
SHIV SHAKTI 

International Journal in Multidisciplinary and Academic 
Research (SSIJMAR) 

Vol. 7, No. 2, April 2018 (ISSN 2278 – 5973) 

 

Impact of Employee job satisfaction on Organizational performance: Evidence 

from IT sector 

Dr. Uma S. Singh 

Assistant Professor, Department of Commerce, ARSD College, University of Delhi 

 

Abstract 
The study empirically examines the impact of employee’sjob satisfaction on 

organizational performance of selected Information Technology (IT) companies in 

Delhi/NCR. It identifies that employee’s job satisfaction is vital for improved 

organizational performance.  The specific objectives were to determine the influence of 

employees immediate supervisors factors on job satisfaction, examine the impact of  

employee personal characteristics factors on employee job satisfaction, understand the 

influence of employee career advancement and  pay package on employee job 

satisfaction and  to explore the relationship between job satisfaction and organizational 

performance.  For the purpose six IT companies were selected and used for the study. 

Data was collected through a structured questionnaire administered to 150 

respondents, of which 135 were found to be usable. A simple random sampling 

technique was applied and the data was analyzed using SPSS version 20.0. Descriptive 

statistics-frequency distributions and percentages and Inferential Statistics-Regressions 

analysis were used. Among the three factors identified for job satisfaction, employee’s 

personal characteristics were identified to be the most influential followed by career 

advancement and promotion avenues and then immediate supervision factors.  The 

result of the study clearly explains the “relationship between employees’ job satisfaction 

and organizational performance in both directions, but with weak intensity. While 

detailed analysis explained that the relation between job satisfaction and organizational 



performance is stronger than the connection between organizational performance and 

job satisfaction.” 

Based on overall research findings, it can very well be concluded that there is a strong 

positive relationship between employee job satisfaction and organizational performance. 

Also it can be stated that job satisfaction determines organizational performance, rather 

than organizational performance determining job satisfaction. 

Key Words: Employee job satisfaction, organizational performance, employee 

supervision, employee personal characteristics, Career advancement and promotion.  

Introduction 

Organizations can achieve strategic goals through its workforce efforts. It is widely 

believed that employees are the organization‟s most valuable assets. Organization‟s 

performance depends upon a number of factors and among them the widely recognized 

is performance of its workforce and this has bearing with employee job satisfaction. 

Satisfied employees create and deliver value out of other organizational resources. 

Employee‟s satisfaction is a central concern particularly in the booming Information 

technology industry, and improvement of employee satisfaction becomes critical 

because it is a key to business success of any organization. 

The Information Technology (IT) Sector operates in a highly volatile and turbulent 

environment. “The employees face immense pressure to excel in their performancein 

this highly unstable and competitive environment. Thus they are compelled to develop 

and implement strategies for improving their performance (Yee, Yeung & Cheng, 

2008)”. One such strategy is to have employees who are extremelycontented with their 

work (Okanya, 2007). “This emphasis organizationin recognizing and enhancing all 

components of work linked to higher levels of employee satisfaction. At the same time, 

organizations need to identify and lessen the effects of those factors associated with 

high levels of employee dissatisfaction (Ferguson, Ashcroft & Hassell, 2011)”. 

The study intends to understand and analyze the underlying relationship between 

employee satisfaction and organizational performance. Itwill provide the IT sector the 

basis and the need to ensure employee job satisfaction to promote their job 

performance. As organization performance depends on employee performance, the 

study will proposes in highlighting, developing and implementing strategies that can 



bring about employee job satisfaction. Further, it will contribute to existing knowledge in 

employee job satisfaction and employee performance. The job satisfaction factors 

identified for the purpose are employee immediate supervisor factors, employee 

personal characteristics, and employee career advancement and promotion factors. 

Their impact is identified on job satisfaction which serves as an independent variable 

while organizational performance serves as dependent variables . 

Review of Literature 

Employee job satisfaction is often connected with how people think, feel and observe 

their jobs (Spector, 1997). Robbins and Coulter (2010), defined job satisfaction as “the 

general behavior and employees‟ attitudes towards their job”. Locke (1976), defined job 

satisfaction as “enjoyable emotion state that ensures that an employee feels 

appreciated for what he/she has done”. According to Lai Wan (2007), employee 

satisfaction is an essential target for any organization to realize or achieve either in 

short run or in long run. Low level of employee satisfaction generates high employee 

turnover and the turnover intention is the desire to leave an organization (Saghir, Asad 

& Ishtiaq, (2015). It also reflected in leaving a department of a company (Tett & Meyer, 

1993). According to Allen & Grisaffe (2011), loyalty is a psychological state and it 

illustrate the association of an employee with the organization for which he works and 

that has influence on his decision to stay with the organization. 

Job satisfaction plays a very significant role to accomplish organizational performance. 

However, “organizational productiveness and execution are achieved by fulfilling 

employees and being sensitive to both their physiological and psychological needs. 

Dekoulou (2017)” asserts that there's an undeniable relationship between essential 

worker fulfillment with the organization's financial and marketplace 

performance.Employee‟s satisfaction is critical to the success of any organization. 

Organizations should therefore strive to invest resources into schemes/ activities that 

enhance job satisfaction and their performance. Where there is employee job 

satisfaction, there is bound to be low employee turnover and high employee 

commitment and loyalty.  Satisfied employees are assets to the success of an 

organization.  



A number of studies on the subject have shown that improving employee job 

satisfaction always is a wise investment for any organization. The primary reason is of 

course that happy and contended employees will yield better results.Organizational 

performance cannot be viewed as a simple sum of individual performances. Although 

results from many studies suggest the existence of positive correlation between 

employee job satisfaction and individual performances (Brayfield & Crockett, 1955; 

Goslin, 2005; Harter, Schmidt, & Keyes, 2003; Judge, Thoresen, Bono, & Patton, 2001;   

Tait, Padgett, & Baldwin, 1989)but the case with the relationship among them is more 

complex. Organizational performance is a multidimensional concept and is influenced 

by factors which are both internal and external to any organization. 

Qasim et al (2012), described that “money related rewards have significant impact on 

work satisfaction. The growing needs of people with high living costs drive employees 

searching for higher pay that can guarantee their future and life satisfaction. Also, in the 

occasion that people acknowledge they are not repaid well henceforth a condition of 

enthusiastic disillusionment will be made. These energetic mistakes will create and 

gather after some time subsequently make employees gloomy and unsatisfied working 

for the organization”. 

 

Chengedzai Mafini and David R.I. Pooe (2013) in their study on „The relationship 

between employee contentment and organizational performance: Evidence from a 

South African government department‟ endorses the notion that a satisfied workforce 

could be the key to enhanced organizational performance. among the factors identified 

team work, autonomy and creativity enhanced job satisfaction which further showed a 

positive relationship to improved performance.  

Anil Kumar (2015) indicates that in order to motivate the workers to increase their 

efficiency the management should adopt measures to evaluate the merit of the workers 

and make them feel that their merit is appreciated by the management. 

Ashraf Shikdar & Biman Das (2015), concluded “Worker satisfaction improved 

significantly as a consequence of the provision of participative standards with 

performance feedback in a repetitive industrial production task. The maximum 
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improvement in worker satisfaction was found for the participative standard and 

feedback condition. Only this condition had a significant positive effect on worker job 

attitudes. Monetary incentive, when provided with an assigned or participative standard 

with feedback, added no incremental worker satisfaction or job attitudes gain. The 

participative standard with feedback condition emerges as the optimum strategy for 

improving worker satisfaction and job attitudes in a repetitive industrial production task.” 

Dekoulou (2017) in his study on “Measuring the Impact of Learning Organization on Job 

Satisfaction and Individual Performance in Greek Advertising Sector‟ affirms that there's 

a compelling relationship between essential worker fulfillment with the organizations 

financial and marketplace performance”.  The study further inferred that employee 

fulfillment, conduct and turnover as important outcomes in promoting employee 

efficiency whereas   unpleasant working environment conditions can likewise prompt a 

lower efficiency propagating poor organizational performance. 

Ghaffari et al (2017) acknowledged that “increment of salary established the value of 

promotion. Promotion provides a set of patterns that defined in the employment bond. In 

the modem business world, promotion is one of incentive that makes employee 

productive participant in the organization which definitely influences thee organizational 

performance”. However, promotion focuses as an employee‟s external environment 

factor, therefore, it is found that it is more committed other than any other fixed income 

on job satisfaction. 

 

Janes O. Samwel(2018) “focused  is to understand the extent to which employees in 

solar energy companies are satisfied with their work and how that satisfaction supports 

their commitment and organizational performance.  The study recommended that more 

effort should be exerted on employees‟ promotion and career/employee development as 

it is one of the best ways of enhancing employees‟ commitment and organizational 

performance.” 

Laosebikan,  Odepidan,  Adetunji,. & Aderinto (2018) in their study on “Job Satisfaction 

on Employees Performance in Selected Microfinance Banks, concludes that job 

satisfaction has impact on employee performance. Employee job satisfaction facilitated 



employee willingness to perform, impacted on higher employee performance, influenced 

employees commitment to work and facilitated employee output”. 

Janes O. Samwel(2018) focused  is to “understand the extent to which employees in 

solar energy companies are satisfied with their work and how that satisfaction supports 

their commitment and organizational performance.  The study recommended that more 

effort should be exerted on employees‟ promotion and career/employee development as 

it is one of the best ways of enhancing employees‟ commitment and organizational 

performance”. 

Objectives 

1. To examine the impact employee immediate supervisor‟s factors on employee 

job satisfaction ; 

2. To determine the influence of employee personal characteristics on employee job 

satisfaction; 

3. To understand the impact of employee career advancement & promotion factors 

on employee job satisfaction; 

4.  To understand the relationship between employee job satisfaction and 

organizational performance  

Hypotheses 

The following hypotheses were formulated and tested for the study:  

Ho1: There is no significant relationship between employee‟s immediate supervisor 

factors and employee job satisfaction. 

 Ho2: There is no significant relationship between employee personal characteristics 

factors and employee job satisfaction.  

Ho3: There is no significant relationship between employee career advancement and 

promotion factors and employee job satisfaction. 

Ho4: There is no significant relationship between employee job satisfaction and 

organizational performance. 

Ho5: The independent variable employee job satisfaction does not significantly explain 

the dependent varableorganizational performance. 



 

 

 

 

The following conceptual model s proposed and studied: 

Figure 1: A Conceptual Model of Employee job satisfaction and Organizational 

Performance 

 

 

 

 

 

 

Scope of the study 

The study is confined only to the employees working in selected Information Technology 

(IT)/ software companies across Delhi/NCR. For the purpose the data was collected 

from employees of middle level across 6 companies namely- HCL Technologies Ltd, 

Adobe Systems India Pvt. Ltd, Ericson India Global Services Pvt ltd, FCS Computer 

systems Pvt ltd, Absolute data Research and analytics Pvt ltd and  Data world 

Information Systems Pvt ltd. The aim of the study is to understand the antecedents of 

employee job satisfaction of employees and its impact on the organizational 

performance.In all 150 questionnaires were sent across to gather the information but 

only 135 were found to be complete for further analysis.  

 

Research Methodology 

Employee’s Supervisor factors 

Employee’s personal 

characteristics 

Employee’s career advancement 

& promotion factors 

Employee Job 

Satisfaction 

Organizational 

performance 



The study adopts a descriptive correlational survey research design wherein data was 

collected using structured questionnaire. The questionnaire comprised of three sections 

in all i.e. demographic details, Employee job satisfaction and Organizational 

performance. Total number of items in the questionnaire were 26   ( 5 demographic +12 

relating to employee job satisfaction &9 relating to organizational performance) and are 

measured using 5- point Likert scale where „1‟ was assigned for „Strongly Disagree‟ and 

„5‟ for‟ Strongly Agree‟. 

The data collected is analyzed using SPSS version 20 . The demographic factors are 

analyzed using frequencies and percentages; Scores of all dimensions are averaged in 

one main construct for both the independent variable (employee job satisfaction and 

dependent variable (organizational performance). Cronbach alpha is determined to 

measure the internal consistency of the research instrument. Correlational Analysis is 

used to examine the relationship among the variables and further Multiple Regression 

analysis is done to further investigate the relationships among them. Interpretation of 

the data is done within the framework of the objectives and hypotheses established. . 

Data analysis and Interpretation 

Data has been analyzed through Simple percentage Analysis Methods, Pearson 

correlation andmultiple regressions.  

I. Demographic Analysis 

Table 1: Respondent Demographic Profile 

S. No. Variables Characteristics Frequency  Percentage 

1 
Gender 

Male 90 67 % 

 Female 45 33% 

 

Age 

20-29 31 23 % 

2 30-39 69 51 % 

 40-49 23 17 % 

 Above 50 12 9 % 

 

Education level 

Graduate  15 11 % 

3 Post graduate 105 78 % 

 0ther 15 11 % 

 

Length of service 

Less than2 years 32 24 % 

4 2- 5 years 55 41 % 

 5-10 years 39 29 % 

 Above 10 years 9 6 % 

 
Salary/ Remuneration 

Less than 4 lakhs PA 12 9 % 

5 4 lakh- 6 lakh PA 112 83 % 



 Above 6 lakhs 11 8% 

 

Table I shows the demographic profile of the 135 respondents. Among them 67 % were 

males and 33 % females showing dominance of male employees in the companies. 

Most of them (92) are middle aged between 30-39 years and 40-49 years. Majority of 

them i.e 105 are post graduate qualified indicating that high level education is the need 

of the hour of IT sector companies.  About 70 % (94) have a considerable experience 

ranging between 2-10 years and as is evident from the findings 83 % i.e 112 employees 

are earning between 4lakhs to 6 lakhs.  

II. Reliability Analysis 

To test for stability and consistency of the variables Cronbach alpha coefficient is 

conducted which reflects how well the items in the variables are interrelated to each 

other. The results for the same are depicted in the table below: 

Table 2: Results of Cronbach Alpha Coefficient 

S.No. Variable Test Items Cronbach 
Coefficient 

1.  Independent Variables   

 Employee‟s Supervisor factors 
 

4 .832 

 Employee‟s personal characteristics 
 

4 .869 

 Employee‟s career advancement & 
promotion factors 

4 .851 

2. Dependent Variable   

 Organizational Performance 9 .883 

 

The results from the above table clearly indicate that there is good internal consistency 

of the data. A Cronbach alpha coefficient greater than 0.8 is considered  areliable  value 

and as can be seen in the table above all the variables have values greater than 0.8 

III. Correlation Analysis 
Pearson‟s coefficient of correlation was computed among the defined variables to 

determine the association and also to test the hypothesis framed.  

 



Table 3 : Pearson’s correlation between Independent variables and Employees 
job satisfaction 

 Supervision 
 

personal 
characteristics 

career 
advancement 
& promotion 

Job 
Satisfaction 

Employee’s 
Supervision 

Pearson 

correlation 
1 .252 .544** .680** 

Sig. 

(2-tailed) 
 .009 .000 .000 

N 135 135 135 135 

Employee’s 
personal 

characteristics 

Pearson 

correlation 
.252 

 
1 .567** .752** 

Sig. 

(2-tailed) 
.009  .000 .000 

N 135 135 135 135 

Employee’s 
career 

advancement 
& promotion 

Pearson 

correlation 
.544 .567** 1 .695** 

Sig. 

(2-tailed) 
.000 .000  .000 

N 135 135 135 135 

**. Correlation is significant at the 0.01 level (2-tailed). 

The results above show that there is a positive correlation among the elements with 

each other. Employees‟ personal characteristics has the highest significant positive 

correlation with job satisfaction ( r= .752,p< .000) followed by career advancement and 

promotion ( r= .695, p < .000).  Employees supervision is also significant w.r.t employee 

job satisfaction. Thus our first three null hypotheses stands rejected and we conclude 

that there is a significant relationship between employee‟s immediate supervisor, 

employee personal characteristics and employee career advancement and promotion 

on employee job satisfaction. 

To test our fourth hypothesis, correlation among the variables employee job satisfaction 

and Organizational performance were computed.  

Table 4: Pearson’s correlation between Employees job satisfaction and 
organizational performance 
 
S.No.   Employees 

job 
satisfaction 

Organisational 
Performance 

1 Employees job satisfaction Pearson 
Correlation 

1 .759** 

  Sig. (2 tailed)  .000 



  N 135 135 

2 Organisational Performance Pearson 
Correlation 

.759** 1 

  Sig. (2 tailed) .000  

  N 135 135 

 

The results of the above table clearly indicates strong positive and significant 

correlation( r= .759, p<.000) among the two variables. It clearly supports the view that 

when employees are satisfied with their jobs it gets reflected in the organisatio‟s 

performance and thus organization must make all efforts to keep the motivation morale 

and satisfaction of its employees high.  

IV. Multiple Regressions Analysis 

 For the fifth hypotheis  whether  independent variable employee job satisfaction explain 

the dependent variableorganizational performance, multi-variate regression analysis 

was performed and the table 5 and 6  below describe the model summary and the 

ANOVA results  

Table 5: Results of Regression Analysis- Model Summarty 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .786* .686 .672 4.65277 
*Predictors: Employee‟s Supervision, Employee‟s personal characteristics, Employee‟s career 

advancement & promotion 

Dependent Variable: Organizational Performance 

 

Table 6: Results of Regression Analysis: ANOVA 
 

Model 
Sum of 

Squares 
df 

Mean 

 Square 
F Sig. 

Regression 1528.446 3 408.789 43.327 .000** 

Residual 1063.593 132 6.192   

Total  135    

* Dependent Variable: Organizational performance  

** Predictors: Employee‟s Supervision, Employee‟s personal characteristics, Employee‟s career 
advancement & promotion 
 

The results from the above table highlights that the value R square .672, indicating that 

67.2% of the organizational performance is dependent on the employee job satisfaction 

factors .Thus the independent variables are significant to predict the dependent variable 



i.e organizational performance. Though job satisfaction has a higher impact on 

organizational performance rather than the other way round.  

 

Conclusion and suggestions 

Based on the analysis about employee job satisfaction the study strongly supports 

strong positive relationship with organizational performance. Personal characteristics of 

the employees are the most important factor affecting the employees‟ job satisfaction 

levels, thus highlighting intrinsic motivation to extrinsic factors.  Also in  the information 

technology sector where there is high turbulence and volatility the organization needs to 

focus on supervision for training development and career enhancement for better 

employee enhancement and retention. 

some recommendations for improving employee job satisfaction that can be adopted 

includes: 

1. Trust and respecting employees goes a long way in the association and also 

endures that they are valued by their organization. 

2. In IT sector it is very important to provide job security to the employees so as to 

reduce their levels of anxiety and increase job satisfaction. 

3. A clearly defined career path provides for hope in progression making employees 

grow and identify their potential.  

4. Competitive pay is of course the key to retaining talent but alongside the 

organization should also include health care and well being of its employees. 

 

Limitations of the study 

Several limitations associated with this study are acknowledged; 

1. The findings of the study are based on a limited sample of 135 respondents and 

are restricted only to the geographical location of  Delhi/ NCR  

2. The use of convenience sampling technique also increased the susceptibility of 

the study to sampling bias (Whitley & Kite, 2009). 



3. Job satisfaction is a wide concept and is influenced by a number of 

organizational and extra organizational factors. The study is not exhaustive and 

understands the concept from only three independent variables.  

4. Further, Employee job satisfaction is only one aspect influencing organizational 

performance.  
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