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Abstract

:

The primary objective of the current study was to determine how job satisfaction effects the job performance of sugar industrial workers in Bangladesh. Moreover, this study examined the level of job satisfaction of employees in Bangladesh’s sugar industrial estate. In this quantitative study, respondents filled out a pre-structured questionnaire. The stratified random sampling approach was used to select 300 respondents from five sugar mills in the sugar industry. Job Performance Indicator (JPI), an 8-item self-rated performance scale, was used to assess job performance, and job satisfaction was measured using the JSI (Job Satisfaction Index). A regression analysis was performed using SPSS software for this study. Initially, reliability statistics were calculated for both scales in order to assess their relevance. The study’s findings showed a strong relationship between employee job satisfaction and job performance. The survey also showed that, compared to respondents’ personal characteristics, job-related factors had a greater impact on job performance. Furthermore, based on the findings of the study, job satisfaction among sugar sector workers in Bangladesh does not significantly differ by qualifications or age. In addition, the study found that foremen had a greater knowledge of the worksite than workers with less experience. However, the difference between the two groups was not statistically significant. There is strong evidence that employee satisfaction varies based on employee category. To improve job satisfaction and performance, the results and findings will be useful for the government, policymakers, and personnel departments of Bangladesh’s sugar mills. To make organizational decisions and policies about job satisfaction and job performance, it can be used to measure job satisfaction and the impact of job performance.
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1. Introduction


Job satisfaction is the positive attitude of the employees towards the work [1], whereas job performance is the skill of an employee to work, and job performance determines whether or not a person does a good job [2]. Although job satisfaction and job performance are different things, there is a deep connection between them. The main goal of modern management and every organization of the present time is to influence their high job performance by ensuring maximum employee satisfaction [3]. Every organization needs a team of satisfied ‘workforce’ as well as high performers who are able to significantly accelerate productivity [4]. There is a widespread belief that an organization’s total productivity and success are dependent on employees’ efficient and effective performance [5] and that improved performance is dependent on employees’ job satisfaction [6]. There are numerous facets of job satisfaction, such as job-related and personal characteristics, that influence job satisfaction both directly and indirectly, and have a substantial impact on job performance and productivity [7]. Employee job performance is influenced by a variety of elements at work. It is described as the method of carrying out job tasks in accordance with the job description. Performance is the art of completing a task within predetermined parameters. Enhancing employee job satisfaction is one of the strategies to improve employee performance [8]. Employee work satisfaction is a favorable emotion that occurs when a person’s job performance is praised [9]. Employees who are content with their jobs are thought to perform better than those who are dissatisfied with their jobs [10]. In other words, if people are happy with their jobs, they will make an attempt to contribute some innovation and originality to the company through good performance, which will lead to significant market breakthroughs [11]. Job satisfaction, according to Omar, Rafie and Selo [12], is solitary of the strongest indicators of job performance. Job satisfaction affects job performance in both direct and indirect ways [13]. Job contentment has a favorable and considerable impact on job performance [4]. Previous research has shown that when an individual is satisfied, they will operate at their highest level to help the company meet its goals [14]. High-satisfied employees are more productive, devoted, and content in their jobs [15]. In order to enhance performance, it is necessary to increase job satisfaction. Performance expectations are one goal that a firm utilizes while reviewing its work [16]. An employee who is conscientious about their work will like their job and want to improve the company’s success by acting as a good performer [17]. Employee performance that is positive will lead to the organizational success; on the other hand, low employee performance will lead to organizational failure [18]. When a new employee is a perfect match for a position that the organization needs filling and enhances performance in that role [19], it can be a win–win situation. There is a direct correlation between job satisfaction and performance when a person is in the correct employment [20]. Employees are more committed, satisfied, and motivated, and their total performance is better [21]. Job performance is a measure of one’s wish to be consistent with one’s perceived level of involvement or significant contribution at work that is affected by high job satisfaction [22].



In this age of the Fourth Industrial Revolution, the need for a well-equipped efficient workforce to adapt to the changing organizational behavior and objectives in a competitive business environment is paramount. Rapid changes over time include the scope of management, the administrative structure, the type of leadership, the surrounding environment and the type of demand. Professional managers are urged to choose the best performers to meet the challenges of the 4.0 technology of the 21st century. However, to ensure job performance, they need to have high job satisfaction resources and components. Many researchers believe that if the workforce is highly satisfied then the result will be good job performance. High job satisfaction is not only guaranteed but the working class will also be committed to the organization in the long run, productivity will increase, labor turnover will decrease, accident rates will go down and, above all, performance will reach desired levels. A worker tries their best to reach a satisfactory level of performance only when they enjoy all the facilities of the organization and thinks that the level of satisfaction is at the desired level. The influences of job facets [23] are the most prevalent of all the factors that affect job satisfaction. Personal factors, on the other hand, have an impact on job satisfaction. Simultaneously, the effects of job factors and personal factors on job performance are strongly related to job performance. Currently, research is being conducted to determine how job factors and personal factors influence satisfaction and job performance.



Workers in the sugar industry in Bangladesh are particularly concerned about job satisfaction. Job-related factors, including pay, promotion, job security, job status, working environment, open communication, relation with colleagues, participation in decision making, autonomy in work, behavior of boss and recognition for good work, have called into question the satisfaction rate of workers in the sugar industry. There have not been many studies on Bangladeshi sugar sector workers. Moreover, most of the research work that has been conducted is related to manufacturing and engineering. It goes without saying that there is no research on sugar industry workers, especially on the job satisfaction and job performance of workers in the sugar industry. Many studies have been conducted on job satisfaction and job performance in the Western world. However, the number of studies on sugar industrial workers’ job performance and job satisfaction is insufficient. This study’s distinctiveness comes from the fact that it is the first one of its kind to examine the performance and job satisfaction of workers in Bangladesh’s sugar sector. Since there is insufficient research on job satisfaction and job performance in Bangladesh as well as in the world, the current research is entitled “Effect of Job Satisfaction on Job performance of Sugar Industrial Workers in Bangladesh”, and that is why the present research is really commendable. Therefore, the primary goal of this study is to investigate the connection between employees’ job satisfaction and job performance, particularly in Bangladesh’s sugar industry.



The paper is organized into the following sections: Section 2 reviews the pertinent erstwhile literature to establish a research framework and hypotheses. The methodology and procedures are described in Section 3; contents are operationalization of constructs, and survey administration and sample. The analysis and empirical results are presented in Section 4 that concentrates on statistical analysis and outcomes. The effects of the study are examined in the discussion section in relation to earlier research. This section also examines the theoretical and practical ramifications of the study. In the final section, there are references and conclusions.




2. Literature Review


2.1. Job Satisfaction, Demographic Factors and Job Facets


Job satisfaction is linked to how well the individual pays attention to, reflects on, and engages with their tasks and responsibilities. Job satisfaction is as an emotive variable resulting from an appraisal of a person’s work experience [24]. Employment satisfaction expresses a person’s level of contentment with their job [25]. Furthermore, job satisfaction at work is a symptom of joyful psychological states, which results in great performance [26]. The state of peace and relaxation, which is a determinant of a worker’s job satisfaction, may be acquired in a variety of methods at various levels [27]. One of the numerous components of enjoying one’s work and having a positive emotional response is job satisfaction. Workplace satisfaction is nothing more than acquiring tranquility. If a person really states, “I am satisfied with my job”, they are referring to a combination of environmental, physiological, and cognitive factors [28]. The appeal of a job determines work happiness [29]. When a person satisfies expectations at work, they experience job satisfaction. Additionally, a happy mental state that results in high-quality job roles is what leads to job satisfaction [30]. When someone works in a setting like this and fulfills expectations, they are satisfied with their work. Job satisfaction is the result of a person’s desire for their work and what they actually receive from it. Moreover, the happy mental state that meets work criteria contributes to job satisfaction [31]. Job satisfaction is an excellent indicator of responsibility since it is based on a character assessment [32]. People who are content and joyful in their jobs perform better than those who are not [33]. Emotional factors that affect job satisfaction include pleasure, happiness, passion, enthusiasm, and love [34]. One of the workplace behaviors is job satisfaction, which is a sense of fulfillment derived from job experience [35]. Job satisfaction was described by Nduati and Wanyoike [36] as having positive and emotional views regarding one’s work. Job satisfaction, according to Abdulkhaliq and Mohammadali [37], is one of the elements of a professional viewpoint and might be useful in keeping managing employees. Shahnawaz Adil [38] asserts that employee work satisfaction affects their behavior and can raise the standard of output in industrial facilities. As stated by Locke [9], “a happy or good emotional state arising from the evaluation of one’s job and job experiences” is what is meant by job satisfaction. Job satisfaction is the “Ultimate condition of emotion”, according to Siahaan [39]. Depending on whether or not needs are met, feelings may be either pleasant or negative. A good attitude toward a job results from examining and evaluating its aspects [40]. People with good attitudes about their jobs report higher levels of work satisfaction, whereas those with negative attitudes report lower levels of job satisfaction. The attitudes and sentiments that people have of their job are referred to as job satisfaction by Hudson et al. [41].



Numerous studies show a substantial relationship between job satisfaction, elements connected to the job, and demographic factors [42,43,44,45,46]. Lange [47] discovered that a demographics’ impact on job satisfaction was considerably significant.



According to Abdulkhaliq and Mohammadali [37], having children, a marriage, and academic credentials can all affect work satisfaction. Nguyen and Duong [18] found that there is no discernible relationship between satisfaction and any of the control factors, such as age, gender, or educational attainment. People of all ages are mostly content, according to Islam, Kamruzzaman, and Gazi [48], although this is not statistically significant. Mesurado et al. [43] revealed that a demographic’s effect on job satisfaction is considerably good. Cavanagh et al. [49] found that work happiness was positively connected with respondents’ age and experience, and gender differences had no observable impact on job satisfaction. Personal traits, including personality, culture, and demographic traits, have little bearing on work satisfaction, according to Islam and Akter [50]. Abuhashesh, Al-Dmourand and Masa’deh [51] found that employees’ pleasure and concern for their salary and status outweigh all other considerations (demographic factors). Age and experience had a significant impact on workplace happiness, according to studies by Anastasiou and Garametsi [52], while other personal criteria, such as gender, marital status, and designation, had no discernible beneficial effect. Numerous empirical research has demonstrated the impact of elements connected to the work on job satisfaction [53].



Kim and Cho [54] discovered a link between the working environment and workers’ job satisfaction. Compensation has a big impact on work satisfaction [55]. Another study discovered that job security is the most important driver of job happiness [56]. According to Tran and Tran [42], the key job satisfaction factors are interpersonal relationships, work itself, and acknowledgment. Yusuf [57] exposed that some employment characteristics were positively associated to overall job satisfaction. According to Kampf and Hernández [58], a number of studies have looked at demographic parameters to predict labor satisfaction; however, Baeza et al. [59] discovered that, with the exception of gender, there is no substantial association among demographic characteristics and job satisfaction. According to Sánchez and Puente [60], human characteristics, such as personality, culture, and demographic parameters, have little effect on work satisfaction. According to Joshi [61], there is a strong and statistically significant link between job satisfaction and the work environment. Employee job satisfaction varies according to age group [62]. According to the investigation by Omar et al. [12] on the connection among both job satisfaction and job environment, people value their employment more when they work in a nice atmosphere. Chan [63] found a strong correlation between pay, supervision, rewording, operational procedure, equitable promotion, other financial facilities, opportunities for open communication, and interpersonal interactions amongst employees.



Employees that are happy with their jobs typically perform well and are very loyal to the company. As a result, maintaining a positive connection between employees and employment is essential for a successful firm [5]. We are aware that respect for industry employees is the foundation of happiness. Job-related variables often take center stage as a way to raise the dignity and contentment of the workforce. Industrial disputes are being caused by employees’ resentment, anger, and protestations to the job satisfaction components mostly related to job related factors in the workplace. Along with the indications of job-related aspects that influence job satisfaction, demographic factors, including age, experience, education, and nuptial status, have a big sway on job satisfaction. When the elements of their workplace meet their demands, employees exhibit better levels of job satisfaction, which leads to excellent performance, reduced inclinations to leave, lower absenteeism rates, and lower accident rates. Therefore, we propose the following hypotheses:



Hypothesis 1:

There is no significant difference of job satisfaction among the levels of employees.





Hypothesis 2:

There is no significant influence of the personal factors on the overall job satisfaction of the respondents.





Hypothesis 3:

There is no significant influence of the specific job-related factors on the overall job satisfaction of the respondents.






2.2. Job Satisfaction and Job Performance


Organizational management has always faced significant challenges with regard to employee job performance [64]. A successful organization depends on how well its workers perform on the job and accomplish its goals [65]. When analyzing organizational behavior, which eventually results in organizational success, it is critical to consider the link between work satisfaction and job performance [66,67]. This is because highly pleased employees perform better than their unhappy coworkers [68]. Several factors may influence the link between work satisfaction and performance, which is a relationship between two concepts that are interrelated [69]. The impact of work satisfaction on performance has been the subject of much research [64,68,70]. Sánchez-Beaskoetxea and García [71] and Kumar [72] observed a linkage between work happiness and job performance standards. Work satisfaction may have a favorable influence on performance since workforces who are pleased through their demands have enhanced performance. Omar et al. [12] interviewed 130 polytechnic staff in Malaysia regarding their job happiness and performance. Their findings demonstrated that work satisfaction has a considerable and favorable impact on employees’ job performance. Okolocha et al. [73] revealed there is a definite significant relationship between employee job satisfaction and performance in both directions. Responsibility and career progression have a favorable and substantial influence on the work performance of academic staff at public institutions in south-east Nigeria observed by Okolocha et al. [73]. Okechukwu [74] conducted a study among Malaysian academic and administrative workers. The study’s population consisted of 81 academic and administrative staff respondents. To assess the link between independent and dependent variables, Pearson moment correlation was utilized. According to empirical results, training and development have a statistically significant association with job performance and job satisfaction among employees. Oravee, Zayum, and Kokona [75] investigated the influence of intrinsic and extrinsic incentives on employee performance. Primary and secondary data were employed in the investigation. This study consisted of 51 subordinates and 28 supervisors, and the study found that job satisfaction is related to employee performance because exultant employees are more likely to be concerned about the tasks at hand, work quickly, produce error- and omission-free work, be willing to take on more responsibility, and perform at their best. Employee job satisfaction, according to Agustina et al. [76], is a key factor in organizational performance. Some of these studies’ conclusions showed a high correlation between worker job satisfaction and job performance [77]. Bayona et al. [7] revealed that employees in Jordan are more focused on their job satisfaction than the pay that affects their performance. Job happiness has been found by Wang and Chen [78] to improve job performance. Rohmawati, Maya, and Robbani [79] also carried out research with the aim of examining the relationship between job satisfaction and sales staff performance with adaptive selling practices. The study showed that there is a robust correlation between performance of sales personnel and job satisfaction.



Rachman [80] studied the job performance and job satisfaction of 43 government employees in Indonesia and investigated the effects of organizational commitment and personnel performance on job satisfaction. They discovered that organizational commitment and job satisfaction have a detrimental impact on an employee’s performance at work. Wang and Chen [78] discovered that job satisfaction and the workplace environment can positively affect employees’ job performance and make job satisfaction a significant factor that workers can accept in achieving their high performance. Additionally, Hassan et al. [81] attempted to observe the rapport between management employees and public organizational performance with a focus on job satisfaction as a reliable mediating variable. They noticed a positive significant correlation between them. Gün et al. [82] concurred that there is an irrefutable link between employee performance and job satisfaction. Arif, Rivai, and Yulihasri [83] demonstrated that there is a correlation between job satisfaction and a worker’s job performance in terms of income, security, and the incentive system. One of the many elements that affect employee job performance, according to Bjaalid et al. [84], is work satisfaction. In contrast to displeased workers who are viewed as a burden for any organization, pleased employees perform well and contribute to the overall goals and success of an organization [85]. Alrazehi et al. [86] found that the job satisfaction has an influence on nurses’ performance in hospitals. In research by Khan et al. [87] on the effect of demographic characteristics on job performance from Pakistan, it was discovered that the majority of the variables, including job satisfaction, had a substantial influence on job performance. Job satisfaction and emotional commitment were found to have an impact on job performance by Yandi et al. [88].



On the other hand, several studies hold opposing views on this. According to Way et al. [89], job satisfaction has no bearing on how well a task is performed and does not impact job performance. Other causal factors influence the association between job satisfaction and performance. The theoretical and practical repercussions of a relationship between false pleasure and performance are substantial. The preponderance of laypeople feels that there is a link between work happiness and job performance. Consequently, we postulate the following hypothesis:



Hypothesis 4:

Employee performance in the sugar industry is impacted by their level of work satisfaction.







3. Research Methodology and Procedures


3.1. Operationalization of Constructs


The Bengali version of the 18-item job satisfaction measure was utilized to gauge workers’ job happiness [90]. There are nine positive and nine negative items on this eighteen item scale (Table 1). For a positive item, a score of 1 means “strongly disagree”, a score of 2 “disagree”, and a score of 3 means “undecided”, scores 4 and 5 are “agree” and “strongly agree”, respectively. The scoring was performed in reverse for negative items. The overall score on the scale for a particular person was the sum of the scores on all elements. Eighteen (18) is the lowest score, ninety (90) is the highest, and forty-five (45) is the neutral point. A higher score reflects more work satisfaction. This scale has a very high degree of dependability. According to Cronbach, Fornell and Larcker, the Brayfield–Rothe scale’s [91] reliability and validity values are 0.87 and 0.93, respectively.



The 18 items from Brayfield and Rothe’s [91] Index of Job Satisfaction (IJS) were operationalized to measure job satisfaction, the study’s independent variable. Scale creation began as a class assignment for a group of personnel psychology students who were participants in an American army specialized training program [92]. Any item that made reference to particular work features was removed from the scale since it was desirable to have a broad measure of job satisfaction. A five-point Likert scale with five categories—strongly agree to strongly disagree and a neutral response in the middle—was used. Responses can range from 1 (very satisfied) to 5 (strongly disagree) (very dissatisfied).



Furthermore, a questionnaire was created to gauge satisfaction with 11 particular areas of the work. Khaleque and Choudhury [93] originated that questionnaire to measure satisfaction with 11 particular factors of the employment (MSF). Several researchers have suggested that these factors, which were included in the questionnaire to cover various areas of job satisfaction that have an impact on employee behavior [9,26]. The responders would check either a “Yes” or a “No” response to express their satisfaction or disagreement with each of these specific features (Table 2).



Regarding the performance of the workers, the immediate boss of each respondent was requested to give their rating of the performance of each respondent in terms of one hundred. Here, subjective judgment was taken because of the absence of objective criterion to measure the performance of garment supervisors. Performance ratings were taken in a separate sheet from the immediate boss, after filling the questionnaire from the subjects. Performance of the worker denotes the actual units produced by the individual worker expressed in terms of one hundred set by the management of the concerned sugar industrial workers. The researcher created a self-made performance evaluation form to assess employee performance while taking into account the typical scale design process described in the psychometric literature. The final draft contained of 8 factors, including quality of work, quantity of work, job knowledge, initiative, creativeness, cooperativeness, undependability, and personal development. Performance matters were graded with a 5-point Likert scale. It has also entailed job facets data sheets. Job performance was measured with an 8-item self-rated performance scale developed by Valianawaty and Sutanto [94], namely the Job Performance Indicator (JPI) in adaptation reported by Inayat and Khan [4] and Abramis [95]. This scale asked respondents to think about their previous week at work and rate how well they performed on 8 tasks (Table 3).



The primary data were collected by giving out questionnaires to employees in production units of sugar mills in Bangladesh. The present study focuses effects of job satisfaction on job performance, testing the study’s hypothesis, as well as the validity and reliability of the questionnaire results, using the analytic software. At first, official consent was obtained from the leaders of the organizations to grant the researcher access to their company employees.




3.2. Survey Administration and Sample


The present study is concerned with effects of job satisfaction on job performance of workers in the sugar industry in Bangladesh. The approaches adopted are basically analytical and interpretive in nature, considering the objective of the study and a review of literature. It was decided to use qualitative and quantitative descriptive methods of analysis related to overall job satisfaction and job performance of workers in the sugar industry in Bangladesh. The universe of the study comprised of 5935 (permanent workers 2893, seasonal workers 2355 and no work no pay workers 687) workers working in the sugar industry in Bangladesh. They are all production workers. The population of the study was 1260 employees working in 5 selected sugar mills. Workers were chosen from the sugar mills in Bangladesh using proportionate stratified random sampling. A total of 300 participants comprised the study’s sample, which comprises 23.81 percent of the population of the study. Sample size calculated by using the formula, which is given by Yamane [96]. The list of total sugar mills was collected from Bangladesh Sugar and Food Industries Corporation (BSFIC), which is under the public sector. The researchers selected five (5) major sugar mills to investigate for the aim of the study. These industrial estates are located in the neighboring districts of Rajshahi, Kushtia, Jhenaidah, Chuadanga, and Faridpur in Bangladesh. The five public sector sugar mills’ lists are chosen at random, particularly using the lottery method. The distribution of the total selected sample according to type of organizations and level of employees is show in Table 4.



Table 4 demonstrates that 66.67 percent of respondents were workers, and the remaining 33.3 percent were foreman. Furthermore, 13.33 percent of the respondents were working as permanent workers in every selected sugar mill and the remaining 6.7 percent were working as foremen in every selected sugar mill, and a total of 20 percent of respondents were collected from each selected sugar mill.



The researcher gathered the data personally between October 2021 and June 2022. When responders encountered an issue, they were given the required clarifications. Employees with fewer than two years of experience were not eligible. The interviews were conducted during working hours, lunch breaks, and after hours. Each individual needed roughly 30–40 min to complete the relevant information for the questionnaire. Using the literature review as a foundation, this work develops a research framework (Figure 1).



According to Hair Jr et al. [97], the Cronbach’s Alpha value needs to be higher than 0.6. The composite’s dependability must therefore be higher than 0.7. All variables had Cronbach’s Alpha values and composite reliability in accordance with predetermined norms, according to the information in Table 5. Furthermore, the results for the convergent validity may be accepted because Table 5 shows that all AVE values for all constructs are more than 0.5. The square root value of the AVE value, sometimes referred to as the diagonal, must be higher than the value of the diagonal number for discriminant validity [98]. The value of in diagonals is always higher than off diagonals, making the discriminant validity test valid [99].





4. Analysis and Results


4.1. Demographic Profile


Table 6 reveals that the highest percentage (33.67%) of the respondents was from the 55 and above age range. On the other hand, the second highest percentage (26.33%) of the respondents was from the 45–55 age group. It is exposed that all (100%) foremen were from the 55–65 age group. On the other hand, among the workers the highest percentage (39.5%) was from the 45–55 age group. Additionally, it was noted that the foremen’s average age (56.56) was greater than the workers’ (39.06). The findings also imply that the foremen’s mean age was much higher than the workers. Thus, it is clear that in sugar mills of Bangladesh most of the foremen are aged and workers are relatively younger. Table 6 also shows that 8.33% of the respondents were fully illiterate, and the highest number of the respondents 152 (35.71%) were from class 6–9. Additionally, it was found that just 5% of the workers and 15% of the foremen were literate. Foremen made up 42% of the VI–IX class schooling, while workers made up 55% of the class six to nine schooling. The table also reveals that workers’ average educational attainment was greater (3.29) than foremen’s (2.68). These findings also suggest that workers had much greater levels of education than foremen—one to five years of schooling.



Table 6 also shows that the highest percentage (36.67%) of the respondents was from the 30–40 years’ experience group. On the other hand, the second highest percentage (20.33%) of the respondents were from the 20–30 experience groups. the highest numbers of foremen (80%) were from the 30–40 years of experience group and the highest numbers of workers (43%) were from the 0–10 years of experience group. According to Table 7, which shows that the average experience of foremen is 35.21 years and the average experience of workers is 15.64 years, respectively, there is a substantial difference between the two. Again, Table 6 shows that 66.67 percent of respondents were workers, and the remaining 33.33 percent were foremen. Further, 91.33% of respondents were married and only 8.67% respondents were unmarried, and a total of 20 percent of respondents were collected from each selected sugar mills.




4.2. Statistical Evaluation and Findings


Employees’ personal factors affect the level of satisfaction. Respondents are categorized in two ways—workers and foremen. Respondents are also classified as married and unmarried. This study considered a few personal factors, i.e., age, education, experience and marital status. The level of job satisfaction according to personal factors is shown below.



The descriptive data and differences in averages for age and experience between the satisfied and unsatisfied groups are shown in Table 7. It demonstrates the significance of the t-value for the satisfied and unsatisfied age groups. This shows a substantial variance in mean job satisfaction between the satisfied and unsatisfied age groups [t(298, 300)2.008, p > 0.05]. Additionally, the mean ages of contented and unsatisfied foremen and workers varied significantly. However, this difference was shown to be statistically significant [t(298,300)17.392, p > 0.05]. Age is a significant factor, with the mean ages of the foreman and workers being 56.56 and 39.056 years, respectively [t(298,300)27.232, p > 0.01]. Table 7 also shows the foreman’s 35.21 years of working experience and the worker’s 15.64 years, which is considerably demonstrated in the table. Table 7 shows that foremen’s age and experience are substantially greater than workers’, and when comparing satisfied and unsatisfied employees based on experience, satisfied respondents were significantly more experienced than unsatisfied workers [t(298,300)1.71, p > 0.05].



Table 8 shows the satisfaction level of respondents based on education. Results show that most of the respondents are dissatisfied (67.33%) and had completed up to secondary education (SSC). On the other hand, only 22.33% respondents having HSC, Bachelor’s and above degrees, were identified as dissatisfied. The mean difference in job satisfaction scores across educational levels was not statistically significant. Respondents with an S.S.C. qualification had the highest mean job satisfaction score (69.21). The findings in Table 8 revealed that workers have much greater levels of education than foremen. Age means 56.56 and 39.056 years for foreman and employees, respectively, while education means 2.68 and 3.29 years for foreman and workers, which is noteworthy [t(298,300)−4.594, p > 0.01].



It is observed from the above Table 9 that among the respondents, 44.33% of workers and 27.33% of foremen are found to be satisfied. Table 9 shows that there are no substantial distinction job satisfaction values of foremen and workers. The Z score is 0.815, indicating that the satisfaction of foremen and workers is not statistically significant. Table 9 also represents the mean score for foreman (68.93) and workers (68.01). Foremen reported somewhat greater levels of job satisfaction than workers, but the difference was not statistically significant.



Table 10 shows that 39.67 percent of married respondents are satisfied with their jobs, whereas 51.67 percent are dissatisfied with their occupations. Similarly, 44.33 percent of unmarried persons said they were satisfied with their jobs, while 22.34 percent said they were unsatisfied. Nonetheless, this distinction is determined to be substantial. The mean value for foreman and laborer is 78.02 and 69.33, respectively, according to Table 10. The job satisfaction level of foremen was greater than that of workers based on marital status, but because unmarried workers are more dissatisfied than married workers and this is significant, it is concluded that the employee’s marital status had a significant relationship with their job satisfaction [t(298,300)2.083, p > 0.05].



Table 11 indicates that average overall satisfaction of the unsatisfied respondents was significantly greater than that of those who were satisfied with the specific aspects of job, except only three job factors, i.e., job status, behavior of boss and relationship with colleagues. The result indicates that overall job satisfaction differed significantly with satisfaction and dissatisfaction of the specific job factors.



Table 11 displays the descriptive statistics for the aspects of the performance assessment process based on level of job satisfaction. The observed covariance matrices of the dependent variables were not found to be equal across groups, according to the results of the box’s test of equality of covariance matrices. For happy respondents, the mean pay score was 68.07 with SD = 7.94, whereas for unhappy respondents, the mean pay score was 69.31 with SD = 9.24. Similarly, unsatisfied employees scored the highest on participation in decision making, with a mean of 70.32.



To see the influence of job satisfaction on performance, the respondents were divided into two groups—high and low satisfaction groups. The respondents whose job satisfaction scores were below and above the median scores were termed as low and high satisfaction groups, respectively. Z-test was applied to compare the mean differences of the two groups and the results are shown in Table 12.



It was observed from Table 12 that the mean differences of performance between the higher and lower satisfied groups were statistically significant. The results further indicate that the job performance was significantly higher among the higher satisfied group than that of the lower satisfied group.



Table 13 demonstrates the mean value of different factors affecting performance. The present study shows that all job-related factors have great influence on performance outcomes. Job related factors have found direct influence on job performance. The results found from Table 13 that the job performance outcomes (quality of work, quantity of work, job knowledge, initiative, creativeness, cooperativeness, undependability, personal development) are positively affected by job related factors.



In this study inter-correlations for some important variables (age, education, work experience, job satisfaction, and job performance) of all employees have been examined to see the degree and direction of correlation among those variables.



Table 14 exhibits that there was significant positive correlation between age, level of education and work experience and job satisfaction. It is also observed that there was substantial positive correlation among age, work experience and job performance, but there was no significant correlation between level of education and job performance. Finally, there is a significant positive correlation between level of job satisfaction and job performance.



The results in Table 15 show that there was positive significant correlation between job satisfaction and job performance. Positive significant correlation had been found among job satisfaction and promotion, job satisfaction and working conditions, job satisfaction and behavior of boss, job satisfaction and open communication, job satisfaction and autonomy in work, job satisfaction and recognition for good work, and job satisfaction and participation in decision making. On the other hand, there was significant positive correlation among job performance and all job-related factors, except job status, open communication, recognition for good work and relationship with colleagues.



Table 16 shows that after adhering to the given statistical criteria, only seven of the independent variables (job related factors—pay, promotion, job security, working conditions, behavior of boss, autonomy in work, participation in decision making) were entered into the equation with the insertion of the independent variables (job related factors), the R, R2 and adjusted R2 increased.



Table 16 indicates that pay, promotion, job security, working conditions, behavior of boss, autonomy in work, and participation in decision making were the best set of predictors of job performance. Each of these parameters brought about a significant change in adjusted R2, allowing the variance of those seven parameters to account for 42.9% of the variance in performance. Based on pay, model 1 explained 13% variance in job performance. Furthermore, together, pay and promotion, pay, promotion and job security, pay, promotion, job security, working conditions and behavior of boss, pay, promotion, job security, working conditions and behavior of boss, pay, promotion, job security, working conditions, behavior of boss and autonomy in work; pay, promotion, job security, working conditions, behavior of boss, autonomy in work, and participation in decision making indicates 21.3%, 28.3%, 31.0%, 34.7%, 38.8% and 82.9% variance in dependent variables of job performance, respectively.





5. Discussion


The following explanations are given with the support of the argumentation of hypotheses that were approved or disapproved of, drawn from the literature review and the findings of the current investigation.



According to the findings of this study, there is no substantial relationship between employees’ job satisfaction and their qualifications or ages. In contrast to the Yandi et al. [88] study, which found a positive link between qualification and work satisfaction, the current study found no such association. Alrazehi et al. [86] found an association between age and work satisfaction in their study. The results indicate that older workers (foremen—high age) seem to be more satisfied with their occupations than young employees (workers—low age), and that the satisfaction across the satisfied and unsatisfied age groups differs significantly. It also demonstrates how happy experienced workers were at work. When comparing satisfied and dissatisfied employees based on experience, satisfied respondents were considerably more experienced than unsatisfied employees [t(298,300)1.71, p > 0.05]. Table 7 shows that experience and age of foremen are higher than workers and more experienced employees (foremen) are happier than less experienced (workers), and it was statistically significant. Following the findings of Arif et al. [83], who found no statistically significant difference between marriage status and job satisfaction, the current study indicated that the employee’s marital status had a significant link with overall job satisfaction. The survey found that married employees are happier than single ones, and all foremen are married. The mean difference in work satisfaction scores across educational levels was not significant statistically. The educational quality of employees is much greater than foremen, which is significant. Satisfied foremen in the sugar business were higher than employees, indicating an affirmative correlation between individual job satisfaction and staff levels. The current study strongly confirms the findings of Khan et al. [87], who discovered that employee satisfaction levels fluctuate across various employee categories. Several studies have also found that older employees with more experience are more satisfied than younger employees with less experience. The findings of Table 7 show that the age category z-ratio was statistically significant. When other demographic factors, such as level of education, level of experience, and spousal status, are taken into account, there is a significant difference in the level of work satisfaction between workers and foremen (Table 8 and Table 10). Consequently, our null hypothesis (H2) is rejected for the entire variable regarding the personal aspect. Compared to workers, foremen reported slightly higher levels of job satisfaction in Table 10, but the difference was not statistically significant. Thus, the results confirmed the null hypothesis 1. Several researchers have found that age, experience and level of education have a considerable favorable influence on total job satisfaction [4,72,85,86], confirming the current study’s findings. According to current findings, workers in the sugar industry differ substantially in terms of job satisfaction, and in terms of education, experience, or marital status (Table 7, Table 8, Table 9 and Table 10). With age, job satisfaction rises; the more senior a person is, the more satisfied they are with their work. The findings are similar with prior findings [68,72]. Syamsudin et al. [100] discovered that highly educated employees were more satisfied, which supports the current study’s conclusions. All job-related factors, with the exception of employment position, are positively correlated with job satisfaction, according to Table 11’s findings, behavior of boss and relation with colleagues resulted in no statistically significant differences between satisfied and dissatisfied respondents. As a result, the current study’s findings most likely endorse the null hypothesis (H3). Arijanto [69] and Anis et al. [101] discovered similar findings. The current study also found that foremen were happier than employees with their salary, supervisor conduct, job position, autonomy at work, acknowledgment for good performance, job security, participation in decision making and open communication. According to Bjaalid et al. [84] and Hassan et al. [81], those who feel they have better relationships with their coworkers and immediate superiors report upper levels of job satisfaction. The findings illustrate the z-value strongly showed that there was not any substantial difference in foremen and workers’ satisfaction. However, foremen reported somewhat better levels of job satisfaction than laborers. The findings revealed that worker level had minimal influence on job satisfaction, and the foreman’s average job satisfaction score did not differ considerably from that of the workers. Furthermore, Table 6, which focuses on the negligible satisfaction score between foremen and workers in various departments, demonstrates that the F-ratio for each employee level (foreman and worker) and two-way interactions were not statistically significant.



According to the findings of this study, job satisfaction has a direct and significant influence on job performance. As a result, personal characteristics have a considerable influence on job performance. Job facets influence job performance by mediating job satisfaction. Job satisfaction has a direct impact on job performance by mediating the demographic and job characteristics. Work satisfaction studies show a favorable association between job satisfaction and job performance [76,78]. The current study’s findings also indicated that satisfied workers perform better than unsatisfied workers in terms of quality of work, quantity of work, job knowledge, initiative, creativity, cooperativeness, undependability, and personal development. Similarly, Rachman [80] discovered a favorable link between work quality and job satisfaction. The results showed a significant positive relationship between job performance and demographic traits as well as a significant positive relationship between job satisfaction and job performance (Table 14 and Table 15). Further, the results of the present study found a substantial positive association between almost all job-related characteristics and job performance (Table 14). This study supported the findings of Okechukwu [74]. In the investigation, they discovered that pleasure and performance had relationship [20]. This study argues from Abdulkhaliq and Mohammadali [37], who claim employment satisfaction.



According to the current study, all job-related factors, such as quality of work, quantity of work, job knowledge, initiative, creativity, cooperation, reliability, and personal development, have a significant impact on performance results (Table 14). Furthermore, the study’s findings revealed that satisfied employees were self-motivated, highly creative, cooperative, and performed tasks in a variety of ways with initiative. Therefore, the results of this investigation support and accept the null hypothesis (H4). Research findings from Eliyana and Sridadi [75] supported the beneficial association between employee quality of work, amount of work, and job happiness. Furthermore, satisfied employees are more likely to develop innovative approaches, ideas, and initiatives to meet company goals. The findings of Nduati and Wanyoike [36] indicated that when job satisfaction declines, so does performance. According to the research by Satorre [68], job happiness has a direct impact on job performance, through job aspects. It has also been demonstrated that personal characteristics and aspects of the work can moderate the impact of job satisfaction on output. According to research by Chan [63], job satisfaction has a considerable impact on employees’ job performance (Table 16), which amplifies the impact of workplace spirituality on employees’ job performance. This conclusion is consistent with that research. The results of this investigation concur with those of Arijanto’s [69] study.



In a suitable way, the study’s findings supported the hypothesis. Employee job satisfaction has been examined in Bangladesh’s sugar industry. The results of the current study revealed how sugar industry employees’ job happiness affected their performance at work. This study has significant ramifications. Most individuals believe that job performance is influenced by job satisfaction [12]. It is recognized that this association may not be causative based on the findings of this study. When job happiness is accompanied with organizational collegial support, performance might be impacted.




6. Conclusions


Each and every firm needs a contented workforce; job satisfaction plays in enhancing employees’ performance. The purpose of the current study is to understand employee job satisfaction and its association and effects on job performance. One of Bangladesh’s principal state-owned sectors is the sugar industry sector; there is no denying this industry’s importance to Bangladesh’s economy. This sector has not only met the local market’s need for premium sugar, but it has also given many people job possibilities. Attempts have been made to modernize the sugar business, along with other industrial sectors in Bangladesh, and as part of such initiatives, workers’ job satisfaction is being given considerable thought. The employees in this business have a significant role in whether Bangladesh’s sugar industry succeeds or fails. Job satisfaction varies across employees since it is a personal experience for each person. Every employee has a variable amount of skill to perform a task, thus each one will have varying levels of pleasure. Performance is based on the sum of all acquired ability, effort, and opportunities. The work satisfaction statement’s average yield value displays a high average overall. According to this study, overall job satisfaction level of the employees of Bangladesh’s sugar industry are satisfactory and the foreman’s mean job satisfaction score was much greater than the worker’s. Between high and low age groups, the average level of work satisfaction greatly varied. Employees, who are older, experienced and married report being happier at work than responders who are younger. The sugar industry authorities should thus design different initiatives for the current low-age workforce to maximize satisfaction. The groups of respondents with more experience and less education were shown to be happier. In order to maintain and recruit experienced and highly educated responders, sugar mill authorities may take additional care. The results of the present study show that job satisfaction directly effects job performance. Job satisfaction materials have a positive relationship, especially with personal factors and job factors, that is, they affect job performance, and especially job factors are established as more influencing factors. It was demonstrated that there is a relationship between job happiness and employee performance in the sugar industry in Bangladesh, with significant regression findings showing job satisfaction contributes toward employee performance. This result recommends that Bangladesh sugar industry authorities should focus on elements particularly job factors that can raise employee performance.



The findings of this study can be used not only for the sugar industry but also for other industries in Bangladesh. Many industries in Bangladesh are characterized by a large number of workers, as with the sugar industry. The recommendations of this study can be used in policy making to boost up employee job satisfaction and performance and initiatives can be taken to remove barriers, i.e., in the jute industry, textile industry, cement industry and chemic industry.



This research study stands out because of a few of its strengths. Such a study with employees of the sugar industry in Bangladesh is, to put it mildly, extremely uncommon. The study that was completed by the researchers in the indicated subject will be remembered as a turning point in Bangladesh. The amount of study on job satisfaction and its impact on job performance is abundant. Numerous studies have been conducted, are being conducted, and will continue to be conducted, but sugar industrial workers’ job satisfaction and job performance related research is still too short. Our study is more unique and fundamental since there is less field-related literature for the sugar sector. The methodology of this study is another excellent element. The widely accepted measuring scale has been used for data analysis. Direct interviews were used to gather the data, ensuring that the evidence was reliable and that the validity and reliability values were at the expected levels. One of the main characteristics of this research is the scientifically rigorous way in which it was carried out from beginning to end, with a supervisor giving it a close look. This research contains limitations just as other research does. The sampling technique used is the first factor. Nevertheless, we used five separate sugar mills to gather the sample. Public owned sugar mills were included in the study’s overall population, although not all of them were included in the sample. As a result, the researcher might not be able to extrapolate the findings to all the sugar mills in the nation. As a result, just 300 of Bangladesh’s thousands of sugar mill workers were included in the study, which focuses on how job satisfaction affects the work performance of sugar industrial employees of only (5) five nationalized sugar mills. The research population’s geographic scope is yet another drawback. Researchers had to select modest sample sizes as a result of a lack of funds and time, which hampered the conduct of high-quality research. With the use of contemporary research techniques, by taking into account the constraints of the present study, the huge sample size, and sugar mills in general, it is hoped that the future scholars should be able to create an accurate representation of employees’ job satisfaction. The probable existence of some common approach bias is still another constraint. In our study, we analyzed the data for evaluating work performance and job satisfaction using two frequently used, but rather old, approaches. As a statistical tool, we utilized SPSS software to obtain data that were likewise rather old. The results should be evaluated cautiously since the self-evaluation of performance may introduce this bias. This result is in line with findings from earlier research on common method variance, which come to the conclusion that, even when communal method bias is present, it often does not have a major impact on the data’s results or inferences.



Future research can use the updated methodology to construct a new research framework using a larger sample size. In that case other demographic factors and job related factors can be considered. Sugar mills under the sugar industry of Bangladesh need to be included in the research, and then a proper understanding of the job satisfaction and job performance of the workers in different regions of the country can be obtained. Future research could use more content-rich questionnaires and measurement scales to obtain accurate results. Future studies should look at the link between job performance and job happiness in terms of causality. Third, because the current study only examined personal characteristics and job facets in terms of job satisfaction and its effects on job performance, future studies should increase the number of outcome variables taken into account and, thus, confirm our findings. Fourth, given the findings of the current study, it is crucial to investigate various research based on various factors affecting job satisfaction and behavior.



This study adds to the body of knowledge about job satisfaction by emphasizing job performance, which is connected to the congruence between workers’ personal characteristics and workplace aspects. The degree of significance may be seen as a dynamic resource that can change depending on the demands of the job, the performance standards, and other personal characteristics of the employee. The government, policymakers, and personnel department of Bangladesh’s sugar mills will find the results and conclusions useful in developing strategies for enhanced performance and work satisfaction. In order to make organizational decisions and establish rules pertaining to work performance, it is possible to assess job satisfaction and the impact of job performance.
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Figure 1. Research framework. 
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Table 1. Overview of job satisfaction items of Brayfield and Rothe’s Index of Job Satisfaction (IJS).
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	No.
	Statement of Job Satisfaction Items
	Source





	1.
	My job is like a hobby to me.
	IJS



	2.
	My job is usually interesting enough to keep me from getting bored.
	IJS



	3.
	It seems that my friends are more interested in their jobs.
	IJS



	4.
	I considered my job rather unpleasant.
	IJS



	5.
	I enjoy my work more than my leisure time.
	IJS



	6.
	I am often bored with my job.
	IJS



	7.
	I feel fairly well satisfied with my present job.
	IJS



	8.
	Most of the time I have to force myself to go to work.
	IJS



	9.
	I am satisfied with my job for the time being.
	IJS



	10.
	I feel that my job is no more interesting than others I could get.
	IJS



	11.
	I definitely dislike my work.
	IJS



	12.
	I feel that I am happier in my work than most other people.
	IJS



	13.
	Most days I am enthusiastic about my work.
	IJS



	14.
	Each day of work seems like it will never end.
	IJS



	15.
	I like my job better than the average worker does.
	IJS



	16.
	My job is pretty uninteresting.
	IJS



	17.
	I find real enjoyment in my work.
	IJS



	18.
	I am disappointed that I ever took this job.
	IJS
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Table 2. A description of the MSF work satisfaction elements [93].






Table 2. A description of the MSF work satisfaction elements [93].





	Questions Regarding Various Aspects of Present Job
	Response Patterns
	Job Satisfaction Items
	Source





	Are you satisfied with the pay you now receive from your job?
	Yes/No
	Pay
	MSF



	Do you feel that the promotion opportunity at your current employment meets your needs?
	Yes/No
	Promotion
	MSF



	In your current position, are you satisfied with the job status?
	Yes/No
	Job status
	MSF



	Do you feel secure in your current job position?
	Yes/No
	Job security
	MSF



	Are you satisfied with the working environment at your current job?
	Yes/No
	Working conditions
	MSF



	Do you like the way your boss behaves?
	Yes/No
	Behavior of boss
	MSF



	Are you satisfied with the communicating freely with your current boss?
	Yes/No
	Open communication
	MSF



	Are you satisfied with the current job’s level of autonomy?
	Yes/No
	Autonomy in work
	MSF



	Do you feel that your current employer adequately recognize hard work?
	Yes/No
	Recognition for good work
	MSF



	Are you satisfied with the chance to influence decisions in your present job?
	Yes/No
	Participation in decision making
	MSF



	How well-liked are your coworkers to you in your current job?
	Yes/No
	Relationship with colleagues
	MSF
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Table 3. An overview of the JPI’s job performance items.
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	Full Questions
	Items
	Source Reference





	Does job satisfaction increase the quality of work?
	Quality of Work
	JPI



	Does job satisfaction increase the quantity of work?
	Quantity of Work
	JPI



	Does job satisfaction increase knowledge of quality work?
	Job knowledge
	JPI



	Does job satisfaction helpful in taking initiative?
	Initiative
	JPI



	Does job satisfaction help you to be creative?
	Creativeness
	JPI



	Does job satisfaction helpful for co-cooperativeness?
	Cooperativeness,
	JPI



	Does job satisfaction play a role in being non-dependent?
	Undependability
	JPI



	Does job satisfaction helpful for personal development?
	and Personal Development
	JPI
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Table 4. Sample distribution according to sugar mills and level of employees (n = 300).
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Name of Sugar Mill

	
Level of Employees

	
Total

(n = 300)




	
Foreman

	
Worker






	

	
No.

	
%

	
No.

	
%

	
No.

	
%




	
Rajshahi Sugar Mills Ltd. (RSML).

	
20

	
6.7

	
40

	
13.33

	
60

	
20.0




	
Khustia Sugar Mills Ltd. (KSML).

	
20

	
6.7

	
40

	
13.33

	
60

	
20.0




	
Mibarakgonj Sugar Mills Ltd. (MSML).

	
20

	
6.7

	
40

	
13.33

	
60

	
20.0




	
Carew & Co. (Bd) Ltd. (CCBDL).

	
20

	
6.7

	
40

	
13.33

	
60

	
20.0




	
Faridpur Sugar Mills Ltd. (FSML).

	
20

	
6.7

	
40

	
13.33

	
60

	
20.0




	
Total

	
100

	
33.3

	
200

	
66.67

	
300

	
100.0
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Table 5. Reliability and validity test.
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Result of Reliability Test




	
Components

	
Cronbach’s Alpha

	
Composite Reliability

	
Description




	
Job Satisfaction

	
0.874

	
0.819

	
Reliable




	
Job Performance

	
0.956

	
0.907

	
Reliable




	
Result of Convergent and Discriminant Validity Analysis




	
Components

	
AVE

	
Job Satisfaction

	
Job Performance




	
Job Satisfaction

	
0.631

	
0.589

	




	
Job Performance

	
0.769

	
0.844

	
0.792
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Table 6. Demographic information of the respondents.
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Variables

	
Description

	
Frequency

	
Percentage (%)






	
Age

	
15–25 Years

	
18

	
6%




	
25–35 Years

	
38

	
16%




	
35–45 Years

	
54

	
18%




	
45–55 Years

	
79

	
26.33%




	
55 and above

	
101

	
33.67%




	
Academic Qualification

	
Illiterate

	
25

	
8.33%




	
Class 1–5

	
45

	
15%




	
Class 6–9

	
152

	
50.67%




	
Secondary School Certificate

	
47

	
15.67%




	
Higher Secondary Certificate

	
20

	
6.67%




	
Bachelor’s Degree and above

	
11

	
3.67%




	
Level of Experience

	
0–10 Years

	
87

	
29%




	
10–20 Years

	
32

	
10.67%




	
20–30 Years

	
61

	
20.33%




	
30–40 Years

	
110

	
36.67%




	

	
40 and above

	
10

	
3.33%




	
Marital Status

	
Married

	
274

	
91.33%




	
Unmarried

	
26

	
8.67%




	
Level of Workers

	
Foremen

	
100

	
33.33




	
Workers

	
200

	
66.67




	
Unit of the Organization

	
RSML

	
60

	
20%




	
KSML

	
60

	
20%




	
MSML

	
60

	
20%




	
CCBDL

	
60

	
20%




	
FSML

	
60

	
20%
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Table 7. Comparing the means of age and experience according to work satisfaction using descriptive statistics.
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Group Based on Satisfaction

	
N

	
Mean

	
SD

	
S. Err.

	
t-Value

	
Sig.






	
Age of Employee

	
Satisfied

	
147

	
69.38

	
9.38

	
0.759

	
2.008

	
<0.05




	
Dissatisfied

	
153

	
67.31

	
4.46

	
0.698




	
Foremen

	
100

	
56.56

	
1.696

	
-

	
17.392

	
<0.01




	
Workers

	
200

	
39.056

	
10.01

	
-




	
Employees’ Experience

	
Satisfied

	
146

	
69.00

	
8.76

	
0.549

	
1.271

	
<0.05




	
Dissatisfied

	
154

	
67.68

	
0.740

	
0.725




	
Foremen

	
100

	
35.21

	
4.65

	
-

	
17.232

	
<0.01




	
Workers

	
200

	
15.64

	
10.86

	
-
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Table 8. Satisfaction level and educational qualification.
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Qualification of Employees

	
Group Based on Satisfaction




	

	

	
Satisfied

	
Dissatisfied

	
Total




	
Illiterate, Class 1 to 9 and SSC

	
Count

	
67

	
202

	
269




	
% of total

	
22.33%

	
67.33%

	
89.67%




	
HSC, degree and above

	
Count

	
4

	
27

	
33




	
% of total

	
1.33%

	
9%

	
10.33%




	

	
Mean

	
S.D

	
Z

	
Sig.




	
Foremen (100)

	
2.68

	
1.062

	
−4.594

	
<0.01




	
Workers (200)

	
3.29

	
1.081




	
Total

	

	
Count

	
71

	
229

	
300




	
% of total

	
23.67%

	
76.33%

	
100%
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Table 9. Relationship between work satisfaction level and employee level.
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Level of Employees

	
Group Based on Satisfaction




	

	

	
Satisfied

	
Dissatisfied

	
Total




	
Foremen

	
Count

	
82

	
18

	
100




	
% of total

	
27.33%

	
6%

	
33.33%




	
Workers

	
Count

	
133

	
67

	
200




	
% of total

	
44.33%

	
22.34%

	
66.67%




	

	
Mean

	
S.D

	
Z

	
Sig.




	
Foremen

	
68.93

	
8.997

	
0.815

	
N.S




	
Workers

	
68.01

	
8.989




	
Total

	

	
Count

	
215

	
85

	
300




	
% of total

	
71.66%

	
28.34%

	
100%








Note: N.S = Not significant.
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Table 10. Level of job satisfaction in relation to marital status of employees.
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Level of Employees

	
Group Based on Satisfaction




	

	

	
Satisfied

	
Dissatisfied

	
Total




	
Married

	
Count

	
119

	
155

	
274




	
% of total

	
39.67%

	
51.67%

	
33.33%




	
Unmarried

	
Count

	
4

	
21

	
26




	
% of total

	
44.33%

	
22.34%

	
66.67%




	

	
Mean

	
S.D

	
Z

	
Sig.




	
Foremen

	
78.02

	
8.585

	
2.083

	
<0.05




	
Workers

	
69.33

	
6.689




	
Total

	

	
Count

	
215

	
85

	
300




	
% of total

	
71.66%

	
28.34%

	
100%
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Table 11. Mean differences of job satisfaction according to the degree of satisfaction and dissatisfaction with some specific job factors (n = 300).
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Group Based on Satisfaction

	
Mean

	
SD

	
n

	
z

	
df

	
Sig.






	
Pay

	
Satisfied

	
68.07

	
7.94

	
62

	
0.967

	
298

	
<0.01




	
Dissatisfied

	
69.31

	
9.24

	
238




	
Total

	

	

	
350




	
Promotion

	
Satisfied

	
65.17

	
8.27

	
282

	
3.846

	
298

	
<0.01




	
Dissatisfied

	
69.53

	
10.03

	
83




	
Total

	

	

	
350




	
Job status

	
Satisfied

	
69.79

	
8.12

	
236

	
5.699

	
298

	
NS




	
Dissatisfied

	
62.92

	
9.99

	
64




	
Total

	

	

	
350




	
Job security

	
Satisfied

	
66.24

	
8.28

	
200

	
2.873

	
298

	
<0.01




	
Dissatisfied

	
69.37

	
9.97

	
100




	
Total

	

	

	
350




	
Working condition

	
Satisfied

	
69.89

	
8.65

	
220

	
5.226

	
298

	
<0.01




	
Dissatisfied

	
64.01

	
8.52

	
80




	
Total

	

	

	
350




	
Behavior of boss

	
Satisfied

	
69.20

	
8.81

	
146

	
3.677

	
298

	
NS




	
Dissatisfied

	
64.33

	
8.79

	
54




	
Total

	

	

	
350




	
Open communication

	
Satisfied

	
65.00

	
8.78

	
239

	
3.288

	
298

	
<0.01




	
Dissatisfied

	
69.17

	
9.14

	
61




	
Total

	

	

	
350




	
Autonomy in work

	
Satisfied

	
69.83

	
8.25

	
221

	
5.045

	
298

	
<0.01




	
Dissatisfied

	
64.12

	
9.66

	
79




	
Total

	

	

	
350




	
Recognition for good work

	
Satisfied

	
67.31

	
8.64

	
130

	
2.244

	
298

	
<0.05




	
Dissatisfied

	
69.65

	
9.14

	
170




	
Total

	

	

	
350




	
Participation in decision making

	
Satisfied

	
65.82

	
8.96

	
167

	
4.439

	
298

	
<0.01




	
Dissatisfied

	
70.32

	
8.41

	
133




	
Total

	

	

	
350




	
Relationship with colleagues

	
Satisfied

	
71.75

	
9.04

	
296

	
−0.767

	
298

	
N.S




	
Dissatisfied

	
68.28

	
1.71

	
4




	
Total

	

	

	
350








Note: N.S = Not significant.
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Table 12. Mean differences of performance to the degree of job satisfaction of the respondents (n = 300).
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Groups

	
Number

	
Mean

Scores

	
S.D.

	
z

	
df.

	
Sig.

(2-Tailed)






	
Performance of low satisfied

	
164

	
67.26

	
12.23

	
−10.08

	
348

	
<0.01




	
Performance of high satisfied

	
186

	
78.48

	
8.45
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Table 13. Mean value of descriptive statistics.






Table 13. Mean value of descriptive statistics.





	Job Related Factors
	Quality of Work
	Quantity of Work
	Job Knowledge
	Initiative
	Creativeness
	Cooperativeness
	Undependability
	Personal

Development
	Influence

on Job

Performance





	Pay
	0.786
	1.257
	0.354
	1.387
	4.287
	1.398
	2.387
	2.897
	Yes



	Promotion
	0.997
	1.024
	2.579
	0.978
	3.287
	1.289
	6.478
	7.321
	Yes



	Job status
	1.987
	0.879
	0.889
	0.587
	0.872
	1.288
	3.879
	3.287
	Yes



	Job security
	2.257
	3.789
	0.897
	3.254
	0.587
	0.999
	3.789
	3.247
	Yes



	Working condition
	7.297
	3.742
	4.978
	3.954
	9.486
	13.789
	13.852
	11.841
	Yes



	Behavior of boss
	0.921
	0.931
	1.975
	0.379
	1.078
	2.875
	3.975
	3.217
	Yes



	Open communication
	6.852
	7.951
	17.879
	12.893
	7.951
	3.879
	19.753
	0.984
	Yes



	Autonomy in work
	3.521
	3.631
	1.214
	9.821
	3.023
	1.096
	4.521
	5.022
	Yes



	Recognition for good work
	11.654
	9.285
	5.951
	10.698
	8.781
	8.965
	17.657
	8.125
	Yes



	Participation in decision making
	1.258
	2.369
	3.287
	0.987
	1.274
	2.357
	11.098
	3.297
	Yes



	Relationship with colleagues
	3.0114
	0.987
	3.247
	6.159
	9.843
	3.278
	12.246
	9.275
	Yes
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Table 14. Age, education, work experience, job satisfaction, and job performance are inter-correlated in the correlations matrix for all respondents in the category (n = 300).
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	Variables
	1
	2
	3
	4
	5
	6





	1. Age
	1.00
	
	
	
	
	



	2. Education
	−0.502 **
	1.00
	
	
	
	



	3. Work experience
	0.903 **
	−0.461 **
	1.00
	
	
	



	4. Job satisfaction
	0.053 **
	0.062 *
	0.048 **
	1.00
	
	



	5. Job performance
	0.810 **
	0.050
	0.039 *
	0.912 **
	1.00
	







** Correlation is significant at the 0.01 level (2-tailed); * Correlation is significant at the 0.05 level (2-tailed).
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Table 15. Correlation matrix among dependent (job satisfaction and job performance) and independent (job related factors) variables (n = 300).
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	Variables
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13





	1. Job satisfaction
	1
	
	
	
	
	
	
	
	
	
	
	
	



	2. Job performance
	0.912 **
	1
	
	
	
	
	
	
	
	
	
	
	



	3. Pay
	−0.056
	0.568 **
	1
	
	
	
	
	
	
	
	
	
	



	4. Promotion
	0.217 **
	0.657 *
	0.205 **
	1
	
	
	
	
	
	
	
	
	



	5. Job status
	−0.313 **
	0.185
	0.185 **
	0.405 **
	1
	
	
	
	
	
	
	
	



	6. Job security
	−0.077
	0.821 **
	0.13 *
	0.190 **
	0.385 **
	1
	
	
	
	
	
	
	



	7. Working condition
	0.290 **
	0.246 **
	0.140 *
	0.183 **
	0.220 **
	0.276 **
	1
	
	
	
	
	
	



	8. Behavior of boss
	0.208 **
	0.458 **
	0.111
	0.001
	0.116 *
	0.169 **
	0.483 **
	1
	
	
	
	
	



	9. Open communicat-ion
	0.187 **
	0.178
	0.115 *
	0.002
	0.060
	0.007
	0.164 **
	0.432 **
	1
	
	
	
	



	10. Autonomy in work
	212 **
	0.489 **
	0.097
	0.046
	0.103
	0.169 **
	0.140 *
	0.13 *
	0.196 **
	1
	
	
	



	11. Recogniti-on for good work
	0.129 *
	0.081
	0.085
	0.195 **
	0.160 **
	0.061
	0.208 **
	0.18 **
	0.225 **
	0.147 *
	1
	
	



	12. Participat-ion in decision making
	0.249 **
	0.387 *
	−0.091
	0.063
	0.043
	0.039
	0.251 **
	0.280 **
	0.183 **
	0.174 **
	0.361 **
	1
	



	13. Relationship with colleagues
	0.044
	0.189
	−156 **
	−0.007
	0.010
	−0.019
	0.061
	0.021
	0.013
	0.033
	0.043
	0.130 *
	1







** Correlation is significant at the 0.01 level (2-tailed); * Correlation is significant at the 0.05 level (2-tailed).
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Table 16. Model summary of step-wise multiple regression: dependent variable job performance.
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	Model
	R
	R2
	Adjusted R2
	SEE
	R2 Change
	F Change
	Sig.

F Change





	1
	0.313 a
	0.134
	0.130
	0.158
	0.248
	65.238
	0.000



	2
	0.392 b
	0.218
	0.213
	0.149
	0.186
	77.102
	0.000



	3
	0.429 c
	0.273
	0.283
	0.137
	0.152
	62.721
	0.000



	4
	0.448 d
	0.298
	0.310
	0.128
	0.109
	60.009
	0.000



	5
	0.461 e
	0.321
	0.347
	0.122
	0.085
	48.854
	0.000



	6
	0.489 f
	0.367
	0.388
	0.106
	0.051
	36.594
	0.000



	7
	0.495 g
	0.402
	0.429
	0.102
	0.036
	18.654
	0.000







a Predictors (Constant): Pay; b Predictors (Constant): Pay, Promotion; c Predictors (Constant): Pay, Promotion, Job Security; d Predictors (Constant): Pay, Promotion, Job Security, Working Conditions, Behavior of Boss; e Predictors (Constant): Pay, Promotion, Job Security, Working Conditions, Behavior of Boss; f Predictors (Constant): Pay, Promotion, Job Security, Working Conditions, Behavior of Boss, Autonomy in Work; g Predictors (Constant): Pay, Promotion, Job Security, Working Conditions, Behavior of Boss, Autonomy in Work, Participation in Decision Making.
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