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ABSTRACT 

The current research study was carried out to evaluate the impact of job 

satisfaction on academic staff performance among staff of Federal Polytechnic 

Bali. In this study, a cross sectional survey research design was adopted. The 

population of this study was carved out of the entire staff of Federal Polytechnic 

Bali totaling to 450 staff. Hence primary method of data collection were used 

where a sample of  210 close ended questionnaires were prepared and 

administered to the respondent in the case study that were selected using the 

Yaro Yamani Sampling method. For the purpose of analysis, the study uses 

simple percentages in form of tables to analyses respondents information while 

chi-square (X2) technique were used to test and provides answers to the three 

hypothesis formulated based on the research questions. However, evidence 

from chi-square (X2) test results clearly indicates that: Reward/pay has 

significant effect on staff performance in Federal Polytechnic Bali as indicated 

by the chi-square (X2) result of the First hypothesis. Equally the test result from 

the second formulated hypothesis suggested that, Promotion has significant 

effect on staff performance in Federal Polytechnic Bali. Result from the third 

formulated hypothesis revealed that Job safety/security has no significant effect 

on staff performance in Federal Polytechnic Bali at (P<0.05) significance level. 

The study conclude that, all the variables of job satisfaction that reward/pay, 

promotion as well as job safety/security has significant effect on staff 

performance in federal Polytechnic Bali. Base on the findings the study 

recommend that the management of the Polytechnic should see reward/pay as 
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a motivation factor that can increase employee's performance in the institution. 

Also, the management of the Polytechnic should use employee inputs as a 

criterion for promotion of workers. 

 

Keywords: Job satisfaction, Promotion, Staff Performance, Motivation. 

 

INTRODUCTION 

Job satisfaction represents a complex assemblage of cognition, emotion and 

tendencies. There is no definite way of measuring job satisfaction, but there are 

varieties of ways to identify when an employee is satisfied or dissatisfied with 

his or her job. Employees are the most valuable asset to an organization and 

they play an important role in preserving the successful image of organization, 

(Eze 2012). Job satisfaction is an attitude towards job, in other words job 

satisfaction is an affective or emotional response toward various facets of one’s 

job. A person with a high level of job satisfaction holds positive attitudes 

towards his or her job, while a person who is dissatisfied with his or her job 

holds negative attitudes about the job. Job satisfaction is a result of employees’ 

perception of how well their job provides those things which are viewed as 

important (Dalal, 2015). 

In the short run, employee’s skills and abilities are relatively stable. Effort is an 

internal force of a person which makes him or her to work willingly when 

employees are satisfied with their job and their needs are met, they develop an 

attachment to work or we say that they make an effort to perform better which 

will lead to better performances (Theresa, and Henry, 2016). 

Moreover, an attainment of a high level performance through productivity and 

efficiency has always been an organization’s goal of high priority. In order to 

do that, highly satisfied work force is an absolute necessity, but when 

employees feel dissatisfied with the nature of job they do, their level of 

commitment could be deliberately reduced and since employees are the engine 

room of an organization, their dissatisfaction with the nature of job they do 

could pose a threat to the overall performance of the organization. (Tella, and 

Popoola, 2017). It is based on the aforementioned background that this study is 

design to evaluate the impact of job satisfaction on the performance of staff in 

federal polytechnic Bali. 
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Statement of the Problem 

Motivational problems exist within organizations where there is a discrepancy 

between expected and achieved result, the discrepancy is due to lack of effort 

rather than lack of ability. The major causes of dissatisfaction nowadays among 

workers are: Dissatisfaction with the working condition in the organization, the 

feeling that management incentive and motivational programs are below 

standard, continuous stay in a certain level for more than necessarily (lack of 

promotion), problem of job safety/security and other several reasons that serves 

as hindrances to better performance by workers. 

Different administrators or managers of organizations have tried in different 

ways such as provision of staff bus, provision of staff canteen, Christmas 

takeaways, workers estate, etc but this still has proved to be insufficient in the 

areas of motivating staff in order to increase their performance in the institution, 

(Frimpong and Wilson, 2013). 

Therefore, with the inconclusive position among scholars with respect to what 

will motivate staff to perform in organizations and the inability of management 

to improve performance irrespective of welfare packages being provided 

resulted in the need to undergo this research study. 

 

Objectives of the Study 

The general objective of this research study is to investigate the impact of job 

satisfaction and performance among staff of Federal Polytechnic Bali. The 

specific objectives of the study are: 

i. To examine the effect of rewards/pay on staff performance in Federal 

Polytechnic, Bali. 

ii. To determine the effect of promotion on staff performance in Federal 

Polytechnic, Bali. 

 

Research Questions 

In an attempt to achieve the above research objectives, this study seeks to find 

answers to the following research questions. 

i. What are the effects of rewards/pay on staff performance in Federal 

Polytechnic, Bali? 

ii. How does promotion affect staff performance in Federal 

Polytechnic, Bali? 
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Hypothesis of the Study 

In line with the above research questions, three null hypotheses are formulated 

to guide the study. 

Ho1:  Reward/pay has no significant effect on staff performance in Federal 

Polytechnic, Bali 

Ho2:  Promotion has no significant effect on staff performance in Federal 

Polytechnic, Bali. 

 

LITERATURE REVIEW  

The Concept of Job Satisfaction  

Various schools of thought have in diverse ways tried to explain the concept of 

job satisfaction. Locke (2015) states that job satisfaction is a pleasurable or 

positive emotional state resulting from the appraisal. Spector (2012) defines job 

satisfaction as an extent to which people like or dislike their jobs. Other authors 

consider job satisfaction as the attitudes people have toward their job 

(Ivancervich 2015). In this direction, Mankoe (2010) states that, job satisfaction 

is a set of feelings which employees have about their work. Job satisfaction is a 

result of employee's perception of how well their job provides those things that 

are viewed as important. According to (Mitchell and Lasan, 2017) opined that 

job satisfaction is generally recognized in the organizational behavior field as 

the most important and frequently studied attitude. 

Theresa and Henry (2016) Job satisfaction is defined as reintegration of effects 

produced by individual’s perception of fulfillment of his needs in relation to his 

work and the surrounding. 

Job satisfaction is the attitudes and feelings people have about their job. It is the 

degree to which an employee has positive emotions towards the job role  

(Cook, 2008). Lim (2008) posits that job satisfaction plays significant role in 

both personal interests and organization success and therefore valuable to study 

for multiple reasons. In recognizing the role of job satisfaction phenomena, 

experts are of the view that it can interrupt labor behavior and influence work 

productivity and therefore worth to be studied (George and Jones, 2008). This 

is in line with the belief that “happier workers are more productive”. 

A lack of job satisfaction can lead to increased absenteeism and unnecessary 

turnover in the workplace. Job satisfaction is a major factor in personal 

satisfaction, self-respect, self-esteem, and self-development. Job satisfaction 

increases the degree of happiness in the workplace, which leads to a positive 
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work approach. A satisfied worker is creative, flexible, innovative, and loyal as 

opine by Ejiofor, (2010). 

 

Factors that Affect Job Satisfaction 

According to Dalal, and Levinson, (2015) identified the following as factors 

that affects job satisfaction. Among these factors are; Pay and promotion 

potential include (Present salary, abilities, and benefits such as health 

insurance). Working relationships (relationship with supervisors, cooperation 

in the department, interpersonal relationships, and general relations in the 

company). 

i. Pay: Amount and fairness or equity of salary according to the 

qualification. Findings from several studies underline pay as one of the 

most important factors in conducted by Lawler (1971), pay has been 

identified as a determinant factor as most employees rated it as the most 

influential factor related to job satisfaction. 

ii. Promotion potential: Employee perceptions about opportunity for 

promotion are also another determinant that influences job satisfaction. 

iii. Job security: The importance of Job security comes from the fact that it 

is vital for influencing work-related outcomes. It has attracted a great 

deal of research interest in recent years. 

iv. Recognition and appreciation: In some studies, recognition and 

appreciation were found to be motivating factors responsible for 

increased effectiveness of employees at work and their high levels of job 

satisfaction. 

v. Demographic factors: Studies have shown that age, race and gender have 

important effects on job satisfaction. 

vi. Working hours and physical conditions: Two elements related to job 

satisfaction are the working hours and the physical conditions under 

which workers spend their working days. 

vii. Opportunity to use one's abilities: Employees generally need and like 

jobs that make use of their abilities. 

viii. Interpersonal relationships: An individual's level of job satisfaction 

might be a function of personal characteristics and the characteristics of 

the groups to which she or he belongs to. The social context of work is 

likely to have a significant impact on a worker's attitude and behavior. 
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ix. Work situation: The nature of the work itself often called'' intrinsic'' job 

characteristics. It generally emerges as the most important job factor. 

x. Supervision: Fairness and competence at managerial tasks by ones 

supervisor. 

 

Determinants of Job Satisfaction 

According to Jex (2012), People usually tend to consider their appraisal of work 

experiences in terms of liking or disliking and develop feelings of satisfaction 

or dissatisfaction with respect to their job and the organization as a whole. Many 

factors account for how favourable an individual appraises his or her job, more 

especially the attitude of an individual toward his or her work. Research has 

identified a number of variables that seem to contribute to either job satisfaction 

or organizational commitment. Researchers have considered three approaches 

to explain the development of job satisfaction namely job characteristics, social 

information processing (organizational characteristics) and dispositional 

(worker characteristics). 

 

How to Create Job Satisfaction 

Hamermesh, (2001) in his study asked to find out what are the fundamentals of 

a job that create job satisfaction? Organizations produce job satisfaction by 

putting systems in place to make sure that workers are challenged and then 

happy over their successful outcomes. Organizations need to focus on plans to 

accomplish job satisfaction through multiple steps, some of which can include: 

1.  Increased creativity 

2. Increased accountability 

3. Secure work atmosphere 

4. Accessibility to a manager who provides timely feedback and support 

 

Concept of Motivation  

The important role of human motivation cannot be over emphasized when 

viewed in the light of proven positive relationships between motivation and 

performance. Mullins (2007) holds the view that performance is influenced by 

a minimum of four factors with the most important element being motivation. 

The basic underlying question is, “why do people do what they do”? Motivation 

is the fuel that drives people towards achieving their goals and objectives. In 

fact, without this fuel, human beings would be inactive, leading to a mundane 
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and unproductive life. In this sense, motivation is not what the employer does 

to employees but rather the urge that comes from the employee (Byars and Rue, 

2002). 

 

Effect of Job Satisfaction on Performance 

Cummings (2011) argued that, in modern competitive market, it is the vision of 

every organization to attain high performance through productivity and 

efficiency. However, the attainment of this vision requires highly satisfied 

workforce as they endeavour to extend more effort to performance and work 

harder to achieve result. Similarly, the overall performance of an organization 

is dependent on resourceful and successful individual performance. In 

explaining the effect of job satisfaction on performance, came out with three 

major points of view that, satisfaction causes performance, performance causes 

satisfaction and reward causes both satisfaction and performance. 

 

Theoretical Framework 

In an attempt to understand the concept of job satisfaction and performance this 

study will anchor on three theories (Maslow's theory (1943), Two Factor Theory 

by Herzberg and Snyder and the Needs- Achievement theory by McCIMelland, 

David 1961).  However, of the three theories, this study adopted the Maslow's 

theory. 

 

Maslow's Theory: 

Maslow’s (1943) Hierarchy of Needs is said to be the most extensively cited 

theory of motivation and satisfaction (Weihrich & Koontz, 1999). Maslow’s 

(1943) argument based on humanistic psychology and clinical practices 

revealed that, an individual’s motivation/satisfaction requirements could be 

arranged in pecking or hierarchical order namely physical needs, safety needs, 

social needs, esteem/achievement needs, and self-actualization (Luthans, 2005). 

However, needs are affected both by weight attached to them and the level at 

which an individual want to meet those needs (Karimi, 2007). Maslow believed 

that physiological needs such as food, water and sleep are the most basic and 

instinctive needs in the hierarchy. They are the literal requirements for human 

survival. Safety needs that are the second refer to the needs that an individual 

has to produce a secure environment. Needs like job security, personal security, 

financial security, health and well-being amongst others are all examples of 
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safety needs. In the polytechnic, information on safety needs is stated in the 

polytechnic handbooks. The social need is the need that individuals have for 

social interaction - love, friendship and belonging. They refer to an individual’s 

desire to be accepted by others. Once people feel safe, secure and 

physiologically satisfied, they will begin to prioritize their social needs. 

 

Two Factor Theory: 

In 1959, Frederick Herzberg, a behavioral scientist proposed a Two-factor 

theory that addresses the issue of work place motivation and documented that 

there are certain factors in the workplace that cause job satisfaction, while a 

separate set of factors cause dissatisfaction. The Two-Factor also often referred 

to as the Motivation-Hygiene Theory (Davies, 2008). 

According to Herzberg (1959), individuals are not content with the satisfaction 

of lower-order needs at work; rather, individuals look for gratification of high-

level psychological needs having to do with achievement, recognition, 

responsibility, advancement, and the nature of the work itself. The two-factor 

model of motivation was based on the presence of one set job characteristics or 

incentives leads to worker satisfaction at work, while another and separate set 

of job characteristics leads to dissatisfaction at work. 

 

Theory of Needs-Achievement  

This theory was propounded by (McCIMelland, David 1961) McClMcClelland 

and Associates postulated that some people have a compelling drive to succeed 

and therefore strive for personal achievement rather than the rewards of success 

themselves. They have the desire to perform better than before, therefore they 

like challenging jobs and behave as high achievers. This theory focuses on the 

achievement. Motive thus, called achievement theory but it is founded on 

achievement, power and affiliation motives: 

 

Empirical Review 

Alamdar, and Wasim (2011) investigated the impact of job satisfaction on 

employee performance in autonomous Medical Institutions of Pakistan. The 

sample of the study was comprised of 200 doctors, nurses, administrative and 

accounts staff working in autonomous medical institutions in Punjab. 250 

Questionnaires were distributed out of which 200 were received back and used 

for analysis. SPSS is used for data analysis statistically. Findings revealed that 
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facets such as: pay, promotion, job safety and security, working conditions, job 

autonomy, relationship with coworkers, relationship with supervisor and nature 

of work; affect the job satisfaction and performance. 

Abdul Wahid and Fadlallh (2015) conducted a research on impact of job 

satisfaction on employee`s performance (employee's impressions, inclinations, 

desires, and visualizations towards their jobs) in the faculty of science and 

humanity studies (university of Salman bin Abdul-Aziz-Aflaj branch). 

Research determined the relation, association and impact of job satisfaction 

factors and its dimensions on employee`s performance in the faculty. Total 

sample size of research is 86 members of teaching staff from the faculty (male 

=46 and female =40). SPSS was used to analyze the data. Research applied chi- 

squared or (x²) and regression analysis. Research examined that there is a 

positive and statistically significant relationship between job satisfaction factors 

and employee's performance. The research concluded that whenever there are 

better (work conditions, pay and promotion, and work relationships) there is a 

higher job satisfaction.  

Pushpakumari (2008) examined the impact of job satisfaction on performance 

of manufacturing and services industries in Sri Lanka. In all 237 employees 

were involved in the study. Pushpakumari considered which reward (intrinsic 

and extrinsic) determine job satisfaction of employees and revealed that there 

is positive correlation between job satisfaction and performance of employees. 

Though there were certain limitations in the study, several conclusions were 

drawn. It was found that there is a significant impact of job satisfaction on 

performance of employees. Again, employees who are in higher levels tend to 

derive more. 

Owusu (2014) in an assessment of job satisfaction and its effect on employee’s 

performance in mining companies in the Bibiani-Anwiaso-Bekwai District in 

Ghana revealed that compensation/pay is the main factor that determines the 

job satisfaction of mine workers. Employees are highly satisfied especially with 

the safety policies in pace. Besides, their performance is positively affected by 

compensation/pay while the nature of work negatively affects their 

performance.  

 

RESEARCH METHODOLOGY 

Research Design 

Udeagha, (2003) defined research design as the framework that indicates the 

type of information that is needed for the research, the source of such 
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information and method of its collection. However, for the purpose of this study, 

the research design to be adopted is the survey research design. Survey research 

is the method of gathering data from respondents that are thought to be the 

representatives of some population using an instrument composed of closed 

structure or open ended items (questionnaires).  

 

Population of the Study 

The population for the purpose of this study consists of all the staff in Federal 

Polytechnic Bali which is the study area.  However, the total population of staff 

in the Polytechnic is around 450 staff as at the years under study which 

comprises of both teaching and non-teaching staff.  

 

Sample Size and Sampling Technique 

For the purpose of this study, out of the total population of 450 staff in the case 

study, a total of 210 staff will be picked at random by using the simple random 

sampling technique. However, the 210 sample size selected was based on R.V 

Krejele and D.W Morgan (1970) as adapted for sample size required for a given 

population size. The R.V Krejele and D.W Morgan method is considered 

appropriate as it gives adequate sample size for research activities in a given 

population.  

 

Sources and Methods of Data Collection 

This study uses both primary and secondary method of data collection. The 

primary data will include the use of well-structured questionnaires for the 

collection of data, while the secondary data will be derived from the existing 

records in federal polytechnic Bali. Under this method a sample of a well-

structured questionnaires will be prepared and administer to the selected 

respondents in the case study which can be differently answered by them. In 

addition, oral interview will equally be conducted with some sample 

respondents. 

 

Techniques of Data Analysis 

After data being presented and tabulated under the descriptive statistics 

accordingly, the result of the questionnaires will be analyzed by the use of 

tables. Simple percentages will be computed and findings will be presented, 

discussed and interpreted, deductive reasoning relevant to the research objective 
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and hypothesis will also be observed adequately. Hence finally, chi-square 

technique will be employed as the technique to test the pre-set hypothesis which 

was intended to guide the study. 

 

DATA PRESENTATION, ANALYSIS AND INTERPRETATIONS 

Questionnaire Administration. 

In this research study, a total number of two hundred and fifty (250) 

questionnaires were prepared and administered to the respondents in the case 

study. In the course of the distribution and retrieval of the 250 questionnaires 

(that represents 100% of the total responses) from the sample respondents, a 

total number of 25 questionnaires that consisted of 10% of the total responses 

were returned wrongly filled, while 15 questionnaires that consisted 6 % of the 

total responses were not returned to the researcher, however it was the 

remaining 210 Copies of questionnaires representing 84% of the respondents 

responses that were successfully filed and retrieved by the researcher. 

Therefore, this 210 successfully filled and retrieved questionnaires will be the 

adequate questionnaires that will be used in this study for the purpose of 

analysis, generalizations as well as conclusions.  However, these questionnaires 

were distributed to both teaching and non-teaching staff in the case study. Hence 

the questionnaire distribution and retrieval analysis can be shown in the below 

table as follows: 

 

Table 4.1.1 Response Rates Statistics Table 

Details  Number Percentage% 

Copies retrieved and filed 210 84 

Copies wrongly filed 25 10 

Copies not returned. 15 6 

TOTAL Copies Sent Out 250 100 

Source: Field Survey 2021 

 

Test of Hypothesis One. 

Ho1:  Reward/pay has no significant effect on staff performance in Federal 

Polytechnic, Bal 

Table 4.5.1 Chi-Square Observed Table Values for Hypothesis One 

Questions Strongly Agree Agree Undecided Disagree Total 
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A1 83 64 14 49 210 

A2 71 55 43 41 210 

A3 61 111 17 21 210 

A4 71 90 20 29 210 

TOTAL  286 320 94 140 840 

 

Source: Researcher Computation May, 2021. 

 

NOTE: To get expected value: (Column total) Row total  

                                                                 Grand total 

SA = 286×210/840= 71.5 

A = 320×210/840= 80 

UD = 94×210/840= 23.5 

D = 140×210/840= 35 

TABLE 4.5.2: Chi –Square Contingency Table for Hypothesis One 

 FO FE FO – FE (FO –FE2) (FO – FE2/FE) 

Q1 83 71.5 0.25  0.0625 0.0071 

 64 80 -0.5 0.25 0.0625 

 14 23.5 0.25 0.0625 0.0108 

 49 35 0.25 0.0625 0.0108 

Q2 71 8.75 4.25 18.0625 2.0642 

 55 8.75 - 1.75 3.0625 0.35 

 43 5.75 0.25 0.0625 0.0108 

 41 5.75 2.75 7.5625 0.0108 

Q3 61 8.75 -2.75 7.5625 0.8642 

 111 8.75 2.25 5.0625 0.5785 

 17 5.75 -0.75 0.5625 0.0978 

 21 5.75 1.25 1.5625 0.2717 

Q4 71 8.75 -1.75 3.0625 0.35 

 90 8.75 0.25 0.0625 0.0071 

 20 5.75 0.25 0.0625 0.0108 

 29 5.75 1.25 1.1625 0.2717 

TOTAL    Calculated 

value 

4.9785 

Source: Researcher Computation May, 2021 
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Chi – square critical table value at 4 under 9 using the X2 Table= 1.064 

Decision Rule: 

Since the Chi square-calculated value (4.9785) is greater than the chi square-

critical table value 

(1.064) at an infinite degree of freedom and 0.05 percent level of significance, 

therefore we reject the null hypothesis H0 which state that Reward/pay has no 

significant effect on staff performance in Federal Polytechnic Bali and accept 

the alternative hypothesis H1 to conclude that Reward/pay has significant effect 

on staff performance in Federal Polytechnic Bali. 

Test of Hypothesis Two 

Ho2:  Promotion has no significant effect on staff performance in Federal 

Polytechnic, Bali. 

 

Table 4.5.2: Chi – Square Observed Value Table for Hypothesis Two 

Question Strongly 

Agree 

Agree Undecided Decided Total 

B1 72 60 45 33 210 

B2 81 50 40 39 210 

B3 71 46 50 45 210 

B4 62 46 50 52 210 

Grand 

Total 

286 202 185 167 840 

Source: Researcher Computation May, 2021 

NOTE: To get expected value: (Column total) Row total  

                                                                Grand total 

SA = 286×210/840= 71.5 

A = 202×210/840= 50.5 

UD = 185×210/840= 46.25 

D = 167×210/840= 41.75 

 

TABLE 4.5.2: Chi –Square Contingency Table for Hypothesis Two 

Q FO FE FO-FE (FO-FE)2 (FO-FE) 

FE 

5 72 71.5 0.75 0.5625 0.0548 

 60 50.5 -2.75 7.5625 0.9758 
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 45 46.25 0.75 0.5625 0.1071 

 33 41.75 1.25 1.5625 0.2717 

6 81 10.25 -2.25 5.0625 0.4939 

 50 7.75 4.25 18.0625 2.3306 

 40 5.25 -0.75 1.5625 0.2976 

 39 5.75 -3.25 0.5625 0.00978 

7 71 10.25 3.25 10.5625 1.0304 

 46 7.75 3.75 10.5625 1.3529 

 50 5.25 3.75 14.0625 2.6785 

 52 5.75 -0.75 0.5625 0.0978 

8 62 10.25 4.75 22.5625 2.2012 

 46 7.75 -4.75 22.5625 2.91129 

 50 5.25 -0.25 0.0625 0.01190 

 52 5.75 0.25 0.0625 0.0108 

   Calculated Value 14.93 

Source: Researcher Computation May, 2021 

 

Calculated Value= 14.93 

Critical table value at 14 under 9 using the X2 Table value= 7.790 

 

Decision Rule. 

Since the Chi square-calculated value (14.93) is greater than the chi square-

critical table value (7.790) at an infinite degree of freedom and 0.05 percent 

level of significance, therefore we reject the Null hypothesis H0 which state that 

“Promotion has no significant effect on staff performance in Federal 

Polytechnic Bali” and accept the Alternative hypothesis H1 to conclude that 

Promotion has significant effect on staff performance in Federal Polytechnic 

Bali. 

 

Discussion of Findings 

From the analysis done in this study together with the findings it is obvious that 

workers (reward/pay, promotion, job safety/security, working condition) 

package matters a lot and should be consider as priority by both employers and 

employees. The results obtained from the hypotheses showed that worker’s 

place great value on motivation to improve their performance, it is dishearten 
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that many institutions and organizations neglect this vital attitude. Most of the 

respondents brief the researcher on how their management surcharge them on 

any slightest mistake and as well fall to encourage them on their quest to move 

the organization forward. However, when rewards are not given, workers tend 

to express their displeasure through poor performance and non-commitment to 

their job. It is therefore imperative for the organization to consider the needs 

and feeling of her employees and not just overlook them in order to safe guard 

industrial harmony, because “a happy reward is the driving force that energizes 

a worker to show more commitment to work and to improve his or her 

productivity. 

 

SUMMARY, CONCLUSION AND RECOMMENDATION 

Summary of Findings 

From the result of the data analysis carried out and the hypothesis tested, this 

study found that: 

1. Promotion has significant effect on staff performance in Federal 

Polytechnic Bali 

2. Reward/pay has significant effect on staff performance in Federal 

Polytechnic Bali. 

 

However, this finding is in line with the work of Gavtan (2015), but contradicts 

the study result of (John and Wachira, 2013). 

 

CONCLUSIONS 

This study has been an attempt to examine the impact of job satisfaction on 

employee performance among the public institutions in in Nigeria with special 

interest to Federal Polytechnic Bali Taraba State. Having gone through the 

whole length of data analysis, hypothesis testing and the summary of findings, 

the following conclusions are hereby drawn most of the varied problem 

encountered, have been unvested since most of these problem is as result of 

poor management of the public institutions. The study specifically concluded 

that, reward/pay has significant effect on job satisfaction in the institution, 

equally the study concludes that, promotion has significant effect on job 

satisfaction of in the institution that job safety/security contributes greatly to the 

performance of employee's in an organization. 

RECOMMENDATION 
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Therefore, based on the findings arrived at in chapter four of this study and the 

conclusion drawn above, the following recommendations were proffered: 

1. Public institutions should see reward/pay, job safety, promotion and a 

well conducive environment as a motivation factor that can increase 

employee's performance in the organization. 

2. Management of public institutions should use employee inputs as a 

criterion for promotion of workers.  

3. Management of the institution should make the working environment 

conducive, so that the workers can see their working environment as their 

second home.  

4. Public institution should adopt management by objective in which 

employee should be part in decision making of the organization.  
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