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ABSTRACT 

This paper uses linear regression to examine the explanatory factors affecting employees' job satisfaction and how 

increasing job satisfaction will boost employee performance. Non-probability sampling techniques comprise the sample 

size of 160 chosen from teaching employees at the state and central universities in Uttar Pradesh. Primary data was 

collected using a questionnaire. 33 items on a Likert scale of eight general and 29 job satisfaction characteristics 

described the respondents' perceptions of their level of job satisfaction. The crucial elements of factor analysis were 

developed using Cronbach's alpha coefficient. According to the findings, employees' are delighted with their job, and 

has a significant relationship between working characteristics and a direct influence on employee performance. It 

implies that job-satisfied employees should have higher performance levels, supporting the null hypothesis, favorably 

impacting the institution's overall job performance. This article might be helpful for educational planners and decision-

makers. 
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INTRODUCTION 

Today, universities must seek out and develop new knowledge, encourage fairness and equality, and provide 

appropriate leadership in all aspects of society. Nadi (2021) defined job satisfaction as individuals’ reactions, 

attitudes, or perceptions of work. Therefore, teachers' job satisfaction is correlated with their affective attitude 

toward their profession. In contrast, the function of teacher’s satisfaction is perceived as the relationship between 

what they want from the teaching and what is offered to them (Zembylas&Papanastasiou, 2004). Amburgey (2005) 

states that job satisfaction is critical to organizational success. Knox &Anfara (2013) showed that attrition 

decreases, collegiality improves, and work performance improves when teachers are satisfied. In 2019, Pant & 

Srivastava identified the factors that affect teacher satisfaction. The study found female university teachers are 

happier at work than male university teachers, and annual pay is a key factor in determining work happiness. 

Dorasamy&Letooane (2015) examined job and career satisfaction amongst university employees. The findings 

indicate that employees are not satisfied with the training they received. Fessehatsion&Bahta (2016) conducted a 

study the factors affecting faculty job satisfaction in higher education institutions in Eritrea. The study found that 

research, coworker relations, and training and development strongly impact faculty job satisfaction in Eritrea. 

Bholane&Suryawanshi (2015) evaluated that job satisfaction among university teachers is essential for making 

effective and proper use of the numerous benefits flowed directly and indirectly through the UGC, as well as for 
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providing full service to society through the development of the nations. Khuong&Nhu (2015) observed the impacts of 

demographic, internal, and external factors on teacher job satisfaction in Vietnamese higher education. Findings showed 

that academic satisfaction varied by age and discipline and that most respondents were satisfied with their professions. The 

study also found that demographics and the internal and external university environment significantly impacted job 

satisfaction. As a result, the purpose of this study was to evaluate the dynamic changes in job satisfaction among university 

employees and to find out factors that influence employee performance. 

JOB PERFORMANCE AND JOB SATISFACTION 

Based on their study, Brayfield& Crockett (1955) found no definitive relationship between job satisfaction and 

performance. Judge, Thoresen, Bono, & Patton, (2001) observed at the same literature and identified a systematic 

relationship between job satisfaction and some job involvement and a systematic relationship between job dissatisfaction 

and other work engagement. Katzell (1957) explained the differences as mentioned above. As he pointed out, Herzberg 

described work performance in terms of absenteeism and turnover. Before analysing the dimensions involved in 

correlations between attitudes and performance, Brayfield and Crockett generalized. More importantly, only intrinsic 

factors, according to Ewen, Smith, & Hulin, (1966) might improve employee productivity. Studies based on Herzberg's 

hypothesis have been "voluminous and generally negative" because of the interest in connecting job satisfaction to 

productivity Iaffaldano&Muchinsky (1985). Methodological flaws in the motivational hygiene idea have been questioned. 

Several researchers attempted to replicate Herzberg's study while correcting methodological flaws (Ewen, 1964; Ewen, 

Smith, Hulin, & Locke, 1966; Hinrichs &Mischkind, 1967), but they were unable to verify Herzberg's findings in the 

majority of cases. In addition, King (1970) questioned Herzberg's idea on conceptual grounds. King found no fewer than 

five ideas suggested by Herzberg throughout time based on the same data, all of which had little evidence to support them 

(Ronan (1970). Successful job performance, according to Locke (1970), Wanous (1974), Lawler, Porter& Tannenbaum 

(1968), causes job satisfaction rather than the other way around. Locke (1976) found after a thorough analysis of the 

literature that job satisfaction has no direct impact on productivity. Vroom (1964) and Brayfield& Crockett (1955) both 

agree. In contrast to these findings, Petty, McGee, & Cavender (1984) concluded from a meta-analysis of the correlations 

between job satisfaction and performance that individual job satisfaction and job performance are positively associated. 

Laffaldano&Muchinskv (1985) examined the correlation between these two variables and found a positive correlation 

between work satisfaction and job performance. 

REVIEW OF LITERATURE 

Argyle (1998) measured the indication and points to specific factors that correlate between productivity and job 

satisfaction. The higher absenteeism, grievances, tardiness and employee turnover result in job dissatisfaction. Oshagbemi 

(2000) studied female academics in higher positions, where the senior lecturers, readers, and professors were more 

satisfied in their professions than male academics in similar jobs. Dunning, Heath &Suls (2004) mentioned that each 

individual has specific wants and desires that must be satisfied, which are associated with the behaviour they portray, and 

which significantly influence their choices in various areas, including their employees. Rast&Taurani (2012) evaluated that 

employee satisfaction is an emotional and sensitive response to many aspects of one's job. It is defined as “an emotional 

response that emerges from the employees' perceived fulfillment of their needs through what they feel the organisation has 

supplied”. Chen, Beck & Amos (2005) highlighted nursing faculty perceptions and job satisfaction where the directors and 

deans indicated more transformational than transactional leadership. Mrayyan (2005) analysed employee satisfaction as an 



Dynamic Changes in the Performance of Job Satisfaction Among University Employees                                                                      27 

 

www.tjprc.org                                                                                                                                                editor@tjprc.org 

affective and emotional reaction to many aspects of one's job. Nurses said they were moderately happy' in their professions 

and had a 'neutral' attitude toward their retention. Kuratko, Hornsby & Bishop (2005) observed job satisfaction as a 

mediator of the critical relationship between a corporation's environmental antecedents and corporate entrepreneurial 

actions. Butt, Rehman & Safwan (2007) recognized that job satisfaction could be high by presenting suitable career 

development programs, even without proposing high salaries to workers. It was found that the employees are positively 

satisfied with their jobs related to promotion, training, and compensation. Wright, Cropanzano&Bonett (2007) analyzed the 

employee's job performance and satisfaction, where positive well-being has a moderate association between job 

performance and job satisfaction. Karimi (2009) examined gender variations in the experience of work-family interference 

and perceived job–life satisfaction. Although work-family interference has a considerable and negative impact on male 

workers job–life satisfaction. Shrivastava &Purang (2009) compared job satisfaction of private and public sector bank 

employees. The study found that public sector bank workers are delighted with job security, fringe benefits, and the work 

environment, private sector bank employees are unsatisfied with the same factors. Abdulla, Djebarni&Mellahi (2011) 

ascertained that communications and job stress are essential predictors of job satisfaction. However, no significant 

influence on job satisfaction was observed. Calisir, Gumussoy&Iskin (2011) confirmed that job satisfaction and 

organizational commitment are factors in deciding whether or not to quit one's job. 

Lange (2012) examined personality traits, personal values, and indicators of workers, the investigation validates 

economists' arguments that autonomy and independence are the mechanisms through which self-employment contributes 

to higher levels of job satisfaction, irrespective of values or personality traits. Garg & Agarwal (2017) assessed that the 

participation of women in entrepreneurial activity makes them not only self-confident but also self-dependent. Women 

have ventured into the earlier manufacturing, trading, and service sectors, limited only to domestic jobs. It allows them to 

contribute to their economic progress and offer a better living for their families. Roy, Morton & Bhattacharya (2018) 

evaluated the importance of non-cognitive skills such as self-efficacy in explaining educational and occupational goals. 

The study found that self-efficacy is critical in Jharkhand women's educational and career aspirations and actual 

attainment. Vansteenkiste et al. (2007)studied the association between job involvement and satisfaction. The high job 

employees report more increased need satisfaction in recognition for good work done, while low job employees say lower 

need satisfaction. 

GAP OF THE STUDY 

Teachers are the backbone of society and support organizations and students in becoming competent enough to face the 

responsibility of driving their society forward. “Teachers' job satisfaction is one of the essential aspects of institutional 

dynamics,” it is widely regarded as the primary criterion for assessing a government’s effectiveness. Different works of 

literature reported several job satisfaction factors concerning doctors, nursing, entrepreneurship, bankers, and other 

relevant variables. As a result, considering employee job satisfaction and its influencing factors is essential for any 

academic position among the faculty to survive and grow. This study examines how dynamic changes in job satisfaction 

performance affect university employees.  

OBJECTIVES OF THE STUDY 

 To examine the relationship between employee job satisfaction and working characteristics. 
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 To analyze how their job satisfaction factors influence the university employee performance. 

RESEARCH METHODOLOGY 

This study used primary and secondary data as a descriptive study conducted in Uttar Pradesh's selected educational 

institution. The population of the study was teaching employees working in BHU and the PRSU to measure the data 

collected from the official report of NIRF from the university’s websites. A sample of 160 employees using a non-

probability sampling technique with a confidence range of 95 percent and a margin of error of 5%, using the entire list of 

university teachers connected entities made up the target group. The data was gathered via a self-administered 

questionnaire. The job satisfaction survey had 33 items on a Likert scale (8 general and 29 job satisfaction-related 

characteristics such as work, supervisor, pay and promotion, social status and advancement). Each facet's maximum 

average score was five, as was the total score, which indicated overall satisfaction. The study by Gholami, Talebiyan, 

Aghamiri&Mohammadian, (2012), “Cronbach's alpha value greater than 0.6 is considered high reliability and an 

acceptable index”. The validity of the questionnaire and the reliability of the current questionnaire were 0.65. The data 

were analyzed using SPSS 22.0 given mean, SD for quantitative and numbers, and percentages for categorical variables. 

The t-test was used to measure the significance of the difference between two numeric variables (two-tailed). For this 

study, correlation and regression analysis were the statistical tools applied to determine the significant relationship between 

job satisfaction factors and performance.  

RESULTS AND DISCUSSION 

Table 1.1 shows the descriptive studies of the demographic variables and job satisfaction of employees working in the 

universities. Among the 160 participants, 112 (70%) were men and 48 (30%) were women. Men reported significantly 

higher levels of job satisfaction than women (p=0.001). Participants aged 47-54 and above 55 showed higher job 

satisfaction than other groups (p=0.041). Among single people, job satisfaction was significantly influenced by marital 

status (p=0.0023). The educational level of university employees with post-graduate reported high job satisfaction 

(p=0.004). The degrees of job satisfaction differed among professional positions. The employees with associate professor 

and professor designation reported considerably more significant levels of job satisfaction than an assistant professor 

(p=0.034). The employee whose monthly income is between Rs. 1,40,001-1,65,000 and above Rs. 1,65,000 had a higher 

level of job satisfaction. Employees with a length of service between 7-9 yrs reported higher job satisfaction than others. 

Among the variables gender, age, marital status, education level, designation and monthly income, length of the services 

have no relationship with job satisfaction. 

H01: No significant relationship between employees’ job satisfaction and selected demographic variables. 

Table 1.1: Employees Working Characteristics and Differences in Job Satisfaction 

Categories Variables Numbers % (Mean ± SD) P-Value 

Gender 
Male 

Female 

112 

48 

70 

30 

4.3470 ± 0.20525 

4.3348 ± 0.20219 
0.001 

Age (yrs) 

Below 30 
31-38 

39-46 

47-54 

Above 55 

16 
85 

41 

14 

4 

10 
53.1 

25.6 

8.8 

2.5 

4.3556 ± 0.20401 
4.3314 ± 0.20401 

4.3162 ± 0.18310 

4.4310 ± 0.23338 

4.5172 ± 0.23046 

0.041 

 

Marital Status 
Single 

Married 

28 

132 

17.5 

82.5 

4.2759 ± 0.17100 

4.3576 ± 0.20783 

 

0.0023 
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Educational Level 

Post-graduate 

Ph.D. 

Ph.D. and Others 

37 

102 

21 

23.1 

63.8 

13.1 

4.3541 ± 0.18076 

4.3462 ± 0.20910 

4.3103 ± 0.22160 

0.004 

Designation 

Assistant Professor 

Associate Professor 

Professor 

93 

42 

25 

58.1 

26.3 

15.6 

4.3270 ± 0.18925 

4.3276 ± 0.20847 

4.4303 ± 0.20378 

 

0.034 

Monthly Income 

(Rs.) 

Below 65000 
65001-90000 

90001-115000 

115001-140000 

140001-165000 

Above 165000 

28 
55 

43 

16 

7 

11 

17.5 
34.4 

26.9 

10 

4.4 

6.9 

4.3498 ± 0.19364 
4.3229 ± 0.17348 

4.3192 ± 0.20936 

4.3470 ± 0.26063 

4.4975 ± 0.19390 

4.4201 ± 0.24471 

0.043 

Length of 

Service(yrs) 

 

Below 3 

4-6 

7-9 

10-12 

Above 13 

57 

66 

7 

14 

16 

35.6 

41.3 

4.4 

8.8 

10 

4.2880 ± 0.17024 

4.3537 ± 0.21837 

4.5074 ± 0.24763 

4.3768 ± 0.17133 

4.3966 ± 0.21590 

 

 

 

0.065 

Sources: Computed from Primary Data 

RELIABILITY ANALYSIS 

The reliability tests were conducted to determine the internal consistency of the employees' job satisfaction. Cronbach's 

Alpha measures the internal consistency of all the underlying statements for each questionnaire. The Cronbach's Alpha 

value greater than 0.6 is considered high reliability and an acceptable index (Pallant, 2001). The reliability statistics on job 

satisfaction of university employees' activity comprised 29 items. The Cronbach's Alpha for these items was 0.655, higher 

than 0.6, showing this factor was preferable and reliable and retained for further analysis no item was deleted to improve 

the factor reliability level. As seen in the table, Kaiser-Meyer-Olkin (KMO) is a measurement of sampling adequacy 

predictable to be >.60 and Bartlett's test of sphericity to be statistically significant(p<.00). Where the Kaiser-Meyer-Olkin 

of factors is.799 and Bartlett's test of sphericity is significant (0.00),the factor analysis of data reduction is operative for the 

present study. 

Table 2.1: Kmo and Bartlett's Test 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.791 

Bartlett's Test of Sphericity 

Approx. Chi-Square 6975.66 

df 406 

Sig. .000 

                             Sources: Analysed results of SPSS 22 

H02: All the job satisfaction factors are not equally important for employee's job performance. 

Table 3.1: Total Variance Explained 

Component 

Initial Eigen values 
Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total 

% of 

Varian

ce 

Cumul

ative 

% 

Total 

% of 

Varian

ce 

Cumula

tive % 
Total 

% of 

Varian

ce 

Cumula

tive % 

1 9.325 32.157 32.157 9.325 32.157 32.157 5.779 19.927 19.927 

2 4.96 17.103 49.26 4.96 17.103 49.26 4.737 16.334 36.261 
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3 3.62 12.482 61.742 3.62 12.482 61.742 4.068 14.029 50.29 

4 2.016 6.953 68.695 2.016 6.953 68.695 3.88 13.381 63.671 

5 1.746 6.021 74.716 1.746 6.021 74.716 3.203 11.045 74.716 

6 1.457 5.024 79.74             

7 0.966 3.331 83.071             

8 0.901 3.107 86.178             

9 0.6 2.07 88.249             

10 0.501 1.729 89.977             

11 0.461 1.589 91.566             

12 0.413 1.424 92.99             

13 0.374 1.289 94.279             

14 0.314 1.083 95.362             

15 0.257 0.885 96.247             

16 0.21 0.726 96.972             

17 0.195 0.672 97.644             

18 0.181 0.624 98.268             

19 0.126 0.435 98.704             

20 0.112 0.387 99.091             

21 0.102 0.353 99.444             

22 0.056 0.194 99.638             

23 0.037 0.129 99.767             

24 0.025 0.088 99.855             

25 0.021 0.073 99.928             

26 0.008 0.026 99.954             

27 0.007 0.025 99.98             

28 0.005 0.017 99.997             

29 0.001 0.003 100             

        Sources: Analysed results of SPSS 22 

Extractions Method: Principal Component Analysis 

FACTOR ANALYSIS OF UNIVERSITY EMPLOYEESJOB SATISFACTION 

Factor analysis by PCA method extracted 5 predominant factors from 29 items of employees job satisfaction scale. The 

varimax extractions through PCA were shown in the table. The extracted factors were 'work activities and use of skills and 

abilities, 'institutional policies', 'social responsibilities', 'pay, promotion and working condition' and 'working environment' 

which collectively accounted for 74.716% of the total variations existing in the variable set (Table 3.1). ‘work activities & 

use of skills and abilities’ was the first factor reduced using PCA containing 8 items (α = 0.848) with variables #1, #2, #3, 

#4 to #8, which contributed 19.927% of the total variations existing in the variable set. The second factor was 'institutional 

policies', which was reduced using the PCA and identified 5 items (α = 0.980) consisting of variables #9, #10, #11, #12 and 

# 13 and explained 36.261% of the total variations existing in the variable set. ‘social responsibilities’ was the third major 

factor containing 6 items (α = 0.874) which were comprised of variables #14, #15, #16, #17, #18 and #19 explained 

50.290% of the total variations existing in the variable set. ‘pay, promotion & working condition’ was the fourth major 

factor reduced using PCA containing 6 statements (α = 0.880) composed of variables #20, #21, #22, #23, #24 and #25 and 

explained 63.671% of the total variations existing in the variable set. 'working environment' was the fifth major factor 

reduced using PCA containing 4 statements (α = 0.819) composed of variables #26, #27, #28 and #29, and explained 

74.716% of the total variations existing in the variable set. The study found the extraction of communalities value of job 

satisfaction factor, followed by the highest extraction are recognition for work accomplished (0.969), institutional policy 

benefits of an institution influence your work (0.967), followed by the lowest extraction are number of working hours 
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(0.465) and inclination towards the purchase of luxuries (0.484). 

Table 3.2: Factor Loading and Communalities Value of University Employees' Job Satisfaction 

Factors Variables 
Factor 

Loadings 
Extraction 

Work activities & 

Use of skills and 

abilities 

Creativity required at every stage of my job 0.848 .746 

Not satisfied with the performance appraisal made by the 

institutions 
0.829 .727 

Healthy competition among co-workers in the institution 0.8 .805 

Relationship with superiors and co-workers are not satisfied 0.781 .829 

Competency of my co-workers 0.779 .790 

There is a policy of job rotation in my institution 0.766 .741 

My institution does not have suitable staffing (right person in the 

right position) policy 
0.724 .758 

Opportunity to learn skills 0.723 .606 

Institutional policies 

Recognition for work accomplished 0.980 .969 

Institutional policy benefits of the institution influence your 

work 
0.978 .967 

Institution fairly considers qualification and experience while 

framing policies and reward systems 
0.973 .958 

Institutional climate affect your health adversely 0.969 .949 

The financial rewards policy of my institution is not satisfactory 0.786 .661 

Social 

Responsibility 

Contribution for development of society 0.874 .818 

Creating awareness about importance of literacy 0.872 .531 

Initiative for promoting social responsibility 0.801 .724 

Helping the poor and needy 0.783 .835 

Inclination towards purchase of luxuries 0.608 .484 

Proper equipment provided for carrying out job efficiency 0.599 .669 

Pay, Promotion & 

Working condition 

The institution does not adopted a transparent and fair 

promotional policy 
0.880 .814 

Amount of salary offered 0.873 .578 

Assess the working condition(s) of the job 0.797 .653 

Flexibility in working hours 0.737 .465 

Availability of promotion opportunities 0.728 .602 

Number of working hours 0.618 .807 

Working 

environment 

Variety of job responsibility given to you that match your job 

category 
0.819 .897 

Adequate opportunity for periodic change in duties 0.818 .887 

Rewards for new ideas or suggestions 0.811 .902 

Well-being of work 0.691 .496 

Sources: Analysed results of SPSS 22 

Extractions Method: Principal Component Analysis, Rotation Method: Varimax with Kaiser Normalization 

a. Rotation Converged in 6 iterations 
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Table 4:Pearson’sCorrelation 

Pearson Correlations 

 
Performance JSF1 JSF2 JSF3 JSF4 JSF5 

Overall 

Job 

Satisfaction 

Performance 1 .460** .486** .628** -.065 -.425** .641** 

JSF1 .460** 1 .642** -.068 -.489** -.322** .548** 

JSF2 .486** .642** 1 .456** -.455** -.370** .711** 

JSF3 .628** -.068 .456** 1 .075 -.269** .580** 

JSF4 -.065 -.489** -.455** .075 1 .389** .131 

JSF5 -.425** -.322** -.370** -.269** .389** 1 .018 

Overall Job 

Satisfaction 
.641** .548** .711** .580** .131 .018 1 

Sources: Analysed results of SPSS 22 **P<0.01 *P<0.05  

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

The Pearson’s correlation coefficient was used to assess the correlation between job satisfaction factors and performance. 

The finding of the study by Ballios, Rivera &Ballios (2019), teachers' satisfaction with the supervision and job security 

offered by university officials is inversely correlated with the effectiveness of their work. According to the study, the 

performance of teachers is highly correlated with overall job satisfaction, followed by positively associated with work 

activities and use of skills and abilities (JSF1), institutional policies (JSF2), and social responsibility (JSF3) at a 0.01 

significant level. Performance and working conditions (JSF4) did not significantly affect the relationship, but the working 

environment (JSF5) is negatively correlated with performance. The present study shows that job satisfaction factors affect 

employees' performance. 

RELATIONSHIP BETWEEN JOB SATISFACTION FACTORS AND PERFORMANCE OF THE 

UNIVERSITY EMPLOYEES 

After finding the factors involved in job satisfaction the next step is determining the relationship between the performance 

and the job satisfaction factor (Pearson &Moomaw, 2005).The results of this study conflict with the findings of Cheng 

(2013),Kindergarten principals' use of empathy improved the effectiveness of teachers' work performance. Principal’s 

supervisory procedures make greater teacher performance and general development possible (Yousaf, Usman and Islam, 

2018). However, a study Faremi (2017) confirmed the conclusion and showed a substantial link between job security and 

the length of time they were professional teachers at private secondary schools in Osun state. 

As seen from Table model 1, the coefficient of determination (R2) was 0.211, indicating that 21.1% of the 

variation in the performance of the university teachers can be explained by "work activities & use of skills and 

abilities" included in the model. The coefficient determination (R2) in the model 2, 3 & 4 were 0.274, 0.706 & 0.713 

respectively. The F-value in all the four (4) models indicates that the job satisfaction factors and the performance shows 

regression was significant at a 1% level, and it is valid to draw the inference.  

The regression analysis predicted in Model 2 also inferred that performance of employees was significantly 

influenced by "institutional policies". The employee's performance will increase by 27.4 percent for every 1% increase in 

factor 1 while all other factors remain unchanged. 

In Model 3, R2 of the "social responsibility" also indicates that social responsibility factors explain 70.6% of the 
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variation in performance. 1%increasein factor 1 are unaffected, the performance will increase by 70.6 percent. 

We can also see from model 4 that the job satisfaction factor of employees was also influenced by pay, promotion 

& working condition factors. The coefficient of R2 was 0.713, which indicated that 71% of the variation in the performance 

is explained by factor 4. The performance will improve by 71% from the mean value if factor 1 is increased by 1% while 

all other factors remain unchanged. In model 5, performance is influenced by working environment factors. The co-

efficient of R2 was 0.731 indicates 73% of the variation in performance. Keeping all other factors constant, a 1% increase 

in factor 1 will increase performance by 73%.The result also shows that work activities & use of skills and abilities, 

institutional policies, social responsibility, pay, promotion &working condition, and working environment factors have a 

significant relationship with the job satisfaction factor. It also indicates the Beta values that allow researchers to compare 

the relative importance of the independent variables. Based on the values, work activities & use of skills and abilities factor 

(beta=0.762) has a more significant impact, followed by the "institutional policies factor" (beta= -0.351) which is followed 

by the "social responsibility factor" (beta=0.0.787) on performance. Furthermore, the "pay promotion & working condition 

factor" (beta=0.150) on performance which is also followed by the "working environment" (beta= -0.156), has the least 

impact on employees’ performance in the study area. Among the five-factor, work activities and use of skills and abilities, 

institutional policies, social responsibility, pay, promotion and working conditions and working environment, the most 

significant factor is social responsibility (t = 15.164) in the employees performance. The word in-role performance 

describes actions while carrying out the responsibilities and tasks listed in a job description. According to Lee et al. (2010), 

Innovative performance also includes the external performance function that is essential to an institutional success. It also 

consists of the creative solutions staff members offer to problems they face at work. Results from earlier studies by Al-

Ahmadi (2009), Vermeeren, (2014),Hayati (2012) and Mehrad (2014) asserted that job satisfaction has a significant and 

direct relationship to employee performance, implying that a job-satisfied employee is thought to have higher performance 

levels, support the null hypothesis. 

Table 5: Test of Regression Analysis between Job Satisfaction and Job Performance 

Model R R Square Beta-value t-value F-value Sig. p-value 

1 .460a .211 .762 10.193 42.341 .000 

2 .523b .274 -.351 7.698 29.556 .000 

3 .840c .706 .787 15.164 125.087 .000 

4 .844d .713 .150 14.330 96.112 .006 

5 .855e .731 -.156 13.135 83.496 .002 

       Sources: Analysed results of SPSS 22 

Significant at 5% level 

Dependent variable: - Job performance Predictor (Constant): - a.Work activities and use of skill and abilities. b. 

Institutional policies, c. Social Responsibility, d. Pay, Promotion and Working condition e. Working environment 

CONCLUSIONS 

One of the most challenging issues employers must manage today is employee job satisfaction. Even though job 

satisfaction has been the subject of countless papers and studies around the globe, Uttar Pradesh has one of the least 

researched areas in this area. Numerous studies have shown that employee job performance and job satisfaction have huge 

effects. According to the hypothesis of this study, job satisfaction and employee performance are directly associated. As a 
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result, increasing job satisfaction will also boost employee performance at the Universities. This shows that job satisfaction 

enhances employee performance significantly, which will aid the University in achieving its clear objective and goal. As a 

result, accepted the hypothesis. Also, regarding research implications, the survey provided essential facts about working 

characteristics of employees' job satisfaction, favorably impacting the institution's overall performance. However, the 

knowledge will help the institution improve employee performance policies, such as salary, learning process, student 

outcomes, personnel involvement, personnel growth & development and promotion. The study limits each scope of 

teaching employees without considering non-teaching employees. It is suggested to perform additional research to evaluate 

the factors on other institutions, including those in the public or private sectors and universities located inside or outside 

Uttar Pradesh. To compare and confirm the findings, it may be required to analyze additional data from various 

institutions. More research is needed to identify the unique components and significant differences in university employees' 

satisfaction levels.  
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