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Abstract

The aim of the paper is to examine environmental factors affecting employees ’job satisfaction and performances in the public
sector in Ghana. The objective of this paper is to examine key environmental factors of employees’ job satisfactions and
performances and subsequently establish the influence of environmental factors on employees’ job satisfactions and
performances in public sector in Ghana. The study focused on environmental dimensions such as working conditions,
supervision, reward, co-worker, self —improvement and communication. Cross sectional survey was employed and simple
random technique was used. A sample size of 150 employees was used. Data was analyzed using descriptive statistics analysis
and multiple regressions. The results of the study showed that self- improvement, supervisions, and co-worker were
environments factors that negatively influence employees’ job satisfactions and performance on public sector. However,
reward, communication and working conditions showed positive influence on employees’ job satisfactions and performance
on public sector.
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1. Introduction

Public organizations in Ghana face immense pressure to excel in their performances due to the highly unstable and
competitive environment in which they operate. This environment is characterized by factors such as increased globalization,
demanding stakeholders, shortage of critical skills, increased workforce diversity as well as technological innovations
(Mayfield and Mayfield, 2002 cited in Mafini and Pooi 2013). These factors compel public sector organizations to develop and
implement strategies for improving environments in which they operate. One such strategy is to have employees who are
highly satisfied with their work (Okanya, 2007 cited in Mafini and Pooi (2013). This calls for organizations to place more
emphasis on recognizing and enhancing all components of work linked to higher levels of employee satisfaction.

Most organizations usually adopt measures that focus on advanced technology and equipment, capital and other
materials yet often pay little attention to the environment of the organization. Despite these technological advancements, most
organizations face challenges with regards to improving environments in which they operate.

The public sector in Ghana is the largest employer of Ghanaians. It is also the sector that has witnessed many
agitations from workers in recent times. These agitations which are mainly in the form of strikes have come about as a result
of dissatisfaction of working conditions among employees in this sector and environment is not exceptional. While employees
in the public sectors have, over the years, raised concerns about their working conditions, governments over the years have
also tried in their effort to improve performance and satisfaction among workers in the public sector but still left to be desired.
Most researchers have rather focused on salary as the only means to improve employees working conditions but there are
other environmental factors accounted for employees performance in public sectors in Ghana. However, since the
implementation of this policy, there have been strikes and agitations among some public-sector workers especially in the
health and education sector. The study seeks to assess the effect of environments on employees’ performance in public sector
institutions.

1.1. Objectives
o Toexamine key environmentalfactors on employees’ performances.
e Toestablish the influence of environmental factors on employee’s job performances in public sector in Ghana

1.2. Hypothesis
From the objectives, the study hypotheses are formulated as follows:
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e H1: There are environmental factors that influence the employees’ performances in public sector
HO: There are no environmental factors that influence the employees’ performances in public sector

2. Literature Review
The chapter presents a review of literature on the effect of environments on employees’ performance in public
sector.

2.1. Organizational Environment

Camilleri (2012) examined the relationship between the organization and the employee, how they are formed and
how they impact the employee’s “behaviour, well-being and contributions to organizational effectiveness” (p. 357). He also
suggested that the PSM of public employees is, in large part, the result of the organizational environment. Based on the
literature and existing research, Camilleri (2012) suggested that the employee perception of the organization, relationship
with the leader and specific job characteristics have a positive effect on PSM whereas conflict and ambiguity have a negative
impact on PSM.

Camilleri (2012) conducted a cross sectional study of the survey responses of 3,400 public officers using Perry’s
(2012) scale to measure PSM. The survey also measured employee perception of the organization, employee-leader relations,
job attributes and personal attributes. Camilleri (2012) found that a positive perception of the organization and job
characteristics were positively related to employee PSM as was positive employee leader relationship. Age and gender were
the personal attributes most strongly related to PSM. Although job tenure was found to have no effect ton PSM, organizational
tenure had a negative relationship with PSM which is consistent with previous findings (Perry and Wise, 2012). Camilleri
(2012) concluded that the PSM of public employees is most profoundly impacted by the organizational environment and
suggested that providing employees with clear, prioritized goals maximizes PSM. Additionally, employee—leader relationships
had a positive impact on PSM and these relationships can be strengthened or improved through shared decision making,
clarifying ambiguity, and providing feedback. Employee perceptions of the organization had a direct positive impact on PSM,;
therefore, Camilleri encouraged managers to foster creativity, demonstrate confidence and trust focus on customers rather
than production and remain flexible.

Moynihan and Pandey (2012) examined the work environment in relation to employee beliefs and the ways

organizational influences shape PSM. The researchers contended that PSM may be shaped by an individual’'s social history
such as religion, education and professional memberships as well as work-related procedures and standards that shape
organizational behavior and attitudes of public employees toward public service (Moynihan and Pandey, 2012).
Moynihan and Pandey (2012) used a data set from the 2002/2004 NASP Phase Il to examine employee perceptions of culture,
hierarchy, red tape and reform as well as the effects of length of membership in the organization. The survey respondents (n =
274) reflected 53% of the population of information managers at state health and human-services agencies. The average age of
the respondents, almost half of who were women, was 50years old and their average tenure with the organization was more
than 15 years. The average respondent salary was$50,000 to $75,000. The survey included three of Perry’s (2012) four
dimensions of PSM: attraction to public policy-making, commitment to public interest and compassion but excluded self-
sacrifice. Moynihan and Pandey (2012) derived the measure of culture—group, developmental, hierarchical and rational—
from Zammuto and Krakower (2010) adapted for inclusion in NASP-II.

Results suggested the significance of the socio-historical context and offered support for the influence of the
organization on the dimensions of PSM test (Moynihan and Pandey, 2012). Although the measures of culture used in the study
did not prove significant, research findings suggested that the organization plays an important role in shaping PSM and active
organizational reform efforts are positive and significant predictors of PSM. The findings also suggested the existence of
bureaucracy reduces PSM as does the length of membership with the organization.

Jacobsen (2011) examined the organizational environment as it pertains to upwardly mobile, mid-level managers at
two federal agencies to evaluate the role organizations play in fostering and developing the PSM of their employees and the
extent to which PSM contributes to initial job selection by employees. He measured PSM using all four dimensions of Perry’s
(2012) scale as well as open-ended and semi-structured interviews to collect data from each respondent.

Jacobsen’s (2012) research participants consisted of upper middle managers at the Internal Revenue Service (IRS)
and the U.S. Patent and Trademark Office (USPTO) who were predominantly accountants, scientists and engineers. All
participants were federal workers/public servants in organizations characterized as performing nonsocial service functions.
Additionally, all members of the sample were participants in executive training programs in their organizations. His research
sample was not random in that upper middle managers at the IRS or USPTO did not have equal probability of being selected;
the sample population of the study consisted of one USPTO and two IRS executive training classes chosen by the researcher.
Jacobsen (2012) indicated that although the sampling was purposeful, participants varied in their levels of PSM, ideas of PSM,
work experience and positions in their organizations. The PSM survey response rate was 92%for the USPTO (n = 35) and
67.4% for the IRS (n = 55). In addition to their survey participation, 44% of the USPTO and 60% of the IRS participants agreed
to participate in the qualitative data collection.

Jacobsen (2012) found that research participants had high levels of PSM compared to individuals in other federal
agencies and that the PSM of IRS respondents was higher than those of the USPTO except on the interest in policy-making
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scale. Although the sample population demonstrated high levels of PSM, public service was not found to be important in their
initial job selection. PSM, however, was found to have developed over time with the organization and was a factor in both
retention and performance (Jacobsen, 2012).

Jacobsen (2012) concluded that PSM can be developed by organizations for their current employees and that it may
be valuable for organizations to market public service as a recruitment strategy although in the current economy it is
reasonable to anticipate that economic reasons will remain the primary motivation for those seeking employment. Jacobsen
(2012) recommended that organizations find ways to increase PSM in their current employees and suggested specific
strategies for public sector human resource departments such as emphasizing the value of public service in their recruitment
efforts or establishing mentoring programs to assist employees in discovering the public service benefits of their positions.
The organizational environment has a profound impact on PSM (Camilleri, 2012). Researchers demonstrated that clear goals,
shared responsibility, opportunities for autonomy and creativity and a common mission and vision are organizational factors
that play a role in shaping PSM. PSM can be developed by organizations (Jacobsen, 2011). PSM can be lessened or damaged
over time if organizations fail to address employees’ experiences with conflict or ambiguity (Camilleri, 2012) or are ineffective
in articulating how jobs are connected to the organizational mission or cease to provide meaningful work that satisfies
employees’ intrinsic motivations (Perry and Lee, 2012 cited in Inmran, 2014).

2.2. Environmental factors that affect Employees Job Satisfaction and Performances
Environmental factors consist of working conditions, personal development opportunities, rewards, supervision, co-
workers and communication. A brief summary are as follows:

2.3. Working Conditions

Working conditions consist of the physical and social conditions at work. People want to work in a comfortable, safe,
clean, modern and well-equipped environment (Sun, 2013). They also prefer to work in good conditions within convivial and
serene atmosphere (Green, 2012). For example, people can be disturbed when they are distracted by unexpected noise such as
telephones, conversations or crowding (Bridger and Brusher, 2014) and absence of temperature or lighting causes strain
(MacMillan, 2012).

2.4. Self-Improvement

Workers want to improve their skills, abilities, knowledge and also learn new things especially those which provide
personal growth. In parallel, if they are satisfied on self-improvement opportunities, their overall job performances level
increases. Therefore, job training plays a key role for personal development opportunities and helps employees to be more
specific with their job. As a result, employee job satisfaction increases hence improved performances. In addition, employee
development programmes improve workers’ satisfaction level by giving them more sense of confidence, control over their
career and increasing positive feelings towards their job (Jin and Lee, 2012).

2.5.Reward

According to Kalleberg (2012), reward is related with the employee’s desire and it motivates employees. It shows
what an employee wants after performing a certain task. According to Gerald and Dorothee (2013), rewards are very strongly
correlated with job satisfaction (Javed et al,, 2012). Moreover, according to the related literature, rewards are divided into two
categories as; extrinsic rewards and intrinsic rewards. Extrinsic rewards consist of money, promotion and benefits. Intrinsic
rewards include having a sense of achievement, being part of a team’s success, being appreciated by superiors because of a
good performance and feeling recognized. Job satisfaction increases with all these feelings and returns (Basar, 2012).

2.6. Supervision

Employee job satisfaction has positively been affected by supervisors’ support and recognition of employees (Yang, et
al,, 2012). Since the supervisors are representatives for the institution, if they are supportive and helpful, employees perceive
the organization as the same (Emhan, et al., 2014). Communication between supervisors and subordinates determine
employees’ attitudes towards their jobs. In addition, management style of supervisors is important and it can be different. For
example, in one type, supervisors implement such things like checking to see employees’ performance and communicating
with subordinates. In another type, they allow their subordinates to participate in decisions related with their jobs (Yeltan,
2013, and Besiktas, 2012). Moreover, lack of communication between employees and supervisors negatively affect employees’
job performance.

2.7. Co-worker

Employees that have a better relationship with their co-workers are more likely to be satisfied with their job (Yang, et
al., 2012). According to Locke, employees prefer to work with people being friendly, supportive, and cooperative (Basar,
2012). Since people spend majority of their time with colleagues, if co-workers make them happy, this has positive impact on
their job satisfaction (Besiktas, 2012)
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2.8. Communication

Communication within workplace is essential for organizations in terms of job satisfaction. According to Ozturk,
Hancer et al. (2014), there are two different dimensions of internal communication in organizations. One of them is
managerial communication such as giving oral presentation and giving feedback. The other one is informal interaction such as
communication with each other beyond formal channels. Effective interaction and communication improve job satisfaction
and performances. On the contrary, lack of communication causes dissatisfaction.

3. Methodology

This deals with the method adopted for the purpose of achieving the study objectives. The research design adopted
for this study is the quantitative method. Quantitative research revolves around collecting numeric data, testing and
confirming hypothesis formed on the basis of existing theory (Baxter and Jack 2008). The population for this study involved all
public servants in Ghana. Employees of public sector organizations include the Civil Service, Ghana Health Service, Local
Government Service, Polytechnics, sub vented agencies such as the Electoral Commission, National Commission for Civic
Education, Commission for Human Rights and Administrative Justice (CHRAJ) and the Statistical Service. For the purpose of
this research, simple random technique was utilized. A sample size of 150 employees was used for the study. This figure was
considered to be quite representative to help arrive at a conclusion that could be acceptable. Survey research was used as the
primary source of data collection supported by secondary data. The sampling frame to be used will be the list of employees to
be obtained from the public services commission and the various public-sector organizations that will be included in the
sample. Data was analyzed using descriptive statistics and multiple regressions.

3.1. Regression Model
A regression model in the form stated in equation 1 shall be used to establish the relationship between environments
factors and employee job satisfactions and performance in public sectors.

3.2. Dependent Variable
The dependent variable used in this study is employee job satisfaction and performance.

3.3. Independent Variable
The independent variables are classified as environments factors.

yip =0+ L1ly1 +ejt.

Where:

yip =refers to as employee job satisfaction and performance
Bly1= refersto independent factors of environments

BO=refers to as constant

gjt = error term

Empirical Model denotes as

yip = supyl+cowker yl+com yl+wkcodi y1+slfiprve y1l+rewd y1
Where:

yip is employee job satisfactions and performance as dependent variable
supyl is supervision as independent variable

cowker y1 is co-worker as independent variable

com y1 is communication as independent variable

wkcodi is working condition as independent variable

slfiprv is self- improvement as independent variable

rewd y1 is reward as independent variable

The basis for the use of the regression model is to assess whether one dependent variable (employee job satisfactions
and performance) can be predicted from multiple independent variables from environment factors among others. The use of
the regression model also strengthens the statistical nature of the analysis. It also helps in the replication of the research as
other researchers may follow the method using the similar variables for further statistical analysis.

4. Analysis of the study results

This chapter presents the results of data collected from participants in the public service who were involved in the
survey. In all, a total of 150 respondents were sampled for the survey. Table 1 shows the sex and age distribution level of the
respondents

INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH & DEVELOPMENT DOI No. : 10.24940/ijird/2018/v7/i2/FEB18052 Page 193



www.ijird.com February, 2018 Vol 7 Issue 2

Variable Frequency Percent

Sex Male 96 64.0%
Female 54 36.0%

Total 150 100.0%

Age 20-30 37 24.7%
31-40 23 15.3%

41-50 51 34.0%

51> 39 26.0%

Total 150 100.0%

Table 1: Sex and Age of Respondents
Source: Field Survey, 2016

Majority of the respondents were males who accounted for 64% of the total sample size and the remaining 36% were
females. The age distribution shows that respondents within the age group of 20-30 years were 24.7%, 31-40 years were
15.3% while those more than 41 years were 60%.

31 years and above 21.3 22
11-20 years 41.3 62
6-10 yvears ‘153 23
1-5 years m? -
0 10 20 30 40 50 50 70
M Percent M Frequency

Figure 1: Work Experience

Figure 1 shows the work experience of the respondents in the survey. Respondents who had worked for 1-5 years
were 14.7%, 6-10 years (15.3%) and 11-20 years were 41.3%. The remaining 28.6% had worked for more than 21 years in the
public service.

Statement N Mean St. Dev.
My job is important and it has an effect on other people. 150 231 1.05
My job allows me to complete a whole piece of work from 150 2.87 0.86

beginning to end and | can identify the results of my work

My job requires me to do different tasks that use different skills 150 3.34 0.61
I have the freedom to decide how to do my job. 150 4.10 0.84
My job is difficult enough to challenge my skills and abilities. 150 473 121
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Statement N Mean St. Dev.

My job provides the right amount of work for me to do, not too 150 452 1.15
much and not too little

My job provides satisfactory working conditions. 150 3.05 0.96
My job provides satisfactory pay. 150 2.20 1.00
My hours of work are satisfactory. 150 4.00 0.87
The amount of control and responsibility I am given. 150 4.32 0.72
My relationship with other workers. 150 4.05 1.03
The feedback I get from other workers and supervisors 150 3.92 1.39
Being able to tell how well | am performing whilst doing the job. 150 3.87 122
The amount of variety in my job. 150 3.08 0.47
The amount of involvement | have in making decisions that affect 150 3.85 0.67
me.
The feeling that | am doing something important, something that 150 3.88 122
really matters
Being able to complete a whole piece of work. 150 3.33 0.61
Employees understand specific needs of supervisors and managers. 150 3.13 1.07
Employees are able to put themselves in the managers’ place 150 3.67 0.86
(empathy).
Employees are able to “tune in” to each supervisor’s needs or 150 3.85 0.67
requirements.
Employees do more than usual for managers and supervisors. 150 3.01 0.55
I am told by my supervisor or other workers how well | am 150 3.55 0.63
performing.

Table 2: Descriptive Statistics of Environmental Sub-Factors
Source: Field Survey, 2016

Table 1 presents the descriptive statistics of the various items in the environment sub-factors used in the survey. As
can be seen in Table 1, the statement with the highest mean value is “My job is difficult enough to challenge my skills and
abilities” with mean value of 4.73. The statement with the second highest mean value is “My job provides the right amount of
work for me to do, not too much and not too little” with mean value of 4.52. The statement with the third highest mean is “the
amount of control and responsibility I am given” with mean value of 4.32. The statement that had the lowest mean is “My Job
provides satisfactory pay” with a mean value of 2.20. The item with the lowest mean value is “The amount of variety in my job”
with a mean value of 3.08. This is followed by “Employees are able to put themselves in the managers’ place (empathy)” with a
mean value of 3.67. The statement with the least mean value is “My job is important and it has an effect on other people” with
a mean value of 2.31.

5. Regressions

A linear regression test was performed to establish the relationship between the dependent variable (employee Job
Satisfaction & performance) and the independent variables as stated in the empirical model.
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Table 1 shows the results of the Ordinary Least Squares regression performed. The dependent variable for the
regression is employee job satisfaction and performance while the independent variables include: working conditions, self-
improvement, reward, supervision, co-worker and communication

Unstandardized Standardized
Coefficients Coefficients
P-value
Model B Std. Error Beta T-test
1 (Constant) 2.340 1.247 1.863 0.062
Reward 0.561 0.143 0.765 3.909 0.001
Self- -0.052 0.140 -0.083 -.357 0.703
improvement
Supervision -0.591 0.329 -0.234 -1.782 0.073
Communication 0.727 0.188 0.285 3.855 0.001
Co-worker -0.255 0.160 -0.109 -1.579 0.110
Working 0.907 0.110 0.400 8231 0.001
conditions

Table 3: Regression Coefficients
Dependent Variable: Employee Job Satisfaction &Performance

As shown in Table 1 above, reward had a positive correlation with employee job satisfaction and performance with
coefficient of (0.765) and statistically significant at the 5% level of significance (p<0.05). These results imply that an increase
in employee rewards such as money, promotionbenefits, etc. of 5% will improve employee job satisfaction and
performanceby 77%, all things being equal.

Self-improvement, on the other hand, had a negative relationship with employee job satisfaction and performance
with coefficient of (-0.083) and statistically not significant at the 5% level of significance (p>0.703). This implies that given
employees high level of training to acquire skills does not mean that she /he would be satisfied and apply it to translate to
work performance.

Level of supervision had a negative relationship with employee job satisfaction and performance with coefficient of (-
0.234) and statistically not significant at the 5% level of significance (p>0.073). This implies that high level of supervision
sometimes deters employees to increase their job performance. Most employees would like to work freely without
supervisions.

Communication, on the other, had a positive relationship with employee performance with coefficient of (0.282) and
statistically significant at the 1% level of significance. This implies that a 1% improvement in communication will increase
employee performance by 28%, all things being equal.

The co-worker had a negative relationship with employee job satisfaction and performance with coefficient of (-
0.109) and statistically not significant at the 5% level of significance (p>0.110). Working conditions had a positive relationship
with employee performance with coefficient of (0.400) and statistically significant at the 1% level of significance. This implies
that a 1% increase in any components of working conditions will improve employee job satisfaction and performance by 40%,
all things being equal.

6. Discussions of the Study Results

The aim of this study was to empirically assess the effect of environment on employees’job satisfactions and
performance in the public service in Ghana. The public sector in Ghana is an important as its objective is to implement
government policies. The sector has also seen many agitations and strikes from workers as a result of the poor environment
and low remunerations in the sector. This chapter is devoted to a discussion of the findings of the study.
The purpose of this study was to empirically examine the effect of working conditions, self- improvement, reward, co-worker,
supervision and communication on employee performance in the public service.

In the regression analysis performed here, there was a positive correlation between working conditions and job
performance with (Beta=0.400, p<0.05). The result was also statistically significant within the 5% level of significance. This
finding implies that within the public service, an improvement in working conditions of employees will lead to a
corresponding increase in job performances of the employees. Working conditions of the employee is important if they are to
be satisfied and work well. The study also found working conditions to be a predictor of job satisfaction and performances. Job
conditions include the use of inputs required by the employee at the work place. This means that when the conditions of work
are improved the employees will be satisfied and work well to increase output.
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This finding supports the study by Asharaf, Azam and Asharaf (2015) who’s study shows that good wages, had
positive impact on employees’ performances levels. The findings also revealed that good wages, job security and good
working conditions are the three top most important strategies in relation to employee performance. This study supports
the study by Anupam and Mammoud (2014) who found that financial incentives impacted positively on employee job
satisfaction and performance.

Relationship among coworkers is important in determining job performance of employees. There was a negative
relationship between co- workers and job satisfaction and performance with (Beta = -0.109, p>0.11). This finding was also
statistically not significant within the 5% level of significance. This implies that when there is an improvement in relationship
among coworkers, this will lead to a corresponding decrease in job performance among employees. This may be due to lack of
co-worker’s concentration during working hours for the fact that they may engage in private discussions which may not
benefit job performances

Reward, on the other, had a positive relationship with employee performance with coefficient of (Beta = 0.77) and
statistically significant at the 1% level of significance. This implies that a 1% improvement in reward such as money, benefits,
and promotions will increase employee performance by 77%, all things being equal. This study found a strong and positive
relationship between reward and job satisfaction and performances. This finding corroborates earlier empirical studies Mafini
and Dlodlo, (2014). According to Gerald and Dorothee (2013), rewards are very strongly correlated with job satisfaction. This
means that employees are motivated to work when they are remunerated well. Lewis and Frank (2004) found a strong and
positive correlation between remuneration and satisfaction

The self- improvement of the employee had a negative relationship with employee performance with coefficient of
(Beta=-0.083) and statistically not significant at the 5% level of significance.

The regression results from the study shows that self-improvement is not a significant predictor of employee performance
implying that employees may be satisfied in their training, skills but it may not necessarily translate into improved
performance. Some studies have found job satisfaction as a positive predictor of employee performance (see Olcer, 2015).

The level of communication from supervisors is important in determining the job satisfaction and performances of employees.
When supervisors relate well with their employees in a cordial manner, there is the possibility that employees will be happy
and give-up their best. This finding from the multiple regressionshad a negative relationship between supervision and
employees job satisfactions and performances.This finding does not corroborate the study by Mafini and Dlodlo (2014) who
found a positive relationship between supervision and satisfaction.

The results of the study showed that communication is a positive predictor of job performance. This includes the type
of task been undertaken, the tools available to communicate effectively and the work environment among others.

7. Conclusions

This study presents empirical data, in the results and discussion that has ensured, which shows the effect of
employees’ job satisfaction and performance. The regression results show a positive influence between reward,
communication, working conditions on employees’ job satisfaction and performance. However, there was negative influence
between self- improvement, supervision, and co- workers on employees’ job satisfaction and performance. These findings
have contributed immensely in the field of HRM and several public-sectororganizations’ where there has been the need to
motivate employees with the view to improving productivity.

8. Recommendation
o Employers should be encouraged to pay critical attention on improving given more rewards to employees in order to
enhance their productivity.
o Employers should endeavor to minimize employees’ coworker communication especially during working hours so as
to avoid repercussion on the level of output.
e 3Again, strict and stringent supervision should not be encouraged but supervisors should be flexible during
supervision.
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