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Abstract 
Job satisfaction has been viewed in many ways, but the common idea, put forward 
in essence, by all of them is that, it is an attitude based on an effective (feeling) 
evaluative response to a job situation. In simple terms, researchers believed that a 
satisfied employee finds more to like about his or her job situation than to dislike. 
While attitude may be looked at as the pre-disposition or tendency of a person to 
evaluate some symbol, person, place, or thing in a favourable or unfavourable 
manner. Attitude constitutes a mental set of the individual to action and 
behaviour. In essence, an attitude is a state of mind which people carry in their 
heads, through which they focus on particular objects in the environment. This 
review work examined the relationship between job satisfaction, employee 
attitude, and organizational performance and productivity. The study noticed that 
satisfaction and productivity are in a circular relationship in which each affects the 
other. Also, performance leads to rewards, and if these are perceived to be 
equitable, employee satisfaction is the result. The article recommended that 
management should appreciate the role of personal factors in job satisfaction and 
productivity of employees.    
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Introduction 

High job satisfaction has been identified as a component of human resource management. 
Job satisfaction, which is frequently used interchangeably with terms like “employee 
morale”, “contentment” or “happiness”, may be desirable as an end in itself or as a means 
to some other end. In a wealthy nation, it may be argued that management has a 
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responsibility to provide jobs from which employees can receive high satisfaction. 
Additionally, if the evidence indicated that satisfied employees were more motivated and 
thus more productive employees, job satisfaction could desirably be regarded as a means 
to greater performance and productivity. The key point, regardless of why job satisfaction 
might be of interest, is that both academics and management practitioners are concerned 
with the subject of job satisfaction. 
 
Thus, job satisfaction refers to a person’s feeling of satisfaction on the job, which acts as a 
motivation to work. It is not self-satisfaction, happiness or self-contentment, but 
satisfaction on the job. It is defined as the “pleasurable emotional state resulting from the 
appraisal of one’s job as achieving or facilitating the achievement of one’s job values”. In 
contrast, job dissatisfaction is defined as “the unpleasurable emotional state resulting from 
the appraisal of one’s job as frustrating or blocking the attainment of one’s job values or as 
entailing disvalues”. However, both satisfaction and dissatisfaction according to Rao 
(2018) were seen as a function of the perceived relationship between what one perceives it 
is offering one entailing. 
 
The term relates to the total relationship between an individual and the employer for which 
he or she is paid. Satisfaction does mean the simple feeling state accompanying the 
attainment of any goal; the end state is feeling accompanying the attainment by an impulse 
of its objective. Job dissatisfaction does mean absence of motivation to work. Researchers 
differently described the factors contributing to job satisfaction and job dissatisfaction. 
They described job satisfaction as “any combination of psychological, physiological and 
environmental circumstances that cause any person truthfully to say that I am satisfied 
with my job.   
 
Studies on worker attitudes indicate that between 5 and 15 percent of the workforce are 
alienated from their jobs. They view their work as meaningless and perceive themselves 
as powerless to correct this situation. Harold and Neal (1995) observed that “if we 
acknowledge that millions of individuals are alienated from their jobs, we must deal with 
the question. Does management have a responsibility to ensure that all jobs are 
challenging, satisfying, and personally rewarding to their job incumbents. No one answer 
to this question is fully adequate. Every answer is loaded with value judgements. What is 
right or wrong is a gray area that managers of each organization must resolve for 
themselves (Gellerman, 1994). 
 
Job Satisfaction: Means or End? 

Should it be the goal of management to have satisfied workers? On the one hand, it can be 
argued that it is important that workers have a good attitude toward their work. 
Additionally, given the evidence that finds job satisfaction inversely related to absenteeism 
and turnover (Vroom, 1964), having satisfied workers may result in lower procurement 
and development costs. On the other hand, it can be argued that only behaviour counts 
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Theories of Job Satisfaction      
Job satisfaction is one of the single most researched topics in the field of human resource 
management (Locke, 1996; Rao, 1992). However, in spite of the volume of research on the 
subject theories of job satisfaction, what causes it are not developed. Most are offshoots of 
mere general motivation theories. We present a summary table of the basic tenets of the 
major approaches and consensus of opinion as to the general empirical standings of each 
in the table  
 
Table 1: A Summary Table of Theories of Job Satisfaction  

Name/Description Related 
Theory of 
Work 
Motivation 

Basic Tenet Empirical 
Support 

Two Factor or 
Motivation/Hygiene 
(Herzberg, Mausner & 
Snyderman, 1959) 

Need Theory Job satisfaction and job 
dissatisfaction are 
separate issues; 
satisfaction comes only 
from factors intrinsic to 
work itself 

 Negative 

Social comparison or facet 
satisfaction (Lawler, 
1973). 

Cognitive 
Theories 

Satisfaction depends on 
perception of job inputs, 
job characteristics, and 
job outputs relative to 
other people. 

Little  

Value Theory (Locke, 
1975) 

Need Theory Satisfaction comes from 
being able to achieve 
things one values by 
means of job 

Insufficient 
research 

Opponent process 
(Landy, 1978) 

None directly 
related 

Satisfaction varies over 
time; forces always 
acting to reduce it 

Insufficient 
research 

Subtractive or Need 
Discrepancy (Porter, 
1961) 

Need Theory Satisfaction results from 
low discrepancy 
between what person 
needs and what job 
gives. 

Little 

Instrumentality (Porter & 
Lawler, 1968) 

Expectancy 
Theory 

Satisfaction depends on 
match between 
expected and obtained 
rewards 

Little 

Source: Based on Jewell, I. N. Contemporary Industrial/Organizational Psychology p. 
452. 
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Relationship Between Job Satisfaction and Organizational Productivity 

It was traditionally believed, predominantly that because of the paternalistic attitudes 
espoused by supporters of human relations movement, that happy workers were 
productive workers; that good attitudes produce good behaviours; that high satisfaction 
was correlated with high performance. Unfortunately, research on this issue does not 
confirm that high performance follows high satisfaction. Several major investigations have 
found no appreciable relationship between satisfaction and productivity (Authur and 
Walter, 1985; Robert, 1990). But review of twenty-three separate studies by Vroom (1964) 
revealed that in all but three cases, there was a low but positive relationship between 
satisfaction and productivity; the average correlation being 0.14. Although this 
relationship is not earthshaking, it is not irrelevant; there does seem to be some 
relationship. However, it has been claimed that the relationship may be the reverse of that 
traditionally believed that is, high performance leads to high satisfaction, rather than the 
other way around (Edward and Lyman, 1997).  Thus, the concept of human relations 
assumed that high job satisfaction lead to high productivity, but later research indicated 
that this was an incorrect assumption. Satisfied workers turned out to be either high 
producers, or low producers or only average producers. The satisfaction-productivity 
relationship appeared to be quite complex being influenced by various intermediate 
factors such as rewards than an employee receives. From the various studies a general 
relationship emergencies between job satisfaction and productivity as shown in figure 1. 
 
Figure 1: Relationship of Job Satisfaction and Organizational Productivity 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Line “C” of the chart shows the condition of high productivity and low job satisfaction 
which can occur when the supervisor pushes the production through techniques of 
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scientific management such as methods study, time study, and close supervision. Line “A” 
represents a condition which believes that satisfied workers are the best workers and tries 
to keep workers happy regardless of the effects on organizational goals. In this condition, 
the workers may derive much job satisfaction, but work may not be done. The condition is 
described as “Workers are so happy that they do not feel like working” The middle line 
“B” appears to be the most desirable arrangement, where high satisfaction and high 
productivity are combined together. However, in practical situations, it is entirely possible 
to have high productivity with low satisfaction, but is highly doubtful that extremes of the 
condition can be maintained in the long run. 
 
Factors Influencing Job Satisfaction  
The following factors influence employee job satisfaction as documented by Okere (2013). 
 
1.  Sex 

While we do not have any distinct information about women workers in Nigeria so far, 
the studies in other countries have constantly shown that women workers are more 
satisfied with their jobs than men. Ghosh (1976), in his investigation in a synthetic Jewery 
manufacturing factory in Gujarat found that the girls operators have greater job 
satisfaction than boys. The boys as a group were highly discontented and the Chief 
Executive of the company was extremely unhappy about the fact that some “unruly 
elements” among the boys had formed a union to press their demands. He went to the 
extent of exclaiming that girls are much better than the boys as workers. Women have been 
generally discriminated against in job competition and pay. In such circumstances, the 
reason for greater satisfaction of women may be that they have less ambition and financial 
needs. Studies have also shown that males irrespective of the organizational levels have 
generally been found to aspire primarily for good pay, job security, and opportunity for 
advancement. Likewise, Ghosh (1992) in his study of job motivation has shown that a 
group of female nurses preferred friendly people to work with, good social position and a 
secured job as more important than pay and other factors in their jobs. 
 
2. Number of Dependents 

Study by Morse (1993) of white-collar workers in America indicated that, the more number 
of dependents one has, the less satisfaction he has with the job. Also, in a study by Sinba 
and Nair (1985), workers having to support fewer dependents, one or four, tend to have 
higher job satisfaction, while those with five or more dependents tended to be dissatisfied. 
 
3. Time on Job 

The study of Sinba and Nair (1985) showed that workers with service of three years and 
less and those with service of over six years were more satisfied than workers with service 
of four to six years. The trend, in other words, showed a relatively high job satisfaction at 
start, which dropped between the fourth and sixth years, then, rose again with greater 
length of service on the job.  
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4. Intelligence 

Some studies in U.K. and U.S. A. have shown the intelligent workers to have somewhat 
poorer work attitudes (Harrell, 1976). In an English investigation, the most intelligent girls 
employed in a chocolate factory were found to be most easily bored (Wyatt and Langdon, 
1937). Ghost (1976) found the relationship of moderate level of intelligence with job 
satisfaction among the operators in a synthetic Jeweries manufacturing plant in Gujarat. 
The more intelligent were highly discontented about the work conditions, although 
physically it was the most ideal place to work in. On an overall analysis it appears that the 
relation of intelligence to job satisfaction depends on the level and range of intelligence 
and the challenge of the job. 
 
5. Education 

Nigerian studies have generally shown that there is a tendency for the more educated 
workers to be less satisfied and conversely the less educated workers to be more satisfied. 
The trend possibly reflects the generally prevailing situation in Nigerian organizations 
where no company advancement or reward policies in relation to education exist (Okere, 
2013). 
 
6. Personality 

Studies have suggested that personality is a major cause of job satisfaction and 
dissatisfaction. Such studies have, however, not been conclusive as true measures of 
personality characteristics have not yet been fully possible. However, fairly clearer trends 
have been found regarding relationship been anxiety and neurotic personality 
characteristics and job satisfaction. From the review of the relevant studies, Harrell (1976) 
has pointed out that neurotic tendency leads to job dissatisfaction only when the job itself 
is one of greater strain. Some studies also have shown a high correlation between 
satisfaction in general and dissatisfaction. Such relationship indicates the possibility that 
the personality traits which cause general dissatisfaction off the job may also cause 
dissatisfaction on the job (Harrell, 1976). 
 
There are also studies to show that the persons who were rated high in interpersonal 
desirability by their fellow employees and high on total adjustment by supervisors have 
job satisfaction as well (Sinba and Nair, 1985). All these studies imply that there is possibly 
a personality pattern which facilitates adjustment with environment and another which 
does not. 
 
7. Type of Work 

Industrial psychologists have long considered type of work as the most important factor 
inherent in a job. Studies have shown that “variety in the job” causes greater job 
satisfaction than routine work (Harrell, 1976). Other studies have shown a majority of 
factory workers to be dissatisfied, whereas, a majority of professionals were satisfied. 
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8. Skill Required 

In one of the earlier studies, it has been recognized that where skills exists to a considerable 
degree, it tends to become the first source of satisfaction to the workman. The study also 
noted that satisfaction in conditions of work or in wages become prominent only where 
satisfaction in skill has materially decreased. The study of Sinha and Nair (1965) among 
the Indian workers has significantly higher job satisfaction than unskilled workers. Skill as 
a determinant of a job satisfaction does not operate alone. It operates together with the 
kind of work, occupational status, responsibility, length of service, personality 
characteristics, opportunity to use skill and possibly a host of other factors. 
 
9. Occupational Status 

Occupations are usually found to arrange themselves in hierarchy according to their 
relative status, prestige or values, in the particular society. Occupational status and job 
satisfaction are related but not identical with each other. Frequently, studies show that 
even when the holders of specific occupations state that they are very happy with their 
occupations, only a few of them express their willingness to enter their present occupation 
again, given a choice. The occupations which they would like to enter most often were 
those of higher status than that of their own. This occupational status is determined not 
only on the way the individual employee regards the status of his job, but also on the way 
it is regarded by others in the society whose opinion he values. At any given time, the 
occupational status which is established among people in a society may be determined 
through an investigation. Such hierarchy of occupations, according to prestige, or social 
status may be found to be fairly consistent among people in a society in general, or in a 
specific group of people in a society at any given point of time. Harrell (1976) reported that 
the students’ concept of the status of occupations remained almost constant in the United 
States from 1925 to 1948 with essentially the white collar and professional jobs prominently 
at the top of the hierarchy at all times. Grewal (1973) in his study, compared occupational 
prestige held by Indians, Ethiopians and Americans, and concluded as follows: 
1. Government occupations are placed at the top or near the top and unskilled 

occupations are placed near the bottom.  
2. Occupational prestige is not affected much by the economical and industrial 

advancement of a country. 
3. The study discards the commonly held view that the occupations placed at the 

bottom like the street sweeper, janitor or janitress have a standing in developed 
countries of the world like U.S.A. They are placed at the bottom in the same way 
as in India and Ethiopia.  

 
10. Geographical Area    
Geographical area has been found to have some bearing on satisfaction and dissatisfaction 
of workers. A study in the United States, it was found that people on the Pacific Coast were 
the most satisfied and those in the mountain states were the least satisfied (Praharaj and 
Prasad, 1993). Other studies have shown that workers in large cities are less satisfied than 
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those in smaller cities and towns (Harrell, 1976). It is however, difficult to separate the 
cause of worker’s satisfaction, and dissatisfaction on the basis of geographical area alone 
as it is inseparable from the working condition levels of industrial development, the 
political, social and economic environment, the workers’ characteristics and possibly other 
factors as well in the regions. Still taking all these factors into account, the possibility of 
regional variations attributable to geographical area cannot be fully ruled out. 
 
11. Salary and Wages 

Adequate salary and wages emerges as the most predominant preference of all the job 
factors among workmen. It is relevant to refer to findings in Sinha (1988) study of manual 
and clerical workers which revealed that wages were seldom mentioned as governing 
satisfaction, while in the discontented group, its inadequacy was looked upon as the most 
important factor behind dissatisfaction. Sinha holds that though it may be a contributory 
influence, it is not the sole determinant of the workers’ attitude.  In support of his view, 
Sinha recalls Watson’s remarks that “without in any way denying the need of many 
workers for higher wages, it may be recognized that sometimes workers, vaguely 
dissatisfied with the way things are going, know no other way of meeting the situation. 
The underlying cause of dissatisfaction may not be in the pay envelop of the time clock, 
but in the work itself”. Ganguli (1997) argues against minimizing the importance of wages 
as a factor in satisfaction. He pointed out that studies in private industries and in 
governmental organizations of workers, as well as of supervisors have brought out the 
very first place men give to remuneration. The controversy concerning financial and non-
financial factors is a pointless one. No investigator has minimized the importance of wages. 
The controversy seems to have arisen by confusing factors governing job satisfaction with 
incentives. In any case it appears that the highest importance and preference for wage and 
salary will remain with workers for some time now in under-developed countries, till the 
level of industrial development, workers education and attitudes, and the overall level of 
managerial effectiveness improve considerably (Okere, 2013). 
 
12. Security         
Job security is the most important preference out of various job factors among workers. In 
short while getting a job is of foremost importance being secured on the job is the very next 
requirement of the worker. This is understandable in the face of wide spread 
unemployment, uncertainties in the employment market and the conditions which are 
often termed as unfair labour practices. 
 
While securities is important for both the employers to provide and the employees to get, 
the other side also is important to note when overdone. The failure of a financial incentive 
scheme and reduction in production have been traced to excessive security of workers in 
a study of Indian port and dock-workers (Johari and Agarwal, 1998). 
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13. Opportunity for Advancement 

The fact that opportunity for advancement is so highly ranked may lead to the 
interpretation that every worker will want to get promotion and will feel satisfied in 
getting it. In reality, promotion is not available to the majority of workers and the changes 
become less and less as one approaches the organizational pyramid. Psychologically, 
however, the opportunity for advancement is not the view as promotion alone. It may also 
mean personal development and growth, and increase in responsibility as well. In any 
case, the organizational reality being as it is, which ultimately has to be accepted with all 
its limitations, employees expect that individual merit is rewarded and that it is related to 
a chance to advance, develop, and grow in the organization. It is said, that even where a 
person does to believe that he deserves a promotion, it is still highly important to him that 
the management is fair and consistent in promoting the best man. Otherwise, there is likely 
to be an unfavourable attitude developed in the employees. If the criteria of such reward 
are clear to the employees, through consistent and firm practices of management, the 
employees can accept it, even when it is personally somewhat frustrating. But if the 
company knowingly or unknowingly, that is, by not laying down the criterion and making 
its stand clear, leads the employees to expect advancement and then, when promotion does 
not come, attitudes are bound to become highly  unfavourable, and employer-employee 
relationship gets strained.      
 
14. Co-workers 

In Ghosh (1992) study of nurses preferences, for instance, the item friendly people to work 
with featured fairly high in the list. The study of Rao (1992) and Ganguli (1997) also shows 
that relationship with co-workers, usually considered as a hygiene, extrinsic, or 
dissatisfied factor, is considered as the most important satisfier among a group of highly 
skilled personnel. Ghosh (1992), in another study also found that friendly people to work 
with was ranked fairly high by better performers, whereas it was ranked low by poorer 
performers. 
 
15. Responsibility 

Responsibility does not usually feature independently in the list of factors people want 
most in their jobs. It however, is an important factor which possibly gets mixed up with 
factors like opportunity for advancement, type of work, freedom and challenge in job, and 
so on. In their study of job satisfaction of highly skilled personnel in private sector 
Electricity Company in Bangalore, Rao and Ganguli (1994) discovered responsibility as one 
of the more important motivator factors contributing to satisfaction. Responsibility usually 
goes with security and experience on the job, salary, type of work participation and 
involvement. In some studies, managers have been found to have higher job satisfaction 
scores than ordinary workers (Harigopal, Reddy and Chattopadhyaya 1984), implying that 
the level of satisfaction increases with level of responsibility. 
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16. Working Conditions 

Comfortable working conditions is ranked from about average to low in importance in the 
list of job factors and satisfaction. Studies show that the physical and mechanical 
conditions of work have been ranked low in preference by workmen. The overall trend 
from dissatisfaction or lesser satisfaction to greater satisfaction and greater satisfaction to 
greater satisfaction and greater satisfaction over the past decade is quite clear implying 
improvement which has taken place in working conditions over the period. The dominant 
aspirations are for temperature, ventilation, and safety with cleanliness and conditions of 
machines and tools following. The concern for better conditions of machines and tools 
appear to be greater in younger and skills workers than older workers in general, while 
the concern for safety is greater in older workers than in the younger ones.’ 
 
17. Supervision 

It is psychologically significant that the workmen need a sympathetic supervisor. This may 
imply a preference for a supervisor who helps in personal problems, does not interfere in 
work, overlook faults and lapses, is friendly and grants favours. In reality, however, the 
supervisor at times has to act contrary to these expectations if he or she has to be effective. 
He or she cannot, for instance, overlook faults and he or she has to bring about and 
establish, his or her effectiveness in spite of such actions by developing a purposeful 
relationship. Supervision is undoubtedly, one of the most important factors related to 
employee attitudes and job satisfaction. Supervision has been judged to be the most 
important single factor in determining employee attitude, satisfaction and morale in the 
two thorough studies conducted by Ganguli (1997) with Calcutta workers, and Mukherjee 
(1990) with Nagpur workers. 
 
18. Fringe Benefits 
Adequate personal benefits have been given frequently moderate ranking within some 
studies. In some of the studies, housing as one of the personal benefits has been ranked 
next to pay. Fringe benefits including housing canteen, etc are rated important to wage 
and salary. It seems apparent that the importance of fringe benefits has not been expressed 
in the past by the workers to the same extent as in recent times. However, it is also true 
that although the importance is felt, it is not expressed in clear terms. Some benefits may 
also be considered as substitutes for security. 
 
Understanding of Employee Attitudes by Executives and Labour Leaders 

Studies and experience often show that neither executives nor labour leaders have very 
accurate understanding of employee attitude and there is a tendency of assuming the 
employee attitude in the light of their own attitudes by the executives and the labour 
leaders. In a study conducted by Bose (2000) in important industries in Calcutta, India, it 
was demonstrated how the attitudes of the management were different from the attitudes 
of the employees. The employers’ actions are based on their attitudes and in cases where 
there are considerable differences between what the employees expect and what the 
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employers assume they expect, the employers’ actions are bound to be ineffective in 
obtaining required cooperation from the employees. In some cases, labour leaders 
understand employee attitudes less than did executives. 
 
Relationship Between Employee Attitude and Job Satisfaction 
Relationship between employee attitude and job satisfaction are viewed in three 
dimensions (Okere, 2013). 
 
1. Increasing Job Satisfaction: Personal factors of employees cannot be changed by 

management and that is not the job of management either. Management must, 
however, appreciate the role of personal factors in job satisfaction and 
productivity of the employees. The factors of effective selection and placement of 
employees are crucial in this respect, in order ultimately to utilize the human 
resources better. 

2. Factors Inherent in the Job: Although technically a particular location appears to 
be feasible for building a plant, it may be a source of considerable dissatisfaction 
to the employees. The company has to take steps in order to overcome such 
sources before it can expect efficient operations. Again, the size of a small firm has 
certain advantages over that of a big firm on the opportunity for employee 
satisfaction. However, the ultimate deciding factor of employee satisfaction seems 
to be the overall effectiveness of management in the organization and not the size, 
although, marginally, the small firm may have an advantage.  Thus, a small firm 
does not necessarily result into employee satisfaction by its size alone nor the size 
of a big organization by itself, invariably leads to dissatisfaction of its employees. 
The company will however, have to consolidate its managerial effectiveness before 
it expands and diversifies. In working out the process of work and formulating 
work groups, the management may consider improved ways of organization 
structuring (Dayal, 2009), and work group (Rice, 2008). Action research and group 
dynamics approach have also helped to increase employee satisfaction. Attempts 
at making the employees at all levels realize their roles and functions through 
training programmes have also helped the employees to feel a necessary part of 
the organization and the immediate work group with consequent improvement in 
the organization. 

3.  Factors Controllable by Management: It is apparent that there are many 
important factors which the management can control in order to bring about 
employee satisfaction. The issue of wages, fringe benefits and security may be 
given a serious consideration as they reflect in large measure, the real needs and 
aspiration of employee. At the same time management cannot ignore the 
importance of effective management and supervision. Otherwise, the 
predominance of expressed demands and aspiration of the employees in terms of 
wages, fringe benefits, and security will distract the attention of the management 
from its own ineffectiveness and will allow the basic source of employees 
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dissatisfaction to continue. The criteria of selection, placement, transfers and 
promotions, and rewards have been viewed with suspicious and barred by 
employees. In the first place, the employers must work out sound criteria for these 
action areas and employee must be made clear about such criteria. Also, since 
people generally like to work with others of similar background, management 
should allow choice of associates provided the basic purpose of the job is served. 
Training of supervisors and managers to make them effective leaders of their 
respective work groups is of utmost importance. The need of flow of information 
downward is important in organizations. The employees want to know about their 
work situations, and of the company and its products. As it is well put by Harrell 
(1976), “The service of giving information is cheap, its results in main better 
employees is great. The employees do not want the information by way of the 
grapevine; if possible they would like to find out from their superiors in person. 
Information obtained through the grapevine is often erroneous and detrimental to 
the company, whereas the correct information is bound to help the company in 
the long run. 

 
Methods of Finding Employee Attitudes 
In the ideal situation, management should be able to know the attitudes of employees 
through the first line supervisors and through the superiors at all other levels. When 
communication in an organization is two-way at all levels and the interpersonal contacts 
are fairly frequent, open and congenial, attitudes are easily known to the executives. It 
does not require any formal survey of attitudes. In medium and large-sized companies, 
however, supervisors may not convey any dissatisfaction of work to the boss because they 
learn to tell the boss what he wants to hear.  They are also afraid that the boss may take 
such discontent as reflections of their incompetence. So, in many cases, things appear to be 
smooth on the surface but the discontent may mount inside and may suddenly burst out 
in the open anytime in the form of unrest. In such situations a systematic survey may reveal 
the actual state of affairs and can work as a safety valve. The purpose of survey is, in a 
way, feeling the pulse of the people. 
 
Apart from asking the employees questions in a face-to-face situation or asking the 
supervisors about their subordinates’ attitudes, there are other indirect indicators like 
number of grievances, turnover, go slow, gheraos, pen-down and sit-down strikes, 
lowering of rate of production, increase in wastage, bad housekeeping, etc; which reflect 
negative work attitudes. More direct methods are interviews, questionnaires and small 
group discussions. Questionnaires and interviews are the more traditional methods, 
whereas use of group discussion is a somewhat recent innovation. All comprehensive 
attitude surveys tend to determine attitude towards job, toward company, and towards 
superior. 
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The advantage of questionnaire method is that the answers can be made to be definite and 
consequently easy to tabulate. It also involves less cost than any interview and avoids 
errors of memory. Some investors prefer interview as they think that the employees 
express themselves more freely in such a situation and there is opportunity to clarify and 
elaborate on the information elicited by such a method. There is, however, the danger of 
losing a good deal of information on the other hand, if the obtained information is not 
recorded immediately after the interview. The experience of researchers shows that when 
an atmosphere of trust is created, then either in face-to-face interview or in group 
discussions, tape recording devices can be and have been used openly without any 
detriment to the nature, extent and depth of information. 
 
The attitude survey is sometimes a very sensitive matter. Some managements think that it 
necessarily stirs up emotions and gives employees’ ideas. The survey itself can generate a 
good deal of suspicion in the minds of the employees and may invite resistance on the part 
of the employees to give free responses. It is necessary to assure the employees that the 
information given and the feelings expressed will be kept confidential and they will not be 
used against the employees’ interest. To the employees, a neutral observer, that is, an 
outside agency, appears to be more acceptable to conduct the survey, particularly when 
the morale is on the lower side.           
 
Relationship of Job Satisfaction and Organizational Performance 

Organizations exist to attain goals. An organization without goals has no purpose. As a 
result, any measure of an organization’s effectiveness must attempt to relate its actual 
performance to the standards it has established as its goals. Similarly, the only true 
measure of an individual’s effectiveness, on the job, that is, her or his value to the 
organization, is job performance. Recognizing that performance is important and has to be 
measured, how do organizations go about the task? In most cases, when clear measures of 
performance are not available, managers utilize substitutes for performance. It may be 
difficult for one to determine if you are effective on your job; however, one can tell, if you 
are at work on time, if you look busy, if you are pleasant and agreeable, or if you respect 
authority. While these characteristics may or may not have a relationship to performance, 
they are frequently easier to measure than performance per se. So what we often find in 
organizations is the use of one or more substitutes for performance rather than actual 
measures of performance. The use of substitutes by managers, especially inadequate 
substitutes, can produce considerable dysfunctional behaviour among employees. 
However, this does not stop managers from using them. 
 
Job satisfaction is a good example of an attribute that is frequently used as a substitute for 
job performance. To many people, it seems intuitively logical that satisfied or happy 
workers, being contented with their jobs, will outperform workers who are dissatisfied. 
Intuition, however, often gets us into trouble. While, there does appear to be some 
relationship between satisfaction and performance, the relationship is not definitive. As 
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long as managers utilize satisfaction as a substitute for performance and measure 
satisfaction in terms of happiness, many actions that managers take will be concerned only 
with increasing satisfaction. This can reduce absenteeism and turnover. However, 
managers who believe that making workers happy automatically makes them productive 
may be in for a rude shock. The organization may end up with a contented, loyal, and 
unproductive workforce.  
 
Conclusions  

Job satisfaction and productivity are in a circular relationship in which each affects the 
other. Also, performance leads to rewards, and if these are perceived to be equitable, 
employee satisfaction is the result. Thus, high job satisfaction and performance have been 
identified as important components of human resource management. It was 
predominantly believed that because of the paternalistic attitudes espoused by supporters 
of human relations movement, that happy workers are productive workers; that good 
attitudes produce good behaviour; that high satisfaction was correlated with high 
performance. Therefore, there are factors that influence job satisfaction which include sex, 
number of dependents, time on job, intelligence, education, personality, type of work, skill 
required, occupational status, geographical area, salary and wages, security, opportunity 
for advancement, co-workers, responsibility, working conditions, supervision, and fringe 
benefits. 
 
Recommendations   
The paper recommends the following to organizations: 
1. Management should appreciate the role of personal factors in job satisfaction and 

productivity of employees.  
2. Factors that influence job satisfaction of workers should be recognized for 

improved productivity. 
3. Set the standard of performance. 
4. Assess the needs and expectations of employees. 
5. Direct, guide, “control and lead employees expectations” as per requirement of 

the performance. 
6. Formulate a suitable performance appraisal system. 
7. Formulate a reward-punishment system based on a wide range of incentives. 
8. It is important and necessary to distinctly differentiate between work motivation 

on one hand and job satisfaction, attitudes, and opinion on the other. 
9. Organizations should recognize that job satisfaction and work motivation are not 

the same or similar and their relationship is not direct or simple but complex. 
10. In the ideal situation, management should be able to know the attitudes of 

employees through the first line supervisors and through their superiors at all 
other levels. 

11. Managers and supervisors can push high production through techniques of 
scientific management such as methods study, time study, and close supervision. 
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12. Apart from asking the employees questions in a face-to-face situation or asking the 
managers and supervisors about their subordinates’ attitudes, other indicators 
such as number of grievances, turnover, go slow, pen-down and sit-down strikes, 
lowering of rate of production, increase in wastage, bad house-keeping etc can be 
used. More direct methods such as interviews, questionnaires, and small group 
discussions can also be employed. 
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