.98] showed negligible variance and high correlation coefficient of the two forms, r2 = 8.45. Therefore, it is found that the scale is highly reliable.
Table 1 shows the reliability statistics of self-constructed Performance Evaluation Form developed by the researcher. According to the result, Guttman split-half coefficient computed and found robust, r2 = 0.903. The mean value obtained for the two forms [Mpart 1 = 4.01 and Mpart 2 = 3.98] obtained negligible variance and high correlation coefficient of the two forms, r2 = 8.45. Therefore, it is safely concluded that the scale is found highly reliable.
Table 1: Reliability statistics of Performance Evaluation Form.
	

	Scales	Items	Scale statistics	Reliability statistics
	Mean	Variance	Cronbach’s alpha	Correlation between forms	Guttman split-half coefficient
	

	Part 1	18	4.011	0.626	0.929	0.845	0.903
	

	Part 2	18	3.983	0.894	 	 	 
	36	3.997	0.562	 	 	 
	



Table 2 presents the descriptive statistics and difference between the means on age and experience of satisfied and dissatisfied population. Although there exists a slight difference between the mean ages of the satisfied and dissatisfied individuals, yet this difference is not found statistically significant [t (178, 180)1.759, ]. On the other hand, when the two groups were compared on experience, satisfied individuals were significantly more experienced than dissatisfied population [t (178, 180)2.786, ].
Table 2: Descriptive statistics and difference between the mean on age and experience by job satisfaction.
	

	 	Groups based on satisfaction	N	Mean	Std. deviation	Diff. between the means	t-value	Sig
	

	Age of employee	Satisfied	116	31.51	6.317	1.571	1.759	0.080
	Dissatisfied	64	29.94	4.486	 	 	 
	

	Employees’ experience	Satisfied	116	4.91	3.434	1.405	2.786	0.006
	Dissatisfied	64	3.50	2.851	 	 	 
	



Table 3 shows the satisfaction level of employees based on qualification. According to the findings, almost half of the satisfied respondents (47.8%) had completed approximately sixteen years of education (MA/MSc/MBBS) and were identified satisfied. However, only 27.2% of the respondents having sixteen years of education (MA/MSc/MBBS) were identified as dissatisfied. Similarly, 16.7% of the respondents who had completed more than sixteen years of education (MS/M.Phil/Ph.D) or any higher degree was satisfied from their jobs while 8.3% of the respondents who had completed more than sixteen years of education (MS/M.Phil/Ph.D or any higher degree) were dissatisfied from their jobs. Though the percentage of satisfied employees who have completed sixteen years of education was high as compared to those employees who had higher degree, yet this difference is not found significant as the chi-square value does not fall in the critical region at alpha 0.05. It is, therefore, concluded that qualification of employees has insignificant relationship with job satisfaction. So, the critical region value for chi-square is 0.129 with level of difference = 1. Therefore, the null hypothesis is accepted and the data shows insignificant results, X2 (1, n = 180)0.129, .
Table 3: Level of job satisfaction in relation to qualification of the employees.
	

	 	 	 	Groups based on satisfaction	Total
	Satisfied	Dissatisfied
	

	Qualification of employees	MA/MSc/MBBS	Count	86	49	135
	% of total	47.8	27.2	75.0
	MS/M.Phil/higher degree	Count	30	15	45
	% of total	16.7	8.3	25.0
	

	Total	 	Count	116	64	180
	 	% of total	64.4	35.6	100.0
	


X2 (1, n = 180)0.129, .


Table 4 shows the level of satisfaction based on occupation. According to the results, the percentage of satisfied respondents working in hospitals (doctors) was 33.3% which means that all of the respondents were satisfied in their jobs. However, 27.2% of the teachers working in universities were identified as satisfied in their jobs, whereas 6.1% of the university teachers were dissatisfied. Likewise, 22.8% of the respondents working in banks were found satisfied in their jobs, while 10.6% of the bankers were dissatisfied. Therefore, it is concluded that the percentage of doctors regarding job satisfaction is greater as compared to other two groups. Thus, the difference is found significant, as the chi-square value does not fall in the critical region at alpha 0.05. Hence, the null hypothesis is rejected. Therefore, the critical region value for chi-square is 21.840 with the level of difference = 2 which shows the significant results, X2 (2, n = 180)11.316, .
Table 4: Level of job satisfaction in relation to occupation of the employees.
	

	 	 	 	Groups based on satisfaction	Total
	Satisfied	Dissatisfied
	

	Occupation of employees	Doctor	Count	60	0	60
	% of total	33.3	0.0	33.3
	Teacher	Count	49	11	60
	% of total	27.2	6.1	33.3
	Banker	Count	41	19	60
	% of total	22.8	10.6	33.3
	

	Total	 	Count	150	30	180
	 	% of total	83.3	16.7	100.0
	


X2 (2, n = 180)11.316, .


Table 5 reveals that 38.9% of the married people were found satisfied in their jobs while 21.7% of the married respondents were dissatisfied. Similarly, 25.6% of the unmarried people were identified as satisfied in their respective jobs while 13.9% were dissatisfied. Yet, this difference is not found significant, as the chi-square value does not fall in the critical region at alpha 0.05. The critical region value for chi-square is 0.006 with difference level = 1. Hence, the null hypothesis is accepted. Therefore, it is concluded that marital status of the employee had no significant relationship with their marital status, X2 (1, n = 180)0.006, .
Table 5: Level of job satisfaction in relation to marital status of the employees.
	

	 	 	 	Groups based on satisfaction	Total
	Satisfied	Dissatisfied
	

	Marital status of employees	Married	Count	70	39	109
	% of total	38.9	21.7	60.6
	Unmarried	Count	46	25	71
	% of total	25.6	13.9	39.4
	

	Total	 	Count	116	64	180
	 	% of total	64.4	35.6	100.0
	


X2 (1, n = 180)0.006, .


In the study, Table 6 identifies the percentage of satisfied and dissatisfied respondents belonging to different family systems. According to the findings, 26.7% of the respondents belonging to the nuclear families were considered satisfied in their jobs while 12.8% of the respondents were found dissatisfied. Likewise, 37.8% of the respondents belonging to the joint family system were satisfied in their respective jobs and 22.8% of the respondents were dissatisfied. Though more employees belonging to the joint family system were found satisfied in their jobs as compared to the employees who belong to the nuclear family system, yet this difference is not found significant. As the chi-square value does not fall in the critical region at alpha 0.05, therefore the critical region value for chi-square is 0.511 with difference level = 1. Hence, the data show insignificant results, X2 (1, n = 180).511,  with the acceptance of null hypothesis.
Table 6: Level of job satisfaction in relation to family system of employees.
	

	 	 	 	Groups based on satisfaction	Total
	Satisfied	Dissatisfied
	

	Family system of employees	Nuclear family	Count	48	23	71
	 	% of total	26.7	12.8	39.4
	Joint family	Count	68	41	109
	 	% of total	37.8	22.8	60.6
	

	Total	 	Count	116	64	180
	 	% of total	64.4	35.6	100.0
	


X2 (1, n = 180)0.511, .


According to Table 7, the percentage of male employees who were satisfied in their jobs was 31.1% while 18.9% of the male employees were dissatisfied in their jobs. Similarly, most of the female population (33.3%) were satisfied in their jobs while 16.7% of the female respondents were identified as dissatisfied. Although more women than men were found satisfied in their respective jobs, yet this difference is not found significant. As the chi-square value does not fall in the critical region at alpha 0.05, it is, therefore, concluded that both men and women were equally satisfied in their respective jobs. Hence, the null hypothesis is accepted. The critical region value for chi-square is 0.388 with difference level = 1 which shows that there is no significant relationship of employees’ gender with level of satisfaction, X2 (1, n = 180)0.388, .
Table 7: Level of job satisfaction in relation to gender of employees.
	

	 	 	 	Groups based on satisfaction	Total
	Satisfied	Dissatisfied
	

	Gender of employees	Male	Count	56	34	90
	 	% of total	31.1	18.9	50.0
	Female	Count	60	30	90
	 	% of total	33.3	16.7	50.0
	

	Total	 	Count	116	64	180
	 	% of total	64.4	35.6	100.0
	


X2 (1, n = 180)0.388, .


Table 8 shows the descriptive statistics of the components of Performance Evaluation Form by level of job satisfaction. According to the result, box’s test of equality of covariance matrices showed the observed covariance matrices of the dependent variables that are not found equal across groups, F (df1 = 55, df2 = 56737.944, n = 180) 1.362, . Therefore, when performance markers were accounted for and analyzed for groups classified on the level of job satisfaction, there a very partial standard deviation difference between each of the performance components within groups was found.
Table 8: Descriptive statistics on components of Performance Evaluation Form by level of job satisfaction for N = 180.
	

	 	Groups based on satisfaction	Mean	Std. deviation	N
	

	Quality of work	Satisfied	7.61	1.763	116
	Dissatisfied	6.23	1.581	64
	Total	7.12	1.821	180
	

	Knowledge of job	Satisfied	7.94	1.500	116
	Dissatisfied	6.25	1.533	64
	Total	7.34	1.711	180
	

	Productivity	Satisfied	22.89	3.736	116
	Dissatisfied	18.08	4.668	64
	Total	21.18	4.687	180
	

	Adaptability	Satisfied	11.34	1.921	116
	Dissatisfied	8.59	2.422	64
	Total	10.37	2.485	180
	

	Dependability	Satisfied	11.68	2.244	116
	Dissatisfied	8.89	2.385	64
	Total	10.69	2.652	180
	

	Judgment	Satisfied	10.98	2.246	116
	Dissatisfied	9.06	2.468	64
	Total	10.30	2.497	180
	

	Initiative and resourcefulness	Satisfied	15.16	2.955	116
	Dissatisfied	11.97	3.266	64
	Total	14.03	3.423	180
	

	Leadership qualities	Satisfied	18.79	3.194	116
	Dissatisfied	15.00	3.625	64
	Total	17.44	3.807	180
	

	Interpersonal relations	Satisfied	11.48	2.024	116
	Dissatisfied	9.33	2.101	64
	Total	10.72	2.292	180
	

	Other performance factors	Satisfied	19.49	3.128	116
	Dissatisfied	15.27	4.044	64
	Total	17.99	4.019	180
	


Box’s test of equality of covariance matrices, F (df1 = 55, df2 = 56737.944, n = 180) 1.362, .


Mean score on quality of work was 7.61 with SD = 1.763 for satisfied respondents while for dissatisfied respondents, mean score was 6.23 with SD = 1.581. Similarly, satisfied employees scored highest on the knowledge of job with mean of 7.94 and SD of 1.500, mean score on knowledge of job for dissatisfied was 6.25 with SD = 1.533. Similarly, mean score on productivity was 22.89 with SD = 3.736. While dissatisfied population obtained mean of 18.8 and SD of 4.668 on the basis of productivity. Likewise, adaptability variable of satisfied respondents was followed by the mean score of 11.34 with SD of 1.921. Mean score on adaptability for dissatisfied population was 8.59 with SD of 2.422. Mean score on dependability obtained by satisfied respondents was 11.68 with SD = 2.244. Mean score for dissatisfied employees was 8.89 with SD = 2.385. Likewise, satisfied employees scored highest on the quality of judgment with mean of 10.98 with score of SD, 2.246. While mean score of “judgment” for dissatisfied was identified as 9.06 and SD = 2.468. The score of mean on initiative and resourcefulness for satisfied respondents was 15.16 with SD = 2.955. While for dissatisfied respondents, the mean score was 11.97 with SD = 3.266. The observed mean score on leadership qualities for satisfied individuals was 18.79 with SD = 3.194. Similarly, the identified mean score for dissatisfied respondents was 15.00 with SD = 3.625. Similarly, satisfied employees scored highest on interpersonal relations with mean = 11.48, SD = 2.024, while mean score for dissatisfied individuals was identified as 9.33 with SD = 2.101, respectively. Mean score on other performance factors for satisfied respondents was 19.49 with SD = 3.128. Mean score of dissatisfied respondents was 15.27 with SD, 4.044 as shown by the study.
The N column in Table 9 represents descriptive statistics which shows unequal cell sizes. Therefore, Leven’s test was applied to estimate equality of error variance of the dependent variable which remained constant across the cells, defined by level of job satisfaction. Since the significant values of the test (quality of work, performance) are less than 0.05, therefore the assumption of equal variances is violated. Hence, the small differences in SD observed in the descriptive statistics in the table were due to random variation.
Table 9: Levene’s test of equality of error variances for Performance Evaluation Form by level of job satisfaction.
	

	 	F	df1	df2	Sig.
	

	Quality of work	3.928	1	178	0.049
	Knowledge of job	0.018	1	178	0.893
	Productivity	2.078	1	178	0.151
	Adaptability	1.523	1	178	0.219
	Dependability	0.007	1	178	0.935
	Judgment	0.172	1	178	0.679
	Initiative and resourcefulness	0.074	1	178	0.786
	Leadership qualities	1.290	1	178	0.258
	Interpersonal relations	0.036	1	178	0.849
	Performance	3.770	1	178	0.054
	



Table 10 shows the K matrix which represents the mean difference on Performance Evaluation Form by level of job satisfaction. The mean differences obtained on all of the components of Performance Rating Scale (PRS) by level of job satisfaction of the two groups was found significant at alpha 0.01 and thus strongly confirmed the hypothesis that satisfied employees would perform efficiently at work place if were compared to nonsatisfied employees.
Table 10: K matrix representing difference between the means on Performance Evaluation Form by level of job satisfaction for N = 180.
	

	Groups based on satisfaction, simple contrast	Dependent variable
	QW	KJ	P	A	D	J	IR	LQ	IPR	PF
	

	Dissatisfied vs. satisfied	Contrast estimate	−1.378	−1.690	−4.810	−2.751	−2.790	−1.920	−3.195	−3.793	−2.155	−4.226
	Hypothesized value	0	0	0	0	0	0	0	0	0	0
	Difference (estimate − hypothesized)	−1.378	−1.690	−4.810	−2.751	−2.790	−1.920	−3.195	−3.793	−2.155	−4.226
	Std. error	0.265	0.235	0.637	0.329	0.357	0.362	0.478	0.522	0.319	.542
	Sig.	0.000	0.000	0.000	0.000	0.000	0.000	0.000	0.000	0.000	.000
	95% confidence interval for difference	Lower bound	−1.900	−2.154	−6.067	−3.400	−3.496	−2.635	−4.138	−4.823	−2.785	−5.295
	Upper bound	−0.855	−1.225	−3.553	−2.102	−2.085	−1.205	−2.252	−2.763	−1.524	−3.156
	


Reference category = key; QW = quality of work; KJ = knowledge of job;  = productivity; A = adaptability; D = dependability; J = judgment; IR = initiative and resourcefulness; LQ = leadership qualities; IPR = interpersonal relations; PF = other performance factors.


Table 11 shows the multivariate testing technique to determine the mean difference of Performance Evaluation Form by level of job satisfaction; the analyses of multivariate test yielded four alpha values to show the difference between the means. The value of Wilks’ lambda was found robust, determining that an overall significant difference was observed on the level of performance of employees by the level of job satisfaction, F (10,180)9.526, ; Wilk’s lambda = 0.640.
Table 11: Multivariate test results for Performance Evaluation Form by level of job satisfaction.
	

	 	Value	F	Hypothesis df	Error df	Sig.	Partial squared	Eta
	

	Pillai’s trace	0.360	9.526	10.000	169.000	0.00	0.360	 
	Wilks’ lambda	0.640	9.526	10.000	169.000	0.00	0.360	 
	Hoteling’s trace	0.564	9.526	10.000	169.000	0.00	0.360	 
	Roy’s largest root	0.564	9.526	10.000	169.000	0.00	0.360	 
	



4. Discussion
The present research was conducted to study the relationship of job satisfaction with performance of employees of private organizations, Peshawar. In past human resource, the essential asset of every organization is ignored which leads towards job dissatisfaction. As a result, the performance of employees as well as the overall productivity of an organization had been affected. Therefore, it is necessary that employer/administrator should know the ways or reasons of job satisfaction in order to motivate the employees towards the effective and efficient performance. Hence, limited studies have been conducted on satisfaction and its effect on the performance of employees in Pakistan, especially in Peshawar, which is one of the prime issues of today’s organizations working in a competitive environment. Therefore, the main objective of the present study is to examine employees’ job satisfaction in relation to the performance of employees of private organizations, Peshawar.
Due to the increasing participation of private sector in the economy, the present research focused only on private organizations of Peshawar. For that reason, three types of organizations from private sector are selected, i.e., hospitals, banks, and universities, which is also one of the major aspects of the present research. The study consists of 180 professionals (teachers, bankers, and doctors), who were selected randomly from different private sector organizations of Peshawar.
Initially, the validity and reliability of the self-administered scale, i.e., Performance Evaluation Form (PEF), were assessed. The results have shown that Cronbach’s alpha of PEF is 0.929 which shows the reliability of the scale. Another selected scale, Minnesota Satisfaction Questionnaire (MSQ-short form), is a standardized scale which is used to measure the job satisfaction of employees.
The results of the present study identify that there is no significant correlation between the qualification as well as ages of employees with their job satisfaction. Unlike the study by Sukhani and Jain [23], which shows the positive relationship of qualification with job satisfaction, the present study shows no relationship of qualification with job satisfaction. Similarly, the study by Cark et al. [24] has shown U- shaped relationship between age and job satisfaction. On the other hand, when the two groups were compared on experience, it is observed that experienced employees were significantly more satisfied in their jobs. The observed percentage of satisfied professionals working in hospitals was high as compared to the bankers and teachers and hence shows the positive correlation of occupation with satisfaction of individuals. Thus, the present research greatly supports the findings of Yusoff et al. [25], who identified that satisfaction level can vary among different occupational groups. Like the study by Azim et al. [26], who observed no statistical significance between marital status and job satisfaction, present research also concluded that marital status of the employee had no significant relationship with their job satisfaction. The present study also shows the insignificant relation of family system with job satisfaction. One of the important data shows that in private organizations of Peshawar, there is no significant relationship of employees’ gender with level of satisfaction. Hence, descriptive statistics of the current study reveals the components of Performance Evaluation Form or PRF by level of job satisfaction which shows differences in mean and standard deviation.
Researches, conducted on job satisfaction and motivation, reveal positive relationship of job satisfaction with performance of employees [27, 28]. The results of the present study also have confirmed that performance of satisfied employees is more effective as compared to dissatisfied employees and so do not compromise on work quality. Similarly, research study by Fatehi et al. [29] also shows positive correlation of work quality with job satisfaction of employees. Most of the satisfied professionals were comparatively more competent, having good quality knowledge of their tasks. Therefore, the present study agreed with the results of Loher et al. [30] who claimed that ability of doing variety of things for task completion or having task-related knowledge is closely related with the job satisfaction of individuals.
The present study also confirmed that satisfied respondents were comparatively more productive, spent their personal resources in a more effective and constructive manner than dissatisfied employees. Therefore, the present research agreed with the study of Latif et al. [31], who also reveal positive relationship of productivity and satisfaction.
Furthermore, results of the study identified that happy employees were self-motivated and creative, having the skills of managing stressful situation properly and performing things in variety of ways. The research findings of Camelia and Marius [32] confirmed the positive relationship of employee’s ability to judge and handle stressful situation with job satisfaction. Moreover, satisfied employees have the ability to initiate new ways, ideas, and programs in order to achieve organizational goals successfully. The result findings of [33] are that lack of creativity and resourcefulness have negative effect on the efficiency of an employee.
Hence, the observed mean difference of the two groups obtained on all of the components of PEF (Performance Evaluation Form) by level of job satisfaction evaluated that the performance of satisfied respondents was more effective and efficient as compared to dissatisfied employees. Thus, we confirmed that performance decreases with the decrease in job satisfaction and increases with the increase in job satisfaction.
5. Conclusion
The study was conducted to find out the link between job satisfaction and performance of employees working in private organizations of Peshawar, Pakistan. While studying the relationship of job satisfaction with different variables such as qualification, gender, occupation, family system, and marital status, it is concluded that job satisfaction has no significant association with gender, qualification, and family system, as well as marital status. It is determined from the study that job satisfaction is significantly correlated with the occupation of employees. Hence, medical doctors are more satisfied in their jobs as compared to teachers and bankers. Furthermore, it is also concluded from the above results that the performance of satisfied employees is superior as compared to dissatisfied employees. Hence, the above results suggested that in order to improve the performance of employees such as quality of work, productivity, and leadership qualities, organizations should consider obvious factors of job satisfaction.
5.1. Implications
Based on the information provided by the present study, it may be helpful for the HR department to make strategies regarding job satisfaction and improved performance. Analysis of employees’ job satisfaction and its relationship with performance through MSQ and PEF can be used by the employer/administrator in order to make various organizational decisions and policies while considering their internal weaknesses and external opportunities. The present study will not only measure the job satisfaction and performance but also provide broad vision to the boss/employer about the effective utilization of their human resource.
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