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Abstract:

O

rganization usually sees an average worker as the source of quality and productivity gains. Any organization
that does not put the welfare of its employee first such organization is endangering its performance and
productivity. The study examines the relationship between job satisfaction and employees’ performance and
the relationship between job satisfaction and employees’ commitment. The sample size used for the study was drawn
from the staff of MTN Nigeria. A structured questionnaires were then used to elicit data from these staff.The chisquare was used to analyse the elicited data and the study findings revealed that job satisfaction has significance
influence on both employee performance andemployees’ commitment. Thus, the study recommends that organisations
should intensify efforts in the area of non-financial rewards as a mean of influencing greater performance from the
employees as well as getting the employees to be committed the organisation.
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I. INTRODUCTION
The place of human resource management in an organization cannot be overemphasized. It is an integral part of the
management process. A well-managed organization usually sees an average worker as the source of quality and
productivity gains. Any organization that does not put the welfare of its employee firstsuch organization is endangering
its performance and militating against its productivity. An ideal organization ensures a spirit of cooperation and sense of
commitment and satisfaction within the sphere of its influence. Human resources are one of the most important and most
costly elements in information services. No matter the quality of technology available in an organization, it is impossible
to speak of proper organization without qualified and well-motivated human resources.
For an organization to make its workers satisfied and be committed to their jobs, there is a need to ensure a strong and
effective motivation or incentives of staff at various divisions, sections and units within the organization. Employees’
performance cannot be properly ascertained without looking into the satisfactions derived by the employees on the job. In
other words, employees satisfaction is positively related to their performances on the job, all things being equal, if an
employee is satisfied with is his/her job, automatically, the morale to put in the best will be increase and vice versa. This
context raises the need to a critical evaluation of job satisfaction in relation to job performance.
Job Satisfaction
The concept of job Satisfaction has been defined in different ways by different researchers. The concept is related to such
phenomenon as identified with the job, motivation and the attractiveness of the workplace to the employee. Job
satisfaction or dissatisfaction is a phenomenon that depends on person’s work experience, level of education, ability,
personal competence and identification with the job in question. Since it is an emotional response, it can only be
ascertained through a person’s expression of his or her own feelings.
Job satisfaction implies both the material advantages that accrue to the employee from the job as well as the spiritual
well-being provided by the work environment. If the work environment is not satisfactory, it may reduce the morale of
the employee. Job satisfaction ensues when the work conforms to the desires of the worker. It is an entirely personal
measurement of the individual’s assessment of the job (Bryant 1999). Ever since machines began to supplement human
skills, people have failed to derive adequate pleasure from their work. Employees have been steadily alienated from their
jobs and consequently feel unfulfilled. This according to Thompson and Terpening (2003) has led to high labour
turnover. Also, high labour turnover equally leads to low standards of service and higher expenditure in hiring and
orienting the new staff to the new work setting (Smith and Reinow, 2011).
However, for any rational human being, being fulfilled on the job is a major aim and desire. Some employees do not
necessary get satisfaction monetarily, what often drive success desire is the fulfillment they get from the job, for
example, career development. There are a variety of factors that can influence a person’s of job satisfaction; some of
these factors include the level of pay and benefits, the perceived fairness of the promotion system within a company, the
quality of working (work environment), competence & experiences, qualification, leadership and social relationships and
the job itself (the variety of tasks involved, the interest and challenge the job generates and the clarity of the job
description/requirements).
The more satisfied the employees, the happier they are with their jobs. Job satisfaction is not the same as motivation,
although it is clearly linked. Job design aims to enhance job satisfaction and performance, which include methods such as
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job rotation, job enlargement and job enrichment. It is in the view of above that this study examines the relationship
between job satisfaction and employees’ commitment and whether job satisfaction have any relationship with employees’
performance.
II. LITERATURE REVIEW
Job satisfaction is so important in that its absence often leads to lethargy and reduced organizational commitment
(Levinson, 1997, Moser, 1997). Lack of job satisfaction is a predictor of quitting a job (Alexander, Litchtenstein and
Hellmann, 1997; Jamal, 1997). Sometimes, workers may quit from public to the private sector and vice versa. At the
other times the movement is from one profession to another that is considered a greener pasture.Job satisfaction and
dissatisfaction not only depends on the nature of the job, it also depends on the expectation - what the job supplies an
employee (Al-Hussami, 2008). Job satisfaction is a complex phenomenon with multi-facets (Xie and Johns, 2000). It is
influenced by attitudes toward work and organizational commitment. It is assumed that positive attitude towards work
and greater organizational commitment increases job satisfaction which in return enhances performance of the individual
(Linz, 2002). Schneider and Snyder (1975) on the other hand see job satisfaction as a personal evaluation of conditions
present in the job, or outcomes that arise as a result of having a job. Job satisfaction thus, has to do with an individual’s
perception and evaluation of his job, and this perception is influenced by the person’s unique circumstances like needs,
values and expectations. People will therefore evaluate their jobs on the basis of factors, which they regard as being
important to them.
Employee Job Performance
Employee’s job performance has been defined as work performance in terms of quantity and quality expected from each
employee (Khan et al, 2010). With increase in competition, firms have recognized the importance of the employee’s job
performance to compete in this global market. This is due to the fact that as the performance of the employees increase,
there is a corresponding positive effect on firm’s performance, importantly, the profitability of the firm.
Organizational Commitment
The concept of organizational commitment is defined as the emotional bond or attachment between staff and their firm
(Meyer and Allen, 1997; O’Reilly and Chatman, 1986). It is the relative strength of an individual’s identity within a
particular organization (Mowday, Porter, and Steers, 1979). That is, the relative strength of an individual’s identification
with and involvement in a particular organization that can be characterized by three elements: (i) a strong belief in and
acceptance of the organization’s goals and values, (ii) a willingness to exert considerable effort on behalf of the
organization, and (iii) a strong desire to maintain membership in the organization.
III. METHODOLOGY
The research design used in this study was survey research design.The data used were obtained with the aid of
structuredquestionnaire which was designed to collect information from staff in MTN Nigeria. One hundred
(100)questionnaire was administered, one hundred (100) was returned. The questionnaire was designed into two three (3)
parts. Part one contained biodata information of the respondents. Part two and three contained information that is
structured in a way to capture respondents respond to job satisfaction in relations to both their performance and
commitment to the job. The elicited data were analyzed and tested using Chi-square (SPSS Non-parametric) method.
Testing of Hypothesis
The study tested, firstly, the relationship between job satisfaction and employees’ performance.
Hypothesis 1:
Ho :
There is no significant relationship between job satisfaction and employees’ performance.
Empirical result of job satisfaction and employee performance: The relationship between job satisfaction and
employees’ performance was analyzed using chi-square. The formula of the model is given below:
Table 1: Job Satisfaction and Employees' Performance
Strongly Disagreed
Disagreed
Indifferent
Agreed
strongly Agreed
Total

Observed N

Expected N

Residual

4
12
10
62
12
100

20.0
20.0
20.0
20.0
20.0

-16.0
-8.0
-10.0
42.0
-8.0

Source: Field Survey, 2017
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Table 2: Test Statistics
Job Satisfaction and Employees' Performance
a

112.400
Chi-Square
4
Df
Asymp. Sig. .000
a. 0 cells (0.0%) have expected frequencies less than 5. The minimum
expected cell frequency is 20.0.
From the above observation, the test-statistics shows a p-value is 0.000 which is less than 0.05 at four (4) degree of
freedom, so the observed frequencies do not agree with the expected frequencies. The goodness of fit test does not tell us
where the differences lie, only that there was at least one that was different. Thus, we reject the null hypothesis as the
observation supports the alternative hypothesis - There is a significant relationship between job satisfaction and
employees’ performance.
Hypothesis 2:
Ho:There is no significant relationship between job satisfaction and employees’ commitment.
Empirical result of job satisfaction and employees’ commitment.
The relationship between job satisfaction and employees’ commitment was analyzed using chi-square. The formula of
the model is given below:
Table 3: Job Satisfaction and Employees' Commitment
strongly disagreed
Disagreed
Indifferent
Agreed
strongly agreed
Total

Observed N

Expected N

Residual

7
6
7
60
20
100

20.0
20.0
20.0
20.0
20.0

-13.0
-14.0
-13.0
40.0
.0

Source: Field Survey, 2017
Table 4: Test Statistics
Job Satisfaction and Employees' Commitment
Chi-Square
Df
Asymp. Sig.

106.700a
4
.000

a. 0 cells (0.0%) have expected frequencies less than 5. The
minimum expected cell frequency is 20.0.
From the above observation, the test-statistics shows a p-value is 0.000 which is less than 0.05 at four (4) degree of
freedom, so the observed frequencies do not agree with the expected frequencies. The goodness of fit test doesn't tell us
where the differences lie, only that there was at least one that was different. Thus, we reject the null hypothesis as the
observation supports the alternative hypothesis - There is a significant relationship between job satisfaction and
employees’ commitment.
IV. CONCLUSION
Conclusively, this work has examined the level of employees’ performance in relation to their level of satisfaction on the
job. It is important to note that using MTN Nigeria limits the findings of this study, consequently, there is the need for
further research on employees’ level of satisfaction in relation to employees’ performance, making other
telecommunication firms as case studies or industries.
Importantly, this research work has shown that job satisfactions have an influence on employees’ performance and
therefore the alternative hypothesis (H1: there is significant relationship between job satisfaction and employees’
performance) of the first hypothesis was accepted, while the null hypothesis was rejected. In the same vein, the
alternative hypothesis (H1: there is significant relationship between job satisfaction and employees’ commitment) of the
second hypothesis was also accepted while the null hypothesis was rejected. The reasons for these acceptance and
rejection were that, our findings revealed that the level of satisfaction employees derive from their jobs has significant
influence on their performance on the job and commitment to the organisation.
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Doubtlessly, this study has revealed greatly that job satisfactions have a significant influence on employees’ performance
as well as commitment of the employees to their roles and the organisation. Thus, it is based on these findings that we
recommend that there is the need to introduce an appraisal system that can periodically assess the performance of
employees for promotional recommendations. Secondly, organisations should endeavor to intensify efforts in the area of
non-financial rewards as a mean of influence employees for greater performance. And thirdly, organisation should also
provide access for continuous training and development programmes which drive employees’ long-term commitment to
the organisation.
REFERENCES
[1]
Adeyinka, T., Ayeni, C. O. andPopoola, S. O. (2007). Work Motivation, Job Satisfaction and Organisational
Commitment of Library Personnel. In Academic and Research Libraries In Oyo State, Nigeria.
[2]
Alexander, J.A, Liechtenstein, R.O, and Hellmann, E. (1998). A Causal Model of Voluntary Turn-over among
Nursing Personnel in Long-term Psychiatric Setting. Research in Nursing and Health, Vol.21 (5), 415-427.
[3]
AL-Hussami, M. (2008) A Study of Nurses' Job Satisfaction: The Relationship to Organizational commitment,
Perceived Organizational Support, Transactional leadership, transformational Leadership, and Level of
Education.Europe Journal of Scientific Research, Vol. 22 (2), 286-295.
[4]
Aries, S. andRizqi M. (2002) Analysis of the Effect of Attitude toward Works, Organizational Commitment, and
Job Satisfaction, on Employee’s Job Performance. European Journal of Business and Social Sciences, Vol. 1
(10), 15-24.
[5]
Jamal, M. (1997). Job Stress, Satisfaction and Mental Health: An Empirical Examination of Self-employed and
Non self-employed Canadians.Journal of Small Business Management, Vol. 35 (4), 48-57.
[6]
Linz, S.J. (2002). Job Satisfaction among Russian Workers, Working paper, William Davidson Institute,
University of Michigan.
[7]
Locke,E. A. (1976). The Nature and Causes of Job Satisfaction. In M.D. Dunnette (Ed.), Handbook of Industrial
and Organizational Psychology. Chicago: Rand McNally.
[8]
Meyer, J.P. and Allen, N.J. (1997). Commitment in the Workplace. Thousand Oaks, CA: Sage Publications.
[9]
Mowday, R., Porter, L., and Steers, R. (1979).The Measurement of Organizational Commitment, Journal of
Vocational Behavior, Vol. 14 (2), 224-247.
[10]
Moser, K. (1997). Commitment in Organizations. Psychologies,Vol. 41 (4), 160-170.
[11]
O'Reilly, C. A. and Chatman, J. (1986). Organizational Commitment and Psychological Attachment: The
Effects of Compliance, Identification and Internalization on Pro-social Behavior. Journal of Applied
Psychology, Vol. 71 (3), 492-499.
[12]
Schneider, B and Snyder, R. A. (1975). Some Relationship between Job Satisfaction and Organizational
Climate. Journal of Applied Psychology, Vol. 60(3), 318-328.
[13]
Sempane, M.E., Rieger, H.S. andRoodt, G. (2002). Job Satisfaction in Relation to Organisational Culture.South
African Journal of Industrial Psychology, Vol. 28(2), 23-30.
[14]
Smith and Reinow (2011). The Rationality of Employees towards a Better Life. Pentagon Publishers.
[15]
Thompson and Terpening(2003).Employees Commitment in Relation to Labour Turnover. Eagles Publishers.
[16]
Xie JL., and Johns, G. (2000). Interactive Effects of Absence Culture Salience and Group Cohesiveness: A
Multi-level and Cross-level Analysis of Work Absenteeism in the Chinese Context.Journal of Occupational and
Organizational Psychology, Vol. 73, 31- 52.

© www.ermt.net All Rights Reserved

Page | 141

