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1. Introduction 
Employee performance has always been a major challenge in organizational management. Adopting effective ways to motivate 
employees to achieve and deliver higher job performance as well as increase the organizational competitiveness is the main objective 
of every business organization (Lee & Wu, 2011). Employee performance is instrumental to organizational growth and profitability. 
The employees are regarded as the major business resources that facilitate the daily activities and operations of an organization 
(Mudah, Rafiki & harahap, 2014). Similarly, Omolayo, &Oluwafemi, (2012) asserted that organizational effectiveness and efficiency 
depends on how effective and efficient the employees in the organization are. In order to achieve higher employee’s performance, 
effective motivational tools should be adopted by managers of organizations as the performance of employees determine the level of 
organizational performance in general.   
Understanding the level of employee satisfaction and attitude towards their assigned tasks and responsibilities as well as the level of 
fairness and equity between them will help managers of organization in carrying out their collective responsibilities more effectively. 
Job satisfaction is seen as a combination of positive or negative feelings that workers have towards their work, when an individual is 
employed in a business organization, the employee brings with it the needs, desires and experiences which determine expectations that 
he has dismissed. Job satisfaction represents the extent to which expectations are and match the real awards (Aziri, 2011). 
In most cases today most employees feel less satisfied with their jobs which result of poor job attitude, thereby affecting the overall 
performance of the organization. Those who perceive justice in their organization are more likely to feel satisfied with their job and 
feel less likely to leave and feel more committed to their job (Arti, Kuldeep& Ekta, 2009).  
 However, such dissatisfaction and poor attitude may be as a result of a feeling of inequity among the employees.  This therefore 
implies that employee’s performance can be determined by level of employee satisfaction on the job which will serve as a catalyst on 
the employee attitude resulting to equity and fairness. According to (Vandenabeele, (2009) positive emotions such as a feeling of 
satisfaction would bring about higher performance, especially when regarding performance as being broader than simple task 
performance.   It's also pertinent to note that good pay package conducive working environment and equal level playing ground among 
employees can bring about a positive job attitude and their combination will also determine the performance of employees in their 
workplace.  
This study, however, seeks to identify the relationship between job satisfactions, job attitude, and equity on employee performance, 
thereby emphasizing on their respective significance and influence on employee performance.  
 
2. Literature review  
 
2.1. Employee Performance 
Employee job performance has always been an important concern for managers of organizations (Kelidbari, Dizgah, & Yusefi, 2011). 
Similarly, employee performance is an important building block of an organization therefore, factors that lay the foundation for high 
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performance must be analysed critically by the organizations for them to succeed (Abbas &Yaqoob, 2009). Also, Wu &Lee, (2011), 
defined job performance as employees’ overall performance in meeting the expected quality and achievement of tasks under the policy 
and time requirements of the organization. Similarly Liao, Lu, Huang & Chiang (2012), define job performance as the benchmark for 
promotions, redundancy, rewards, punishments, reviews and salary adjustments. Ahmad &Shahzad (2011), also argue that employee 
performance represents the general belief of the employees about their behaviour and contributions towards the success of the 
organization. 
Anitha (2013) defines employee performance as an indicator of financial or non-financial outcome of the employee that has a direct 
relationship with the performance of the organization and its success and further mentioned working environment, leadership, team 
and co-worker relationship, training and career development, compensation programme, policies and procedures and workplace 
wellbeing as well as employee engagement are major factors that determine employee performance. However, a study conducted by 
Alagaraja1 & Shuck (2015), aimed to explore existing perspectives of organizational alignment and employee engagement in order to 
understand  factors associated with  enhancing individual performance argue that employee performance can be enhanced through 
training and development. 
Based on the above the above definitions therefore, employee performance can be referred to as the extent in which an employee carry 
out assigned duties and responsibilities. It entails the level of efficiency and effectiveness of an employee towards accomplishing 
assigned task.  
Furthermore, Thomas & Feldman, (2010) adopted measures of employee performance as core task performance, which includes in-
role performance, safety performance, and creativity, followed by citizenship performance, categorized into both targets-specific and 
general organizational citizenship behaviours and lastly, counterproductive performance that consists of general counterproductive 
work behaviours, workplace aggression, substance use, tardiness, and absenteeism. 
Moreover, employee performance brings about innovation performance and firm performance as a whole, in such a way successful 
effort of satisfied, motivated, and committed human resources generate innovative ideas for new products or services and improve 
quality performance, operating performances, and customer satisfaction directly (Sadikoglu & Zehi2010).  
Employee performance is, therefore, paramount in order to achieve organizational objective. The employee needs to be motivated 
accordingly in such a way that it will bring about higher satisfaction thereby enhancing employee and organizational productivity. 
 
2.2. Job Satisfaction and Employee Performance 
Job satisfaction is one of variables of paramount importance in the field of organizational behaviour and psychology, it simply means 
one’s general attitude to the job (Chen, Zhao & Liu, 2012). Job satisfaction represents one of the most daunting areas being faced by 
today’s managers when it comes to managing their employees. Also, Tansel & Gazîoğlu, (2010) further stated that job satisfaction is a 
primary policy priority in any organization. Previous studies have demonstrated an unusually large impact on the job satisfaction on 
the motivation of workers, while the level of motivation has an impact on productivity, and hence also on performance of business 
organizations (Aziri, 2011). 
Job satisfaction is defined by Robbins & Judge, (2013) as “a positive feelings about one’s job resulting from and evaluation of its 
characteristics. Armstrong, (2006) defines job satisfaction to the attitude and feelings individuals towards their work. While positive 
and favourable actions towards the job shows a level job satisfaction, negative and unfavourable attitudes towards the job indicate job 
dissatisfaction. Job satisfaction is a worker’s sense of success and achievement on the job. It is perceived to be directly linked to 
productivity as well as to personal well-being.  
Job satisfaction implies doing a job one enjoys, doing it well and being rewarded for one’s efforts (Aziri, 2011).  Job satisfaction plays 
a critical role in relations to employee performance, and to some degree on employee’s wellbeing and to the organizations in relations 
of its productivity, efficiency, employee relations, absenteeism and turnover (Dugguh & Dennis, 2014).Job satisfaction can, therefore, 
be seen as the point in which an employee feels contented and fulfilled with assigned duties and role as well as the laid down policies 
of the workplace as it relates to a promotion, salaries, training, leave and other rewards. 
Rose, Kumar, & Pak, (2011) in a study aim to examine the relationship organizational learning, organizational commitment, job 
satisfaction and work performance using a sample of public service managers in Malaysia conclude thatorganizational learning was 
found to be positively related to organizational commitment, job satisfaction, and work performance. Similarly, Similarly, Raza, 
Rafique, Ali, Mohsin, & Shah, (2015) also  conduct  a study with the objective of examining the connection between job satisfaction 
and sales person performance with adaptive selling behaviour of organizations, reveals that that there is a strong association of sales 
person performance and job satisfaction. 
Therefore, Job satisfaction can be considered as one of the major factors when it comes to efficiency and effectiveness of employees. 
In reality the new managerial paradigm which makes a necessity that employees should be treated and considered primarily as human 
beings that have their own wants, needs, and personal desires are a very good indicator for the importance of job satisfaction in 
contemporary companies. When analysing job satisfaction the logic that a satisfied employee is a happy employee and a happy 
employee is a successful employee (Aziri, 2011). 
 
2.3. Job Attitude and Employee Performance 
Job attitudes play a vital role and function in influencing the work behaviours of employees’ in organizations. Therefore, the need to 
understand, measure, and enhance employee attitudes is significant for the organizations of today. As individuals have personalities, 
so, too, do organizations. Organizations, like people, can be categorised and viewed as rigid, friendly, warm, innovative, conservative 



The International Journal Of Business & Management   (ISSN  2321 –8916)   www.theijbm.com                
 
 

290                                                       Vol 3 Issue 5                                                      May, 2015 
 

 

or otherwise. Such traits, as well, can serve as factors to predict attitudes and behaviours of the people within these organizations 
(George & Jayan, 2013). 
Liao et-al, (2012) define job attitude as be a set of attitude and thoughts toward work, and such attitudes and thoughts are reflected in 
the form of work involvement and organizational commitment. Based on this definition, therefore job attitude can be viewed as 
actions and inactions of employee towards their work. Josephat & Ismail, (2012) in a study aimed at measuring job and work attitude 
of an employee in an organization, found that there are five factors which influence employee job and work attitude. These are 
satisfaction, independence, teamwork, freedom of expression and supervisory relationship. 
However, in a study conducted by   Liao et-al, (2012) aims to explore whether there was a significant correlation between work 
values, work attitude and job performance with the moderating role of leadership of employees in the green industry in Taiwan finds 
out that work attitude of employees in the green energy industry has a mediating effect on their work values and job performance. 
Moreover, Pandey, Soodan, & Jamwal (2014) in an attempt to explore employee’s attitude towards job related factors in rural 
intervention organizations in India finds out that there is a significant relation of employee productivity and factors which are related 
to the job. A positive attitude strengthens employee performance, thereby encouraging creativity and productivity. Therefore, if 
employees have more positive attitudes to the organization their productivity rises and, everything else being equal, the organization 
will be more resourceful and effective (George & Jayan 2012). 
Based on the above literature, one can therefore, assert that job attitude consist of a certain behaviour or action which employee 
portrays in regards to his/her job and such action or behaviour may have an influence how such employee carry out assigned 
responsibility thereby determining the performance of the employee. 
 
2.4. Equity and Employee Performance 
Adams' theory of equity asserts that employees strive for equity among themselves and other workers. Equity is realised when the 
ratio of employee outcomes over inputs is equal to another employee outcomes over inputs (Adams, 1965). Robbins, (2013), argues 
equity theory identifies that individuals are concerned not only with the total amount of rewards they receive for their efforts, but also 
with the connection of this amount to what others collect. They make a verdict as to the relationship between their inputs and 
outcomes and the inputs and outcomes of others. Equity theory envisages that employees gauge the fairness of rewards by matching 
outcomes with inputs. Outcomes consist of salary, base pay, incentives, benefits, working conditions, or anything received in 
exchange for services. Inputs comprise education or expertise, effort expended, and other contributions employees believe should be 
rewarded (Day, 2015). 
In a study conducted by Aidla, (2013) aimed at examining how perception of negative inequity at work influence individual behaviour  
at work adopted fairness, unfairness and situation as indicators for measuring inequity. However, the study concludes that employees 
change their outcome when they experience inequity which can result in decreased performance. In most cases, if managers simply 
talked with their subordinates and explained what was needed at a given time to get a certain level of performance, or how a given 
amount of monies was dispersed, their employees would be more likely to comprehend and neither reduce their output nor intend 
leaving the organization (Bell & Martin, 2012). 
Sharma, Borna & Steams, (2010) suggests that if employees value fair treatment by the organization and perceive that they are indeed 
treated fairly, they will be committed to the organization and thus feel obliged to reciprocate by providing something of value in 
return. Similarly, Nadiri, Tanova, (2010) suggest that the fairness of personal outcomes that employees receive may have more impact 
on their performance and turnover intentions. 
Gino and Pierce (2009) opined that distress in a perceived inequity can lead to a different emotional reaction that motivate individual 
to dishonestly favour or hurt others which further shows that negative inequity may produce feelings of envy towards referent other, 
and these feelings, might motivate individual to hurt the referent  other through dishonest behaviour. Conversely, positive inequity, 
may generate guilt that, in turn, might motivate the individual to dishonestly help the referent other. This, however, shows that both 
over reward and under reward create an emotional feeling between workers in an organization. 
Therefore, equity emphasizes on the need for an employee to be given fair treatment and judgement concerning contributions and 
effort made by the employee towards attaining overall organizational objective. This implies that such perceived equity may tend to 
boost the performance of the employee, thereby developing a sense of belonging in the workplace.   
Therefore, to summarise equity in relation to employee performance, one can assert that what employee perceived as equity that is 
fairness in the workplace might enhance employee performance while on the other hand what is perceived as unjust and unfair may 
hinder employee performance.  
 
2.5. Theoretical Framework 
Victor H. Vroom’s Expectancy Theory (1964) is adopted in order to support the literature for the study. Expectancy theory argues that 
the strength of one's propensity to behave in a certain way depends on the expectation of the outcome the behaviour or action as well 
as how attractive its (Robbins et-al, 2013). Vroom's theory is centred on the conviction that employee effort will result in performance 
and performance will lead to rewards (Vroom, 1964).  
However, expectancy theory is a cognitive process theory of motivation that is based on the idea that employees perceive that there are 
links between the effort they put forth at work, the performance they achieve from that effort, and the rewards they obtain from their 
effort and performance, (Lunenburg, 2011). Further, Robbins & Judge (2013) suggested that expectancy theory focuses on three 
relationships that includes, effort- performance relationship, performance- reward relationship and personal goal relationship. 
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Therefore, expectancy theory supports the assertion that the employee performs based on an expected outcome and depending on the 
outcome of such performance, the level of job satisfaction is determined. This implies that if an employee performance and expected 
result, it will enhance his/her job satisfaction, thereby increasing the level of performance of an employee. Also, as mentioned 
employee effort on the job determine performance and in such situation the employee expects a reward from the organization which 
will determine the level of satisfaction. By implication higher rewards result in higher job satisfaction and increased performance 
level, whereas lower rewards demoralises an employee, thereby resulting to job dissatisfaction which will bring about decreased 
performance. 
The level of satisfaction or dissatisfaction derived from a particular job also has a great influence on employee behaviour. This implies 
that employees whose effort and performance meet their expected reward may tend to have a higher job satisfaction and positive job 
attitude, on the other hand employees whose effort and performance does not meet their expected reward, develop a negative 
behaviour which can hinder their performance. 
Furthermore, empirical studies conducted by (Vandenabeele, (2009), conclude that there is positive relationship between job 
satisfaction and employee performance.  Aidla, (2011), in an empirical paper aimed at finding out how inequity influence behaviour 
suggests that there is a positive relationship between equityand employee performance. Another study conducted by Liao et-al, (2012) 
using an empirical approach also finds out that there is a positive relationship between job attitude and employee performance. 
Based on the above theory and empirical studies conducted, the preposition of the study is thus presented below. 

 Preposition 1: There is a positive relationship between job satisfaction and employee performance. 
 Preposition 2: There is a positive relationship between job attitude and employee performance. 
 Preposition 3: There is a positive relationship between equity and employee performance. 

 
2.6. Research Framework 
 

 
 

Independent variable                                                                      Dependant variable 
 
 
 
 

Figure 1  
Source: (Vandenabeele (2009), Aidla (2011) & Liao et-al (2012) 

 
3. Conclusion and Discussion  
Employees with high level of performance tend to be more efficient and effective in carrying out their respective roles. They embrace 
their work and workplace wholeheartedly and render services required by them timely. This, however, shows that both their intrinsic 
and extrinsic values has been met by the organization. 
Further, it is generallybelieved that employee performance can be determined by the employee’s level of job satisfaction, attitude on 
the job as well as perceived fairness as asserted in the study of (Vandenabeele, (2009), & Liao et-al, (2012)). Such factors are 
interrelated to one another in such a way that one may lead to the other, for instance, higher level of satisfaction on the job may 
eventually result to good or positive job attitude which will result in higher performance. Likewise, in a situation where by an 
employee perceives equity in the workplace, it may also lead to higher performance on the other round if the employee perceives 
inequity or unjust treatment by the employer than it may tend to result to decrease in productivity of the employee (Aidla, 2011). 
The study, therefore, concludes that the employee should be given top priority in organizational decision making due to the fact that 
they have a very important role to play in achieving organizational goals and objectives. Fairness should consider when it comes to 
issues like promotion, pay, recognition, and other important factors, so that employers will remain motivated thereby increasing 
productivity level.  
Furthermore, the study will make managers and organizations to further recognize the significance of employees in the workplace and 
ensure that employees are satisfied with their jobs through just and fair treatment that will bring about positive job attitude. 
However, one of the limitations of the study is that it did not adopt any empirical measures to weigh the reliability and validity of the 
findings. Therefore, further studies can use empirical analysis to test the validity and reliability of the concepts discussed in the study. 
 
 

Job Satisfaction 

Job attitude 

Equity  

Employee 
performance 



The International Journal Of Business & Management   (ISSN  2321 –8916)   www.theijbm.com                
 
 

292                                                       Vol 3 Issue 5                                                      May, 2015 
 

 

4. References  
i. Abbas, Q., & Yaqoob, S. (2009). Effect of leadership development on employee performance in Pakistan. Pakistan Economic 

and Social Review, 269-292. 
ii. Adams, J. S. (1963). Towards an understanding of inequity. The Journal of Abnormal and Social Psychology, 67(5), 422. 

iii. Adeniji, A. A. (2011). Organizational climate as a predictor of employee job satisfaction: evidence from Covenant 
University. Business intelligence journal, 4(1), 151-166. 

iv. Ahmad, S., & Shahzad, K. (2011). HRM and employee performance: A case of university teachers of Azad Jammu and 
Kashmir (AJK) in Pakistan. African Journal of Business Management, 5(13), 5249. 

v. Aidla, A. (2013). Perceptions of negative inequity at work and the behavior of individuals. GSTF Business Review 
(GBR), 2(3), 234. 

vi. Alagaraja, M., & Shuck, B. (2015). Exploring Organizational Alignment-Employee Engagement Linkages and Impact on 
Individual Performance a Conceptual Model. Human Resource Development Review, 1534484314549455. 

vii. Anitha, J. (2014). Determinants of employee engagement and their impact on employee performance. International Journal of 
Productivity and Performance Management, 63(3), 308-323. 

viii. Arikewuyo, M. O. (2009). University management and staff unions in Nigeria: issues and challenges. SA–Educ. 
Journal, 3(1), 15-22. 

ix. Armstrong, M. (2006). Strategic Human Resource Management: A guide to Action, 3rd ed. London: Kogan Page. 
x. Aziri, B. (2011). Job satisfaction: A literature review. Management research and practice, 3(4), 77-86. 

xi. Bakker, A. B., Tims, M., &Derks, D. (2012). Proactive personality and job performance: The role of job crafting and work 
engagement. Human relations, 65(10), 1359-1378. 

xii. Baruah, P., &Barthakur, B. J. (2012). Performance and Satisfaction. Journal of Indian management, 30. 
xiii. Chen, X. H., Zhao, K., Liu, X., & Dash Wu, D. (2012). Improving employees' job satisfaction and innovation performance 

using conflict management. International Journal of Conflict Management, 23(2), 151-172. 
xiv. Crossman, A., &Abou-Zaki, B. (2003). Job satisfaction and employee performance of WY 
xv. Dugguh, S. I., &Ayaga, D. (2014). Job satisfaction theories: Traceability to employee performance in organizations. Journal 

of Business and Management, 16(5), 11-18. 
xvi. George, R., & Jayan, C. (2013). Moderating Role of Organizational Culture on Job Attitude and Personal 

Effectiveness. Anvesha, 6(4). 
xvii. Goris, J. R. (2007). Effects of satisfaction with communication on the relationship between individual-job congruence and 

job performance/satisfaction. Journal of Management Development, 26(8), 737-752. 
xviii. Gu, Z., & Chi Sen Siu, R. (2009). Drivers of job satisfaction as related to work performance in Macao casino hotels: An 

investigation based on employee survey. International Journal of Contemporary Hospitality Management, 21(5), 561-578. 
xix. Ibrahim, M. E., Al Sejini, S., Qassimi, A., & Aziz, O. A. (2004). Job Satisfaction and Performance of Government 

Employees in UAE. Journal of Management Research (09725814), 4(1). 
xx. Josephat, P., & Ismail, A. (2012). Job and Work Attitude Determinants: An Application of Multivariate 

Analysis. International Journal of Human Resource Studies, 2(3), Pages-189. 
xxi. Kelidbari, H. R., Dizgah, M. R., &Yusefi, A. (2011). The relationship between organization commitment and job 

performance of employees of Guilan Province social security organization. Interdisciplinary Journal of Contemporary 
Research in Business, 3(6), 555. 

xxii. Liao, C. W., Lu, C. Y., Huang, C. K., & Chiang, T. L. (2012). Work values, work attitude and job performance of green 
energy industry employees in Taiwan. African Journal of Business Management, 6(15), 5299-5318. 

xxiii. Ng, T. W., & Feldman, D. C. (2010). Organizational tenure and job performance. Journal of Management, 36(5), 1220-1250. 
xxiv. Nsofor, A. A. (2009). Influence of Expectancy Theory on Employees' Performance in Lagos State. Available at SSRN 

1529246. 
xxv. Olalekan, A. M. (2008). University management and staff unions in Nigeria: issues and challenges. International Journal of 

Educational Management (IJEM), 5(1). 
xxvi. Omolayo, B. O., &Oluwafemi, A. A. (2012). Influence of Workers’ Attitude towards Time and Work on Perceived Job 

Performance in Private and Public Sectors. Journal of Management and Strategy, 3(3), p2. 
xxvii. Pandey, A. C., Soodan, V., & Jamwal, M. (2014). Attitute of Employees towards job factors: A study on rural interventions 

of Uttarakhand, India. Arabian Journal of Business and Management Review (Oman Chapter), 3(11). 
xxviii. Pepper, A., Gosling, T., & Gore, J. (2015). Fairness, envy, guilt and greed: Building equity considerations into agency 

theory. Human Relations, 0018726714554663. 
xxix. Raza, M. Y., Rafique, T., Hussain, M. M., Ali, H., Mohsin, M., & Shah, T. S. (2015). The Impact of Working Relationship 

Quality on Job Satisfaction and Sales Person Performance: An Adaptive Selling Behaviour. Asia-Pacific Journal of 
Management Research and Innovation, 11(1), 1-8. 

xxx. Robbins, S., Judge, T. A., Millett, B., & Boyle, M. (2013). Organizational behaviour. Pearson Higher Education AU. 
xxxi. Rose, R. C., Kumar, N., & Pak, O. G. (2011). The effect of organizational learning on organizational commitment, job 

satisfaction and work performance. Journal of Applied Business Research (JABR), 25(6). 



The International Journal Of Business & Management   (ISSN  2321 –8916)   www.theijbm.com                
 
 

293                                                       Vol 3 Issue 5                                                      May, 2015 
 

 

xxxii. Sadikoglu, E., & Zehir, C. (2010). Investigating the effects of innovation and employee performance on the relationship 
between total quality management practices and firm performance: An empirical study of Turkish firms. International Journal 
of Production Economics, 127(1), 13-26. 

xxxiii. Tam, V., & Zeng, S. X. (2014). Employee job satisfaction in engineering firms. Engineering, Construction and Architectural 
Management, 21(4), 353-368.Lebanese banking staff. Journal of Managerial Psychology, 18(4), 368-376. 

xxxiv. Tansel, A., &Gazîoğlu, Ş. (2014). Management-employee relations, firm size and job satisfaction. International Journal of 
Manpower, 35(8), 1260-1275. 

xxxv. Vandenabeele, W. (2009). The mediating effect of job satisfaction and organizational commitment on self-reported 
performance: more robust evidence of the PSM—performance relationship. International review of administrative 
sciences, 75(1), 11-34. 

xxxvi. Vermeeren, B., Kuipers, B., &Steijn, B. (2014). Does leadership style make a difference? Linking HRM, job satisfaction, and 
organizational performance. Review of Public Personnel Administration, 34(2), 174-195. 

xxxvii. Vroom, V. H. (1982). Work and motivation. Robert E. Krieger Publishing Company. 
xxxviii. Wu, M. Y., & Lee, Y. R. (2011). The effects of internal marketing, job satisfaction and service attitude on job performance 

among high-tech firm. African Journal of Business Management, 5(32), 12551-12562. 
xxxix. Yousef, D. A. (1998). Satisfaction with job security as a predictor of organizational commitment and job performance in a 

multicultural environment. International Journal of Manpower, 19(3), 184-194. 
xl. Bakhshi, A., Kumar, K., & Rani, E. (2009). Organizational justice perceptions as predictor of job satisfaction and 

organization commitment. International journal of Business and Management, 4(9), p145. 
 
 


