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I N F O A B S T R A C T

The paper is positioned to identify the factors responsible for satisfaction 
and performance among knowledge workers, based on the information on 
factors affecting employee performance and methods used by institutes and 
colleges to motivate employees leading to satisfaction. Further, a cognitive 
model has been developed by the factors leading to satisfaction of knowledge 
workers. A structured questionnaire was adopted for collecting primary data 
amongst 192 knowledge workers working at various knowledge institutions 
in India. Knowledge workers included in the study are professors working in 
institutes and colleges. Questionnaire included items related to satisfaction, 
performance and demographic details of respondents. Further, confirmatory 
factor analysis has been used to measure factors leading to satisfaction and 
finally path analysis is done to validate the cognitive model. The study found 
that employee performance is dependent on career satisfaction, commitment, 
and job involvement. Methods used by institutions to motivate employees 
leading to satisfaction are found to be reward system, understanding of 
expectations, differentiation between knowledge workers and other staff, 
and managerial training. The findings of the paper suggest the implications 
for enhancing employee performance of the institutions, engaging knowledge 
workers in Delhi and NCR region and would suggest guidelines for stakeholders. 
The study paves way for further research on the subject in other hubs in India 
and other countries which have knowledge workers engaged in different 
institutions. 
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Introduction 

A satisfied employee is deemed to perform better and 
contributes in the growth of organization. Performance on 
job on an employee is driven positively in a significant 
manner by the satisfaction drawn.11 One of the significant 
drivers in ensuring operational performance of an employee 

has been identified as job satisfaction. Job satisfaction is 
also considered as mediating between human resources 
practices (training and development, discipline and 
compensation system) and operational performance.65 
Studies have shown that behind organization’s performance, 
there exist several factors in an organization such as strategy, 
turnover, teams, ethics and changes over a period of 
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time.20 These factors identified behind the performance 
of organization get impacted by the job satisfaction of 
employees.24,32,52,54,61 Success of an organization largely 
depends on its personnel and the team of employees 
which work on the organizational goals.3 However 
engagement of employees is crucial for the success of 
organizations.46 An engaged employee is found to be 
having additional satisfaction with the job and is happier 
in the organization. They are believed to be performing 
better on their jobs. Happy-productive worker hypothesis 
by Kluger and Tikochinsky35 supports this belief. 

Limited research and studies are found in reference of 
knowledge workers addressing the affiliation between 
satisfaction with job and performance of employees. 
While few of the studies focused on the influence of 
variables such as income, age, gender on job performance 
which are demographic,37,47,59 only few have studied the 
influence on job performance by job satisfaction.69 

This research endeavors to study the association of job 
satisfaction vis-a-vis performance.

paper is organized as follows: literature review on the 
determinants of employee performance in knowledge 
workers is discussed in Section 2. Section 3 discusses the 
Research setting. And Section 4 provides a description 
of data used and the methodology applied. Results are 
discussed in Section 5. Conclusion and Implications is 
captured in Section 6.

Literature Review  and Hypotheses Development
Knowledge Worker

Knowledge is considered as the vital resource for any 
developing country.41 Workers who possess knowledge are 
categorized as knowledge workers and there is a regular 
and continuous need for enhancing knowledge through 
continuous learning.45 Formal education, analytical and 
theoretical knowledge, and a habit of life-long learning are 
pre-requisites of a knowledge worker.18 Seats of learning 
provide platforms for knowledge creation and create new 
knowledge. Universities and colleges universally on the globe 
are found to be such seats of learning. These universities 
and colleges are drivers of change creating new knowledge 
and enabling the workers to apply them in different contexts 
of their applications.7 Teachers, researchers, professionals 
practicing medicine, law, consultancy, and many others in 
services sector like information technology, R&D firms, 
etc., are put under the definition of knowledge workers 
who engage themselves mostly on cognitive activities.6,19 
(Helton, 1988; Kelly, 1990). Knowledge workers are found 
to be engaged in works which do not repeat themselves 
nor are they repetitive. 

Job Satisfaction

Workers’ attitude towards their jobs defines job satisfaction 
(JS).49 Job and job-related experiences of an employee affect 
the wellness of employees working in an organization.40 
Job satisfaction is considered as a state which is internal 
to employees which depends on the experiences which 
are related or unrelated to jobs. Depending on the 
experiences it may be favorable or not so favorable. Studies 
equate job satisfaction with customer satisfaction in an 
organization, important for its performance.12 Definition 
of Job satisfaction is “a pleasurable or positive emotional 
state resulting from the appraisal of one’s job or job 
experiences.”38 In a research in USA, which conducted a 
survey with the faculty, it was found that since the faculty 
were neither paid well nor given recognition, there was a 
trend amongst the faculty to earn outside the institution. 
The number of faculty earning outside was fairly large 
up to 50%. As an outcome, the commitment of faculty 
to the institution was questionable and concerns were 
raised regarding quality. A different study in Greece 
showed that while the job itself satisfied the faculty, 
there were dissatisfaction levels with regards to pay and 

Figure 1.Reationship between Job Satisfaction 
and Performance

The aim is to study the factors affecting employee 
performance amongst knowledge workers, namely, 
professors in institutes and colleges and also identify the 
methods by which institutions motivate their knowledge 
workers, leading to satisfaction. The paper also aims 
to understand the dependency of performance on 
satisfaction. The study focuses on professors in institutes 
and colleges in Delhi National Capital Region (NCR), 
India, which is a hub of institutes and colleges employing 
such knowledge workers in huge numbers. The main 
research questions of the paper are: a) Factors influencing 
performance and career satisfaction amongst knowledge 
workers, and b) Relationship between the identified 
elements of career contentment and performance. 
The results of this study are likely to have implications 
for all stakeholders in the knowledge society where 
knowledge is the key driver to the society’s growth and 
welfare. Creation of relevant knowledge sets in multiplier 
effect in the growth of economy and human welfare and 
thus it is imperative that the knowledge workers who 
impart knowledge in the society should be a motivated 
workforce. A motivated and satisfied knowledge worker 
can perform better and thereby effectively create requisite 
and relevant knowledge in the society. The paper outlines 
implications and mentions guidelines for stakeholders for 
enhancing performance amongst knowledge workers. The 
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career growth opportunities.1 The study also revealed 
that characteristics like age, gender, etc., predicted job 
satisfaction and its various aspects. A study done on 
Irish primary school teachers show a similar conclusion. 
Twenty-two percent of variances in their job satisfaction 
were explained by demographic variables and reasons 
like teaching self-efficacy, perceived stress, self-esteem.21 
An association between engagement of employees and 
job satisfaction was established in another research 
done in Slovenia and was found positive. It was found 
that the teachers working at colleges demonstrate 
reasonable extent of satisfaction about the instruction 
setting, material and incentives received and high levels 
of organizational commitment.2 Employee involvement 
provides employee’s chance to affect decisions and actions 
with respect to their jobs. In today’s competitive world, 
where institutions look for key competitive advantage to 
succeed, engaged and enthusiastic employees can be the 
one such source of competitive advantage.67 An employee 
who is involved can influence decisions and actions, and 
thereby bring positive advantages to the organization. 

Historically, there have been studies focusing on recording 
scales for measuring job satisfaction. Cook et al.14 recorded 
249 such scales. The other scales are questionnaire 
developed by Andrew and Withey, Minnesota Satisfaction 
Questionnaire (MSQ), the McCloskey/Mueller Satisfaction 
Scale (MMSS), the Measure of Job Satisfaction (MJS), and 
Organizational Job Satisfaction Scale (OJSS).57 

Influencers of Job Satisfaction

Job satisfaction among knowledge workers can be 
influenced by reward system; understanding of 
expectations; intrinsic motivation; and managerial 
competence and knowledge.51 Organizations have been 
successfully achieving job satisfaction and employee 
motivational needs by ways of employee involvement and 
rewards.4 Desired behaviors of employees enabling high 
superior quality of service and commercial benefits to 
the organization can be ensured by employee satisfaction 
with the reward systems.5 In the study on the influence of 
pro-family programs36 on organizational commitment and 
job satisfaction, the result presented a positive relationship. 
Many researchers have classified various facets of job 
satisfaction. One of the categories was suggested by Smith 
et al.62 which suggests JS consisting of the classifications 
based on pay, promotions, working with colleagues leading 
to satisfaction, with task and satisfaction with supervision. 
While in some studies, JS is considered to be precursor 
to organizational commitment (OC),23,42 several studies 
show that OC causes JS.31,70 Attempts in other studies have 
been made to explore the association between JS and 
the constituents of OC developed by Meyer and Allen.39 
Intrinsic motivation of employees has an effect on their 

job contentment.64 Intrinsic motivation happens when 
internal factors within a person activate or energize a 
goal-oriented behavior within an individual (Deci & Ryan, 
1985). Employees’ intrinsic motivation influences their job 
satisfaction. Kaur and Singh34 in their study show that the 
level regarding job satisfaction is influenced by personal 
competence of employees and the relationship is positive. 
Cherrington et al.10 mention additionally that satisfaction is 
reflected when performance is suitably rewarded. Present 
study deals with intrinsic motivation, reward system, 
understanding of expectations, and knowledge and 
managerial competence as influencers of job satisfaction. 

Figure 2.Influencers of Job Satisfaction

Job Performance

Job performance (JP) is a word which refers to the worth of 
work of a member of staff.8 In one of the studies conducted 
in Malaysia, it was found that enhanced independence 
and work-life equilibrium has an important role in 
influencing job performance.29 Teaching performance 
has been synonymous with teaching effectiveness in 
higher education. Students have different perceptions 
on information and computers in business. A study was 
conducted in USA by Judith and Khalid30 which measured 
these differences in perceptions. The study also measured 
the understanding gained after studying a specific subject 
and the consequence of the subject instructor on the 
perception of the students. There have been studies 
measuring relationships between effectiveness in teaching 
and productivity of research by measuring teaching 
effectiveness. Teaching effectiveness was measured using 
students’ evaluation.30

Influencers of Job Performance

Organizational commitment (OC) has an important influence 
on performance.28 OC can be understood in terms of the 
degree to which an employee engages with his or her firm.22 
Relatively, the identification of individual with and extent of 
engagement in an organization is what defines OC.53 Henkin 
and Singleton16 also describe it as a desire of an employee to 
commit to and be loyal to the organization. What impacts 
organizational commitment can be a moot question to 
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explore. Job satisfaction is one which has an effect on 
organizational commitment.22,27 Relation between JS and 
performance as well as between OC towards organization 
has been studied.43,66 Authors in the present study have 
studied career satisfaction, OC, and job involvement as 
influencers of job performance (Fig. 3).

profession. It is also found that for involved employees 
jobs are intertwined with self-identity and their own life 
goals.44 There is a positive influence of the support from 
the organization on employees’ performance.55 Satisfaction 
in job or career is related to the satisfaction levels in terms 
of remuneration, advancement in career , alignment with 
career goals, and self-skill building.50 JI and JS of employees 
have a decisive impact on work performance.60 

Research Context 

The study was based on the questionnaire designed to 
gather one-time individual data through a structured 
questionnaire. The scale used by Petroni and Pierligi51 
has been adopted for doing the current study. The study 
conducted by Petroni was based on engineers but the 
authors in the current research intended to study satisfaction 
and performance relationship among teachers. A strong 
association between employees’ JS and job performance 
has been emphasized in various studies.26,63 Current study 
is also attempting to study the same relationship but in the 
perspective of the individual variables of job satisfaction 
which influence determinants of job performance. Job 
performance among knowledge workers can be measured 
by career satisfaction, OC and JI. Job satisfaction among 
knowledge workers can be influenced by reward system; 
understanding of expectations; intrinsic motivation; and 
managerial competence and knowledge.51 On the basis 
of above literature review following hypotheses were 
proposed, as given in Fig. 4. 

H1, H2, H3, H4: Inadequate understanding of expectations, 
lack of managerial competence, inadequate reward system 
and lack of intrinsic motivation negatively influence CS, 
OC, and JI.

Figure 3.Influencers of Job Performance

There exists an emotional identification with their job by 
employees. Employees also identify themselves in their 
cognitive way.15,48 Greatly involved personnel find their jobs 
relevantly linked with their self-identities, self- interests, 
and their own life aims.44 Personnel who are involved with 
their jobs more, their likelihood of reciprocating to the 
benefits and supports from the organization is more. This 
involvement pushes them towards additional efforts so that 
the organizational goals are accomplished.33 Employees 
with tall levels of JI show higher affective commitment 
towards the institution which increases in-role and extra-
role performance.13,17 Such involved employees show strong 
identity with tasks, associate significance to tasks, and 
identify strongly with job autonomy.9 Individuals who 
are highly involved in job are satisfied with their jobs, 
are dedicated to their employer, their careers and their 

Figure 4.Research Framework
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Methodology
The questionnaire 

Based on information from the literature on socioeconomic 
variables that can potentially influence performance and 
satisfaction, respondents were asked to fill in a questionnaire 
related to their age, gender, qualification, organizational 
tenure, income and parameters influencing performance 
and satisfaction. The questionnaire was administered face 
to face through personal visits in colleges. Personal visits 
were conducted to make sure that complete and truthful 
information was given by respondents. Participants were 
updated about the purpose of the study and given sufficient 
time to fill out the questionnaire. They were assured about 
the confidentiality of the data, which was to be used for 
academic purposes only. Five hundred respondents were 
contacted and a total of one hundred and ninety-two 
completed and usable questionnaires could be obtained, 
which is a response rate of approximately thirty- nine 
percent. Table 1 presents the demographic profile of 
respondents 

Population and Sample:- The population under 
investigation is a cohort of professors in institutes and 
university, in and around Delhi and NCR. The professors 
teaching in these institutions are being categorized 
into PhDs and Non PhDs. Professors were contacted 
through convenience sampling. As observed in Table 1 of 
respondents’ characteristics, approximately 70% of the 
respondents are PhDs. Regarding the age profile, about 
69% are older than 28 years of age. Around 63% of the 
respondents have organizational tenure of more than five 
years. Around 70% of the respondents were males and rest 
were females. The paper studies the linkages between job 
satisfaction and performance. Multiple regression analysis 
was conducted with three dimensions of performance as 
independent variables and JS as dependent variable.

Results and Discussion
Respondents were asked to rate items related to 
performance and satisfaction on a scale of 5-point Likert 
scale, where 1 stands for very low credibility and 5 stands 
for very high credibility. Total 39 items were rated by 
respondents. Table 2 shows reliability score for all 39 items 
as well as KMO test for sampling adequacy.

Approximate Monthly 
Household Income (Rs.)

Percentage
Education(Highest 

Qualification)
Percentage

Organizational 
Tenure

In Years

Rs. 100000 37.0 PhD 78.1 More than 15 14.1

Rs. 80000–100000 20.8 Postgraduate 21.9 10–15 14.6

60000–80000 17.2 Age (in years) Percentage 5–10 33.9

40000–60000 21.9 Above 58 5.7 0–5 37.5

Below 40000 3.1 48–58 10.9 Gender Percentage

38–48 13.0 Male 68.8

28–38 39.1 Female 31.2

18–28 31.3

n=192

Table 1.Demographic Profile of Respondents

Cronbach’s Alpha 0.797
KMO 0.779

Significant

Table 2.Reliability and KMO Test for 
Sampling Adequacy (All 39 Items)

Factor Analysis for Performance

To evaluate the dimensionality of the scales used, two scales 
were separately submitted to exploratory factor analysis 
(EFA). The 13 items of the scale to measure performance 
and 26 items of the scale of satisfaction were subjected 
to principal components’ analysis (PCA) using SPSS. The 
factor matrices were rotated using Varimax, rotation where 
no restrictions were placed on the number of factors to 
be extracted.

Before performing PCA, data suitability for factor analysis 
was assessed for both the scales. Kaiser-Meyer-Olkin (KMO) 
index of sampling adequacy and Bartlett’s Test of sphericity 
were checked for both the scales. The KMO index ranges 
from 0 to 1, with 0.50 suggested as the minimum value for 
a good factor analysis68 and the Bartlett’s Test of Sphericity 
should be statistically significant (p<.05) for factor analysis 
to be considered appropriate.25 

KMO value of the scale was 0.779, thus exceeding the 
recommended value of 0.5 and Bartlett’s Test of Sphericity 
(p=.000) reached statistical significance. Thus, both showed 
enough adequacies of data to support the factor analysis. 
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PCA revealed the presence of three components with 
Eigen values exceeding 1, explaining 23.497%, 20.423%, 
and 15.697% of the variance respectively. Collectively, the 
three factors accounted for 59.617% of the total variance.

Based on the results reported in the “Rotated Factor 
Matrix”, the following factor structure emerged: 

•	 Factor 1: All the five items related to career satisfaction 
clearly loaded on Factor 1. So, this factor was named 
as career satisfaction (CS).

•	 Factor 2: All the five items of organizational commitment 
Factor 2. Based on content analysis of the items which 
loaded on this factor, it was named as organizational 
commitment (OC). 

•	 Factor 3: Only three items loaded on Factor 3. This 
factor was named as job involvement (JI).

These three factors collectively accounted for 59.6% of 
the variance. Further, to ensure the reliability of the scale 
consisting of three dimensions of performance, their 
Cronbach’s alpha coefficients were calculated which are 
presented in Table 3.

For Satisfaction dimensions scale, KMO (0.888) and Bartlett’s 
Test of Sphericity (p=.000) both showed enough adequacies 

of data to support the factor analysis. As stated earlier, Eigen 
value of greater than ‘1’ was the criterion for retention 
of a factor. On the basis of this “Eigen value greater than 
1 heuristic”, four factors were extracted that account for 
53.234% of the total variance. Table below displays the 
rotated factor matrix for influencers for satisfaction, based 
on a factor loading of 0.5. Based on the results reported in 
the “Rotated Factor Matrix”, the following factor structure 
emerged:

•	 Factor 1: All the six items of Inadequate understanding 
of expectations (IUE) dimension loaded on Factor 1. 
Based on a content analysis of the items which loaded 
on this factor, it was named as IUE.

•	 Factor 2: Seven items related to lack of intrinsic 
motivation (LIM) clearly loaded on Factor 2. Thus, 
this factor was named as LIM.

•	 Factor 3: All the five items related to inadequate reward 
system (IRS) loaded on Factor 3. This factor was named 
as IRS.

•	 Factor 4: Three items were loaded on factor 4. This 
factor was named as lack of managerial training and 
competence (LMTC).

Component

1CS 2OC 3JI

I am satisfied with the status achieved. .753

I am happy with the success achieved in career. .729

I am satisfied with pay level. .729

My current organization has been instrumental in my progress in 
achieving career goals .702

I am satisfied with rate of promotion. .548

I am willing to put an effort beyond that required. .791

I am loyal to my organization .765

I have pride in belonging to the organization .500 .673

I am in agreement with the organization’s practices and policies .668
There is overlapping between the organization’s and personal 

values .566

There is overlapping between personal life interests and job 
interests .892

I have a sense of professional pride .796

I have achieved personal goals through the job .411 .687

Reliability 0.769 0.783 0.762

Variance explained 23.497 20.423 15.697

Table 3.Factor Extraction: Rotated Component Matrixa
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Table 4.Satisfaction Dimensions: Rotated Component Matrixa

Component

1 IUE 2 LIM 3 IRS 4 LMTC

There exists vague criteria for productivity evaluation .836

There exists vague criteria for effectiveness evaluation .834

There exists a vague criteria for promotion and advancement .821

There exists superior authority of non-professionals in my 
organization. .793

There exists vague definition for job description .767

Low efforts are put up to develop subordinates’ skills and 
potentials .626

Organization promotes low creativity culture .748

I feel satisfied with low professional achievement .745

There exists low challenge in my role. .691

Low ingenuity is promoted in my organization .643

People are habitual of getting less discretion over the way 
they are supposed to accomplish the task assigned. .584

There exists low perceived fitting of individual contribution 
into global picture .544

Environment is less flexible here. .416 .540

There exists excessive association of incentives to 
hierarchical advancement .778

I feel excessively structured and formalized reward systems 
are not effective .724

Organizational mechanisms are excessively focused on 
rewarding compliance rather than achievement .551

I find mismatch between opportunities granted to 
managerial and technical roles .501

There is low emphasis on status rewards .458

There exists provision for automatic advancement to 
managerial position .784

There is lack in identifying managerial potential in technical 
professionals .675

There are no policies for managerial training for technical 
professionals .642

Reliability 0.919 0.864 0.766 0.658

Variance explained 20.217 16.285 10.203 6.529
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The next step involved investigation of the linkages 
between the four factors of JS and the three dimensions 
of performance. Multiple regression analysis was conducted 
with performance factors as independent variables. 
Autocorrelation, i.e., correlation of error terms across 
observations, was not evident; when checked, as the 
Durbin-Watson statistic was within the acceptable range 
of 1.5 to 2.5 indicating independence of observations. Table 
5 reports the results of regression. 

CS (Career 
Satisfaction )

OC (Organizational 
Commitment) JI (Job Involvement) DW (Durbin 

Watson)

IUE (Inadequate 
understanding of 

expectations)

−0.25 (H1a 
accepted) −0.31 (H1b accepted) NS (Not significant) 

H1c not accepted 1.62

IRS (Inadequate reward 
system)

NS (H3a not 
accepted) −0.216 (H3b accepted) NS (H3c not 

accepted) 2.15

LIM (Lack of intrinsic 
motivation)

−0.274 (H4a 
accepted) NS (H4b not accepted) NS (H4c not 

accepted) 1.74

LMTC (Lack of 
managerial training and 

competence)

−0.259 (H2a 
accepted) NS (H2b not accepted) NS (H2c not 

accepted) 2.14

IUE, LIM and LTM 
are negatively 
related to CS. 

IUE is negatively related 
to CS and OC. Not significant Adequate

Table 5.Regression Coefficients

An inadequate understanding of expectations is found 
to be negatively associated to career satisfaction and 
organizational commitment. Inadequate reward system 
is found to be negatively associated with organizational 
commitment. Lack of intrinsic motivation is found to be 
negatively associated with career satisfaction. Higher the 
motivation amongst employees for their job, more satisfied 
they will be with their jobs. Lack of managerial training 
and competence was found to be negatively associated 
to career satisfaction. 

Conclusion and Implications
Satisfied employees demonstrate better performance and 
propel the engine of growth of any organization. There 
are many factors which can help us identify the factors 
influencing performance and satisfaction among knowledge 
workers. The study focusses on knowledge workers in higher 
educations and deliberates on factors which influence 
performance and career satisfaction amongst them and 
also focuses on the relationship between the identified 
factors of career satisfaction and performance.

It was found that if expectations are clearly defined from the 
management, it will lead to higher career satisfaction and 
better commitment of employees towards the organization. 
An inadequate understanding of expectations is found 

to be negatively associated to career satisfaction and 
organizational commitment. Management shall find out 
ways and means of clearly laying down their expectations 
from their employees. Proper communication channels 
and forum shall be put in place for sharing expectations. 
Inadequate reward system is found to be negatively 
associated with organizational commitment. The current 
context is knowledge workers, thus it is important for 
the organizations to make them part of, reward system 

designing, to enhance organizational commitment. Lack 
of intrinsic motivation is found to be negatively associated 
with career satisfaction. People tend to be more satisfied 
in context of a challenging and pro-creativity environment. 
Organizations shall attempt at making the job and job 
environment interesting and promote genuity to keep 
the knowledge workers motivated. Failure to differentiate 
between knowledge workers and other skilled employees 
was not found to be significantly associated with any of 
the performance parameters. This must be because in 
education sectors the skilled workers are not promoted 
to managerial cadre as in the case of engineers. Lack of 
managerial training and competence was found to be 
negatively associated to career satisfaction Knowledge 
workers shall be well oriented before giving them any 
administrative role, this will keep them satisfied. 

The findings of this research are likely to have implications 
for all stakeholders; the government, universities, institutes 
and students. Motivated professors can only deliver 
their best in their classrooms. More support shall be 
provided in reducing ambiguity related to reward system 
and appropriate understanding of knowledge workers’ 
expectations shall be established. The study shall help in 
contributing to create a more conducive environment for 
these knowledge workers. 
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