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Reviewing Job Performance through Job Satisfaction: An Empirical Exploration in Banking Services

Abstract
The study intends to discover the influence of job satisfaction on job performance in the circumstance of banking services at Janota Bank, Bangladesh. To attain this objective, the study incorporated 150 samples from Janota Bank through the systematic random sampling and respondents were the current employees of Janota Bank who are occupying various executive positions in the bank. To test the hypothesis, regression analysis has been conducted. Apart from this, t-test, ANOVA, and correlations were duly performed. This study accurately reveals that job satisfaction is influencing job performance significantly. This study once again reconfirm that job satisfaction has a great effect on job performance in the context of banking services thus existing literature will enrich to realize that job satisfaction is such an aspect not to ignore rather to ensure job satisfaction continuously without discriminating male and female employees. Finally, the practitioners would be benefited if they take it seriously job satisfaction as a main element to improve their organizational performance. Job satisfaction creates motivational force in the minds of employees which propels forward to move and survive in the noisy competitive market.      
Keywords: Student satisfaction, service quality, image of the institution.

1.  Introduction  

Job satisfaction is perceived as a person's assessment of his or her activity and task related condition.  Further, we can demand that which one feels surely or adversely about the inherent and/or extrinsic facets of one’s job (Bashir & Ramay, 2008). In this sense, job satisfaction regarded at the totality of fulfillment affirmed by various unlike aspects of jobs and the job condition. Such an evaluation bears a faultless picture of the aggregate worker satisfaction.

Job satisfaction is denoted as one more essential work related approach (cp. Heller & Watson, 2005; Ilies, Wilson, & Wagner, 2009; Van Dyne & Pierce, 2004). Generally, it has been demarcated as an attitudinal evaluative conclusion of one’s work or work know-hows (Ilies et al., 2009). The precise intention of this study is to scrutinize the influence of employee empowerment and place of work atmosphere on job satisfaction and the consequence of job satisfaction on job loyalty, turnover intention and job performance. It is an in-depth measurement of the job and job-related involvements with some extend of suitable or disfavor. Levy (2003) also debated that job satisfaction leads to a healthier performance, a decrease in turnover, and altering attitudes of employees. 

Job performance typically examines to whether an individual performs his or her activity well or not. Job performance is the technique staffs finish their jobs. Job performance audit decides the representatives' genuine performance. In this way, visionary administration firm will put more assets into different projects keeping in mind the end goal to upgrade job satisfaction and their individuals' performance. Employees’ job satisfaction is unparalleled to be explored since it is evaluated as vital issues in enlightening firms’ performance and competitiveness. Job satisfaction might be strong sign of how workers feel about their jobs and a prognosticator of work behaviors such as organizational citizenship, absenteeism and turnover intention. A good understanding of the indicators engaged in job satisfaction is essential to boost the desire of employees (Okpara J.O., Squillace M, Erondu E.A., 2005) as the foremost basis why they will remain at work with the current organization. Job satisfaction of workforces is performing extremely outstanding role on the performance of a business entity. It is a vital thing to discover as how employees can be retained through concocting them satisfied and motivated to accomplish surprising outcome. Accomplishing target and success absolutely be governed by on employees’ job satisfaction and sequentially contributes for organizational achievement and growth, enriches the efficiency, and increases the work quality.
As stated by Janssen, (2001) job satisfaction expresses how a member of staff of a business entity feels about his/her works. This emotional state may be positive or pessimistic, more positive state of mind means employee’s degree of job satisfaction is high. In other words positive sentiments of a member of staff towards place of work also refer to job satisfaction. 
As stated by Choo & Bowley (2007), job satisfaction and organizational performance are consistent with each other and virtually, job satisfaction is the product of organizational performance. Khan, Nawaz, Aleem, & Hamed, (2012) explored extensively job satisfaction and job performance in recent times. Finally, they established the fact that job satisfaction delivers better input for healthier performance to organizations.
Job satisfaction is an operator to confirmed enthusiastic mental state among workers about their employments (Robbin and Judge, 2008). A standard level of job satisfaction breeds more positive feelings in the considerations of workers about their activity. Luthans and Fred (2006) outfitted that activity fulfillment builds positive emotive sentiments those domino impact from work evaluation.
2.  Hypothesis and Literature Review 
Job Satisfaction 
Spector (1997) postulated that job satisfaction is interrelated with people’s thinking, feeling and observation of their jobs (Spector, 1997). Job satisfaction is extensively applied variable in the ground of human resource management and it is observed that the internal and external features are good indicators of job satisfaction (Chang, 1999). As stated by Rainey (1997), job satisfaction is widely explored variable in organizational survey; all indicators of job satisfaction are interconnected to how individuals feel about their works and diverse aspects of their works. This is the degree to which people prefer or not prefer of their jobs (Spector, 1997). Job satisfaction is such a measure that expresses about employee’s common sentiment about its work environment and job itself. It is recommended by many researchers that the job satisfaction is installed to measure the intents of employees in the direction of their place of work (Sweeney et al., 2002). 
Job satisfaction is an object that illustrates about employee’s true emotional outburst about its workplace and work. It assesses employee’s moods towards the job and the degree to which the job is rewarding the employee’s needs and expectations. Numerous aspects have been clarified by the investigators like whole-hearted behavior, hygiene factors, supervisory obligation and workplace atmosphere by constructing on different theories, (Darrow, 1971; Brewer et al, 2008; Ahsan et al, 2009; Kuo et al, 2007). Lu et al. (2005) claimed that job satisfaction is an exciting subject matter among consultants and academic researchers. This is because of its proven influence on amassed productivity (McNeese-Smith, 1997), enhanced customers’ satisfaction (Burke et al., 2005), and inspired superior performance and efficiency (Sousa-Poza and Sousa-Poza, 2000).

As stressed by Hirschfield (2000), intrinsic aspects of job satisfaction denotes to how employees perceive about the nature of the tasks while extrinsic aspects of job satisfaction signifies to how people feel about features of the work condition that are external to the job tasks. Quite a lot of theories have been advanced to make clear the nature of job satisfaction.

Job performance 
  
To measure organizational performance, job related performance is considered one of the robust indicators (Wall et al., 2004). Schermerhorn (1989) demarcated performance of the job as quality and quantity accomplished by individuals or team after completing a task. Munchinsky (2003) advised that job performance is the different types of employee's conducts that can be measured, observed, and estimated achievement at individual’s level. Viswesvaran and Ones (2000) labeled job and its performance as "manners and results that employees participate in or bring about that are attached with and contribute to organizational goals". Traditionally, job performance was observed through only one indicator but investigators now agree that job performance is multidimensional factor (Austin and Villanova, 1992). By favoring this view, Motowidlo and Scotter (1994) proposed that performance of job had better comprise of task performance and contextual performance.

Campbell (1990) proposed eight measurements of job performance and these are work capability, non-work particular employment skill, written and verbal correspondence, effort, conserving self-control, keeping up peer and group performance, supervision/leadership, and administration. Robbins (1998) classified the assessment of job performance into job outcomes, job behavior, and individual traits. Lee et al. (1999) distributed it into quality, efficiency, and effectiveness. As said by Lee et al. (1999), efficiency denotes to the employees' output amount and the capability to accomplish tasks earlier closing date, effectiveness denotes to the employees' goal achievement, and quality denotes to employees' mistakes and grievance rate, supervisors' satisfaction, customers' satisfaction, and coworkers' satisfaction. Proposed views by Lee et al. (1999), this study has distributed job performance into efficiency, effectiveness, and quality.


Job satisfaction and job performance 
Fisher (2003) compressed two of his experimental investigations; the primary examination focuses on the considerations of leaders, supervisors, and representatives. He built up that a larger part of the workers whispered sentiments of pleasure to be related to job performance. In the second examination he uncovered that a most noteworthy segment of the members on unskilled students reach understanding that workforces who are pleased with their activity are normally execute better. Be that as it may, prior various examinations investigated based on job satisfaction and job performance found an ideal connection between two factors. For example, an examination coordinated by Gu and Siu (2009) on alliance between job related satisfaction and performance of the work among the representatives executing jobs in Macao casino club inns uncovered a significant association between  job satisfaction and job performance.

Nimalathasan and Brabete (2010) performed an empirical study on job satisfaction and job performance. The outcomes disclosed that there was a positive relationship between two variables that high level of fair promotion, rational salary, suitable work itself, and pleasant working condition dominate to extraordinary level of employees' performance. In another study conducted by Prasanga and Gamage (2012) the outcomes directs that job satisfaction is one of the strongest imperative aspects in shaping job performance, and dictates to high degree of performance. Viewing the above indications, it could be determined that job satisfaction is exposed to be certainly connected with performance of the job. As a result, it can be stated that: 

H1: Job satisfaction positively influencing job performance.  

3. Conceptual Model
The conceptual framework is presented in the figure below based on literature review.
                                  H1Job performance
Job satisfaction

                                 

Figure 1: Conceptual Model of Job Performance

4. Research Methodology
Research approach and sampling method
The objective of the exploration is to appraise job performance through job satisfaction. This exploratory study compels to use quantitative approach to test the hypothesis. The total population of this study included current executive employees of Janata Bank, Malibugh and Banashri branches. Deploying systematic random sampling approach, data collection procedure was ended. 
Questionnaire development and data collection
Data were collected using the questionnaire which was produced based on the instruments by previous scholars. The instrument consists of two sections, which are section A and section B. Section A comprises the demographic information. Then again, section B comprises questions related to job satisfaction and job performance. Total items of job satisfaction are 8 and total items of job performance are 6 covering the main body of the questionnaire. Items of job satisfaction are adapted from Schnake (1983) and items of job performance are adapted from Sahin (2011). A 5-point Likert scale was used to evaluate statements in component B, where 5 = strongly agree, 4 = agree, 3 = neither agree nor disagree, 2 = disagree, 1 = strongly disagree. 
With a specific end goal to decide the inner consistency of the instrument, a Cronbach's alpha coefficient reliability investigation was directed. The Cronbach's alpha coefficient for the questionnaire was computed and discovered a normal estimation of 0.73. The Cronbach's alpha coefficient is above of the 0.70 esteem recommended by Nunnally (1967) however as per Hair et al. (2010), as far as possible estimation of Cronbach's alpha is 0.60 for exploratory research therefore this investigation showed the value in Table 2 and guaranteed unwavering reliability as indicated by Hair et al. (2010).
To be affirmed a high reaction rate; two students were given information about the research theme and the content of the survey instrument. Moreover, they were taught on the most proficient method to manage respondents and how to gather required data size. In this examination, the target sample size was 168 in light of the fact that Kline (2011) proposed that the gathering of data size ought to be 10 times or more as large as the number of indicators (items) in the multivariate research. Data size was estimated 12 times of 14 items in the instrument thus the target sample size was calculated as 168. The survey took between 5 to 7 minutes to complete the items. Employees were invited to participate in the study during the period of March 01- April 20, 2018, and a total of 150 questionnaires were collected. The total number of usable questionnaires was 150 because no invalid questionnaire was detected in this process and the response rate was 89%.    
5. Results and Discussion 
Demographic characteristics of respondents
Out of 150 respondents who participated in the study, 125 or 83.3% of them are males while the remaining are females (16.7%). In terms of salary, 88% employees are earning Taka 20,000 to Taka 80,000 per month. Only 0.7% employee is earning Taka 140,000 and above per month. The highest academic qualification is a Master’s Degree with 118 (78.6%) followed by a BBA degree with 14 respondents (9.3%). In terms of experience, majority of respondents have been working in the present bank between 0 to 10 years 82.7% and above 20 years 1.3%. The t-test is performed to judge the mean difference between male and female on job performance. The study found that there is no mean difference between male and female in terms of job performance (p value = 0.49 and t value = - 0.581) because p > 0.05 in this perspective.
Descriptive Statistics
According to descriptive Table 1, the study exposed the highest mean (4.7667) associated with ‘effective solution’ item followed by job freedom (4.5067), work relationship (4.353) and well-trained (4.200). Finally, the study revealed the lowest mean (3.566) associated with ‘un-biased promotion’ item signifying that employees are pretty unhappy about promotion. The study also assessed the normality through skewness and kurtosis. According to George and Mallery (2010), the value of skewness within the range of -1 to + 1 to indicate normal distribution and the value of kurtosis - 2 to + 2 are reflected satisfactory in order to achieve normality. Table 1 confirms the normality in this study. Furthermore, the results of Table 9 demonstrate correlation among jobs satisfaction indicators and job performance indicators (see Appendix 1). 


Table 1: Descriptive Statistics 
	Items
	    N
	Minimum
	Maximum 
	Mean 
	Std. Deviation
	 Skewness

	Kurtosis
	
	

	 Well trained
	150
	2
	5
	4.200
	.81323
	-1.521
	1.956
	
	

	Evaluation system 
	150
	1
	5
	4.013
	.75072
	-1.565
	1.980
	
	

	Reward system
	150
	1
	5
	3.866
	0.72043
	-.995
	2.088
	
	

	Homely-work environment
	150
	3
	5
	4.160
	0.65620
	-.178
	-.695
	
	

	Compensation package 
Enjoying
	150
	2
	5
	3.840
	0.67635
	.073
	-.538
	
	

	Supervisors concern
	150
	1
	5
	3.953
	0.78009
	-.606
	.748
	
	

	Unbiased promotion
	150
	1
	5
	3.566
	1.11978
	-998
	.575
	
	

	Job freedom
	150
	2
	5
	4.5067
	.73042
	-1.437
	1.567
	
	

	Effective solution
	150
	3
	5
	4.7667
	.48351
	-1.968
	1.978
	
	

	Changing situation
	150
	2
	5
	4.140
	.73302
	-.847
	1.125
	
	

	Ownership and
 Responsibility
	150
	3
	5
	4.200
	.53092
	.164
	-.001
	
	

	Meet deadline
	150
	2
	5
	3.720
	.73384
	.081
	-.493
	
	

	Encourage colleagues 
	150
	3
	5
	4.160
	.56853
	.010
	-0.93
	
	

	Work relationship
	150
	3
	5
	4.353
	.59231
	-.295
	-0.96
	
	

	Valid N
	150
	
	
	
	
	
	
	
	



Reliability, Validity, and Uni-dimensionality Assessment
Reliability is evaluated through Cronbach's Alpha. As indicated by Hair et al. (2010), as far as possible estimation of Cronbach's alpha is 0.60 for exploratory research subsequently this examination demarcated the reason in Table 2 and guaranteed dependability. In this investigation, the validity is guaranteed through convergent validity. The convergent validity can be evaluated through average variance extracted (AVE). Fornell and Larcker (1981) prescribed that reliable factors can have under 50 percent explained variance (AVE). Along these lines, the examination accomplished the convergent validity (see Table 2) on the recommendation of Fornell and Larcker (1981). The uni-dimensionality was estimated through factor loadings. It is important to have adequate factor loadings prior evaluating validity and reliability. The item loading for an item must be 0.50 or higher for exploratory research (Awang, 2012). Table 2 demonstrates the factor loadings 0.50 and higher in this way uni-dimensionality is accomplished.



Table 2: Reliability, Validity, and Uni-dimensionality Assessment
	Constructs
	Factor Loadings
	Cronbach’s Alpha
	AVE

	Job Satisfaction
	
	0.85
	0.51

	· JS1
	0.79
	
	

	· JS2
	0.82
	
	

	· JS3
	0.77
	
	

	· JS4
	0.52
	
	

	· JS5
	0.50
	
	

	· JS6
	0.61
	
	

	· JS7
	0.72
	
	

	· JS8
	0.73
	
	

	Job Performance
	
	0.60
	0.41

	· JP1
	0.78
	
	

	· JP2
	0.59
	
	

	· JP3
	0.51
	
	

	· JP4
	0.69
	
	

	· JP5
	0.56
	
	

	· JP6
	0.52
	
	



Analysis of Variance
Table 3 discloses that there is a variation among educational levels on job performance because F=2.397 significant at p < 0.031. Further, the study discovered that Ph.D holder employees are more productive than other types of degree holders. Table 4 expresses that there is a variation among different levels of experiences on job performance and finally the study disclose that 20 years above experienced employees are more productive because their job performance is in the highest level. According to the Table 5, the study illustrated that there is a variation among different ranges of salary on job performance. The study further made it clear that those who are earning Taka 140,000 and more they are good performers than others. 
Table 3: ANOVA (Based on Education)
	
	Sum of square
	Df
	Mean square
	F
	Sig

	Between group
	58.274
	6
	9.712
	2.397
	.031

	Within group
	579.386
	143
	4.052
	
	

	Total
	637.660
	149
	
	
	


Significant at p < 0.05



Table 4: ANOVA (Based on Experience)
	
	Sum of sqaure
	Df
	Mean square
	F
	Sig

	Between group
	93.461
	4
	23.365
	6.226
	.000

	Within group
	544.199
	145
	3.753
	
	

	Total
	637.660
	149
	
	
	


Significant at p < 0.01
Table 5: ANOVA (Based on Salary)
	
	Sum of Square
	Df
	Mean square
	F
	Sig

	Between group
	80.248
	4
	20.062
	5.219
	.001

	Within group
	557.412
	145
	3.844
	
	

	Total
	637.660
	149
	
	
	


Significant at p < 0.01
Regression Analysis   
Table 6 illustrated that independent variable job satisfaction explained 11 percent variance in job performance because adjusted R2 is 0.11. The correlation of coefficient (R) is 0.35 that implies there is a weak relationship exists between job satisfaction and job performance. But the ANOVA Table 7 shows that F = 20.462 and it is significant at 0.000 level that means predictor (job satisfaction) predicts significantly job performance. Therefore, it can be specified that job satisfaction has a strong power to influence job performance. In respect of Table 8, job satisfaction is statistically significant because β value is 0.345 and significant at < 0.01 level means that job satisfaction has strength to explain more about job performance. Thus, the management of the organization should give more attention to improve job satisfaction of employees without any reservation. 
Table 6: Model Summary 
	Model
	R
	R Square
	Adjusted R2
	Standard Error
	VIF

	
	0.35
	0.12
	0.11
	0.6523
	1.00


a. Predictor: (constant), Job satisfaction
b. Dependent variable: Job performance

Table 7: ANOVA
	
	Sum of square
	DF
	Mean square
	F
	Sig

	Regression 
	2.151
	1
	2.151
	20.462
	.000a

	Residual
	15.561
	148
	0.105
	
	

	Total
	17.713
	149
	
	
	


c. Predictor: (constant), Job satisfaction
d. Dependent variable: Job performance

Table 8: Coefficient 
	Model
	Unstandardized coefficient  
	Standardized Beta
	T
	Sig

	
	B
	Std. Error
	Β
	
	

	Content
	3.344
	0.196
	
	17.035
	.000

	JS
	.218
	.048
	.349
	4.523
	.000


a. Dependent variable: Job performance, Significant at p ≤ 0.01 level
                                                                                                                                   
5. Conclusion 
In conclusion, the study highlights the influence of job satisfaction on job performance in the context of banking services. The study reveals that job performance is influencing job performance significantly thus hypothesis H1 is supported by the study. In order to increase job performance of employees, the study reconfirm that job satisfaction is the prerequisite of it. Thus, careful attention should be given by the management of bank services towards job satisfaction of employees to make sure job performance and growth of the organization. The study further discloses that Ph.D holders employees, highly experienced employees (more than 20 years), and those who are earning Taka 140,000 and above per month are more productive and these findings are ensured through ANOVA. Analysis of variation confirms that there is a variation among educational levels on job performance (see Table 3). Table 4 confirms that there is a variation among different levels of experiences on job performance. Finally, Table 5 confirms that there is a variation among different ranges of salary on job performance. Comprehending the above discussions, the study can postulate that higher level of education, experience, and salaries have significant influence on job performance. 
6. Implications
Management in banking services can utilize these results for job performance of their employees through job satisfaction of employees. These results reassured that job satisfaction is an indispensible factor to be considered for improving job performance. Therefore, the findings of the study will provide substantial inputs for constructing of strategic decisions. Safeguarding employee friendly motivating culture is additional implication of these findings which is essential to survive in the competitive market.  


7. Limitations and future directions
There are naturally few limitations are identified that need to be addressed. At first, the study has performed completely based on banking services perspective. Secondly, the study focuses only three branches of Janota Bank in Dhaka city; thus the findings of the study are not wise to generalize. At last, the sample size is not adequate to generalize. Future studies can increase sample size in order to provide more representative results and to improve generalizability. Other studies may compare these findings with other banking services sectors.    
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APPENDIX 1

Table 9: Correlation of Job satisfaction and Job performance

	
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14

	1.Well Trained
	1
	
	
	
	
	
	
	
	
	
	
	
	
	

	2.Evaluation 
System
	.749**
	1
	
	
	
	
	
	
	
	
	
	
	
	

	3.Reward 
System
	.575**
	.6498**
	1
	
	
	
	
	
	
	
	
	
	
	

	4.Homely
Work 
Environment
	.326**
	.282**
	.358**
	1
	
	
	
	
	
	
	
	
	
	

	5.Compensation
Package
	.184*
	.295**
	.369**
	.255**
	1
	
	
	
	
	
	
	
	
	

	6.Supervisor 
Concern
	.380**
	.391**
	.455**
	.224**
	.253**
	1
	
	
	
	
	
	
	
	

	7.Unbiased 
Promotion
	.607**
	.614**
	.527**
	.323**
	.289**
	.351**
	1
	
	
	
	
	
	
	

	8.Job freedom
	.622**
	.538**
	.397**
	.320**
	.342**
	.360**
	.525**
	1
	
	
	
	
	
	

	9.Effective
Solution
	.336**
	.231**
	.141
	.118
	-0.53
	.220**
	.171**
	.299**
	1
	
	
	
	
	

	10.Changing 
Situation
	.047
	.216**
	.239**
	.023
	.181**
	.211**
	.123
	-.033
	.377**
	1
	
	
	
	

	11.Ownership and responsibility 
	.302**
	.280**
	.263**
	.235**
	.183*
	.185*
	.237**
	.273**
	.288**
	.186*
	1
	
	
	

	12.Meet deadlines
	-.184*
	-.018
	.081
	-.074
	.274**
	.165*
	-.149
	-.097
	-.223**
	.335**
	.059
	1
	
	

	13.Encourage
Colleagues  

	.013
	.199*
	.184*
	.237**
	.242**
	.168*
	.004
	.014
	.137
	.252**
	.072
	.092
	1
	

	14.Work
Relationship 
	.191*
	.261**
	.316**
	.285**
	.192*
	.341**
	.121
	.188*
	.266**
	.179*
	.201*
	.106
	.409**
	1


Note: *Significant at < 0.05 level and **Significant at < 0.01 level
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