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The level of job satisfaction has a significant impact on an individual’s job behaviors. In any organization, job
satisfaction affects performance as part of job behavior significantly. Its importance in developing nations like
Bangladesh is clear. The present study investigated the relationship of Bangladesh industrial workers’ job
satisfaction level and job behavior as workplace behaviors that affect job performance. This quantitative study
collected data from respondents using a standardized questionnaire. A sample of 300 Bangladeshi industrial
workers was chosen. An 8-item self-report (JPI) measurement scale was utilized for the evaluation of job per-
formance. The measurement of job satisfaction was conducted through the utilization of the job satisfaction
index (JSI). Statistical Package for Social Science (SPSS) 24.0 version was used for data and regression analysis in
this study for hypotheses testing. The analysis found a disproportionate amount of people satisfied with their
jobs. The study revealed that job satisfaction is a critical job behavior that affects job performance. The study also
indicated that job-related factors affected job performance more than personal traits. Also found, employees who
reported high levels of job satisfaction also reported higher levels of job performance. Bangladeshi industrial
regulators and mill authorities can use the results to design regulations that boost employee performance and
work happiness. It can also be used to evaluate employee treatment and how job satisfaction affects other job
behaviors to guide organizational decisions and initiatives.

1. Introduction explored the relationship between job satisfaction and job behavior,

significant study vacuum remains in the specificity required to under-

In industrial settings, the relationship between employee work
satisfaction and job behavior has significant consequences for organi-
zational success. This study delves into the subtle dynamics of this
relationship, with the overriding goal of understanding the impact of
employee work satisfaction on their job behavior as viewed through the
lens of job performance. While current literature has thoroughly

stand these dynamics within the unique setting of industrial environ-
ments. Workers in industrial settings face unique obstacles, ranging from
physical demands to safety issues, needing a customized study that goes
beyond the broad insights provided by existing research. Employees’
levels of commitment to the company, stress at work, absenteeism, and
turnover can all be affected by how satisfied they are with their jobs. It
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may also affect productivity, employee engagement in problem-solving,
and the amount of effort that workers put into improving their work.
Yustina and Valerina (2018) found that when people are satisfied with
their employment, it feels less like labour and more like play. Getting up
and going to work each day is easier for people who enjoy what they do.
Stress has detrimental effects on work performance, psychological
wellness, and physical health; both are mitigated by feeling appreciated
and appreciated at work. Furthermore, satisfied workforces are more
productive and enthusiastic in their work (Katebi et al., 2022;
Muhammad et al., 2022). On the other hand, satisfied workers are more
likely to go above and beyond in their work. This upbeat outlook might
rub off on one’s teammates and boost productivity. Although studies
have shown a correlation between job satisfaction and productivity,
reducing stress levels can have a beneficial effect on performance
(Alrazehi et al., 2021). There has been enough debate (UKEssays) of the
consequences of job happiness and discontent on employee behaviors,
which in essence affect the corporation’s operations and performance.
According to a research by the (EU 2019) Statistics Centre, on average,
just 24.6 % of employees in the 27 member states are completely happy
with their jobs. Managers and businesses have been puzzling over the
peculiar and elusive link between job performance and employee
happiness for decades. Hsieh (2016) argues that job satisfaction is a key
notion that might influence labor market behavior because it has such a
significant effect on performance, accident rates at work, effort put in,
turnover, absenteeism, and employee relations. According to research
by Bjaalid et al. (2020), job satisfaction has a momentous effect on high
performance as a behavior on the job. As a result, Jing (2018) argued
that better performance leads to greater job satisfaction, higher rates of
staff retention, and greater corporate loyalty, all of which boost pro-
ductivity. Several studies (e.g. Badrianto and Ekhsan, 2020; Gazi et al.,
2023) have demonstrated that job satisfaction has an effect on job per-
formance as a cog of job behaviors (Gazi et al., 2022). Despite their
apparent differences, job happiness and workplace behaviors are
intrinsically linked. Modern managerial actions, and by extension, the
goals of all businesses, are focused on maximising employee happiness
in order to boost productivity on the job (Thang and Nghi, 2022).
Organizational leaders are strongly encouraged to choose the top per-
formers so that their companies can meet the difficulties posed by the
4.0 technologies and the industrial transformation of the twenty-first
century (Kampf et al., 2021). However, components and materials that
provide a better level of enjoyment are necessary in order to guarantee
work performance. Many experts are of the opinion that if employees are
happy in their jobs, they will do work that is worthy of being paid for.
Not only is the highest degree of job satisfaction guaranteed, but it also
helps to cultivate a lasting devotion among the workers

The theoretical foundation of our study, titled "Analyzing the Impact
of Employee Job Satisfaction on Their Job Behavior in the Industrial
Setting: An Analysis from the Perspective of Job Performance," is firmly
grounded in fundamental theories of organizational behavior and in-
dustrial psychology. The Job Characteristics Model and Herzberg’s Two-
Factor Theory are utilized to comprehend the factors that lead to
employee satisfaction and the outcomes that result from it (Tingo and
Mseti, 2022; Bayona et al., 2020). Social exchange theory enhances the
examination of the mutual connection between job happiness and job
behavior, highlighting the potential good behaviors that can arise from
receiving favorable treatment (Ghazmahadi et al., 2020). The study of
expectancy theory examines how employees’ beliefs about the rela-
tionship between job happiness and job performance impact their ac-
tions within an industrial setting (Nguyen and Duong, 2020; Bai et al.,
2023). Furthermore, the study of performance appraisal can be
enhanced by considering broader organizational behavior frameworks
and theories, such as Goal Setting Theory. These frameworks provide a
comprehensive context for analyzing the complex relationship between
job satisfaction and job behavior, specifically in terms of job perfor-
mance (Zhang et al., 2019). This study seeks to combine known ideas in
order to create a strong framework that enhances our comprehension of
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the intricate dynamics inside the industrial organizational setting.
Modernizing Bangladesh’s industrial sector has required many action
initiatives. In addition to technology and infrastructure, job satisfaction
may assist industry’s workers perform better (Inayat and Khan, 2021;
Tan et al., 2023). Supervisory policymakers can customize work
satisfaction-based reward systems to promote industry efficiency. The
industry will profit from more devoted, motivated, and pleased workers.
Numerous researches have examined the link between job satisfaction
and job behavior, most notably performance (Omar et al., 2020;
Badrianto and Ekhsan, 2020; Mariam and Ramli, 2020; Zhang et al.,
2019). Unfortunately, Bangladeshi industrial sector workers’ job satis-
faction and performance have been seldom studied. None of the Ban-
gladeshi researcher has examined how worker satisfaction affects job
behavior. Even global surveys show no sufficient study on job satisfac-
tion and job behavior in regards performance in Bangladesh. That’s why
current research is commendable.

This study recognizes the need for a more concentrated assessment
and develops research questions to bridge this gap, with the goal of
uncovering the nuanced aspects of job satisfaction that have a major
impact on observable job behaviors in the industrial sector. By distilling
the identified research need into concrete inquiries, this study aims to
provide not only theoretical insights but also practical consequences for
corporate executives and policymakers. Through this investigation, the
study hopes to provide a complete analysis that adds to the existing
literature and provides strategies for improving overall performance in
industrial organizations. In order to close this gap, the study question is
designed to investigate how job satisfaction among employees affects
their behavior on the job in an industrial context. The goal of identifying
the precise processes via which job pleasure affects job behavior within
industrial organizations guides the translation of the research gap into
the research topic. The study aims to gain insights that can guide focused
actions and strategies to improve overall organizational performance by
focusing just on this specific situation. Questions for Research are as
RQ1: How does employee job satisfaction influence job behavior in the
industrial setting? and RQ2: What are the underlying mechanisms and
contextual factors that contribute to this relationship?

Although prior research has established the link between employee
job satisfaction and job behavior, there are still shortcomings in un-
derstanding the details of this relationship in developing countries,
especially in the Bangladeshi industrial setting. Past research tends to
lump data together from very different sectors without accounting for
different drivers of satisfaction and behavior in different contexts. The
literature on developed economies is, for the most part, dominant and
leaves us with a huge lack of understanding regarding how culture and
economy influence employee experience in Bangladesh. Also, the
interaction between critical work-related factors pay, opportunities for
promotion, job security, and working conditions, and their combined
effects on job satisfaction and performance remain understudied.
Moreover, well-established theoretical models such as the Job Charac-
teristics Model and Herzberg’s Two-Factor Theory are still to be tested in
the Bangladeshi industrial environment. This research seeks to address
these lacunae by empirically probing the relationship between job
satisfaction and job behavior, and performance in particular, in the
context of the complexities of the Bangladeshi industries. By comparing
job-related and personal variables, this work aims to contribute to
knowledge of how these variables interact and inform employee
behavior in emerging industrial workplaces.

While this study provides a meaningful understanding of the link
between employee job satisfaction and job behavior in the context of the
Bangladeshi industrial setting, it also highlights many gaps in the
research that need further investigation. Firstly, the concentration on
five state-owned enterprises restricts the applicability of the results;
more studies are needed covering a broader diversity of sectors,
including private and service sectors, in order to better understand the
relationships between job satisfaction and performance in a wider va-
riety of settings. Moreover, this is a cross-sectional study, meaning that it
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tells us only what job satisfaction and performance are like at a single
point in time. Longitudinal studies could track over time changes in job
satisfaction and see how they lead to changes in job behavior and per-
formance under changing economic or organizational circumstances.
Furthermore, while this study is situated in Bangladesh, additional
research could examine how cultural factors influence the relationship
between job satisfaction and job behavior across different nations or
cultural settings, particularly in other developing economies.

The body of our paper is separated into distinct parts. The initial
sections provide an introduction to our study, its background, and its
ultimate purpose. To examine previous research in our subject and
identify any gaps in the literature, we conduct a literature review in
section two (2.0). The second lesson provides a literature review to help
guide the development of a framework for study and hypotheses. In the
third section, we describe the research strategy and data sources we
used. The analytical and empirical outcomes of this research are pre-
sented and illustrated statistically in Section 4. The results of the
investigation are discussed (section-5.0), with reference to relevant
earlier research. In the final two parts of this series, we not only examine
the study’s theoretical as well as practical consequences but also present
the findings themselves. The final section includes a conclusion and list
of references and annotated bibliographies of the sources used to
compile the data and draw the findings presented here.

2. Literature review and hypotheses development
2.1. Job behavior

How someone acts on the job is indicative of how much they
appreciate their job. The management or job operator’s actions can be
inferred from data on absenteeism, accidents, turnover, and the quality
and quantity of output (Rahman and Gazi, 2022). One of the primary
aims of organizational behavior science is to explain why people act in
certain ways (Bayona et al., 2020). We will focus on four key areas:
productivity in the workplace, employee contentment, absenteeism,
accidents, and turnover. Vroom (1964) does an excellent job of
exploring the connection between job satisfaction and different aspects
of occupational behavior. Vroom organizes studies according to the
factors that contribute to contentment in the workplace. He classifies
them as investigations into issues such employee departures, absences,
mishaps, and productivity (Huang, 2019). The unique aspects of job
satisfaction and job enthusiasm in emerging economies are crucial to
consider when evaluating these concepts in general, write Jelena et al.
(2018).

Numerous studies on the topic of occupational contentment and
targeted behavior have shown generally positive findings. Attitudes
toward work have been linked to a wide variety of specific tasks in the
workplace (Gazi et al., 2023). Stronger and more conceptually signifi-
cant correlations exist between global job satisfaction and behavioral
and physiological families than between global work satisfaction and
one’s behaviors (Gazi et al., 2023). However, the takeaway is that a wide
variety of crucial individual behaviors are routinely linked to content-
ment in one’s profession (Khaleque & Choudhury, 1984). However, if an
attenuation the choice of sample variance, and challenges due to esti-
mation of different behaviors are considered in studies examining the
connections between stated job satisfaction and job behavior on the
actual job performance, the guesstimates of population correlations are
significant and may offer a more complete framework for understanding
the attitude/behavior nexus (Celik & Oral, 2021).

2.2. Personal traits, Job-related aspects, and Job satisfaction

Employment satisfaction can be quantified as the extent to which one
derives positive emotional emotions from their employment. As a result,
studies of employee happiness on the job are commonplace (Diana et al.,
2020). Satisfaction with one’s job is defined as an affective variable
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resulting from analysis of one’s working conditions (Jongo et al., 2019;
Mitsakis and Galanakis, 2022). One of the many variables that lead to
appreciating one’s work and feeling good about oneself is job satisfac-
tion. When someone says, "I am satisfied with my job," they should mean
it on several levels, including the emotional, intellectual, and physical
(Gazi et al.,, 2021; Muhammad et al., 2023; Badrianto and Ekhsan,
2020). The allure of one’s job is a strong motivator for happiness at
work. Mesurado et al (2021) argued that an employee’s level of happi-
ness on the job is proportional to the amount of effort they put into their
work. The positive emotional state achieved via successful completion of
assigned tasks has been shown to promote job satisfaction (Al-Haidan
etal., 2022; Oluwatayo and Adetoro, 2020; Nduati and Wanyoike, 2022;
Siahaan, 2022; Hudson et al., 2020)

Numerous research (Zeng et al., 2021; Lee et al., 2020) shows that
there are robust associations between job satisfaction, job-related as-
pects and personal factors. The study highlights the factors that influ-
ence job satisfaction, including personal traits and job-related aspects.
According to Wang et al. (2024), older employees tend to have higher
job satisfaction due to their accumulated experience and sense of secu-
rity, although age-related declines in cognitive abilities may negatively
impact satisfaction (Lee et al., 2024). Education, experience, and marital
status are also positively correlated with job satisfaction (Cheng et al.,
2024; Lietal., 2024; Zhang et al., 2024). Job-related aspects, such as pay
(Cheng et al., 2024), promotion (Liu et al., 2024), job security (Wang
et al., 2024), autonomy (Li et al., 2024), and working conditions (Zhang
et al., 2024), also play a crucial role in determining job satisfaction.
Research suggests that overall job satisfaction is positively correlated
with these factors (Cheng et al., 2024; Stepanova et al., 2024), and
organizational commitment is also positively correlated with job satis-
faction (Liu et al., 2024). However, high levels of job burnout are
negatively correlated with job satisfaction, indicating that employees
who experience burnout are more likely to be dissatisfied with their jobs
(Wang et al., 2024; Gazi et al., 2023).

Several studies, including Santhoshkumar et al. (2019) and), have
looked at personal factors as predictors of job satisfaction. However, Li
et al. (2024) revealed that there is no significant correlation between
personal factors and job satisfaction, excluding sex. Employees of
different ages report different levels of job satisfaction (Gazi et al.,
2023). According to research conducted by Anastasiou and Garametsi
(2021), marital status and other personal characteristics, such as sex and
socioeconomic standing, did not significantly affect job satisfaction.
However, education did. Several credible research (Lee et al., 2020;
Muskat and Reitsamer, 2020; An et al., 2020) have demonstrated the
effect of job-related aspects on job satisfaction. Islam et al. (2020) found
that factors such an individual’s personality, culture, and demographics
have a negligible effect on job satisfaction. Lange (2021) found that
people’s age, gender, and race all played a role in how satisfied they
were with their jobs. According to Santhoshkumar et al. (2019), factors
such as having children, getting married, and reaching academic goals
can all affect how fulfilled one feels at work. Nguyen et al. (2020) found
that neither age nor gender nor education level significantly correlate
with satisfaction. Workers of all ages express happiness with their jobs, a
finding that is not statistically significant according to Islam et al.
(2020). Mesurado et al. (2021) stated that a favorable and strong rela-
tionship exists between demographic characteristics and job satisfac-
tion. Job satisfaction was positively correlated with age and experience,
and there were no significant gender disparities in this regard, according
to research conducted by Lee et al. (2020). According to Lange (2021),
dedication and contentment in the workplace are influenced by positive
cultural elements. According to Gazi et al. (2023) study, there is no
statistically significant relationship between age, years of experience, or
gender and job satisfaction. Kumar (2021) found that age, job level,
skills, and experience were marginally associated to university faculty
job satisfaction. An et al. (2020) found that job position and age affected
job satisfaction, but education, race, genders, parental status, and
employment tenure did not. By Islam et al. (2020), demographic
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parameters like age, marital status, present employment status, and
wage seem to greatly affect job satisfaction. Gazi et al. (2022) found
strong correlations between industrial workers’ job satisfaction and
experience, gender, or age.

Numerous studies demonstrated a continuous connotation between
job-related characteristics and job satisfaction. An et al. (2020) exam-
ined Ghanaian construction industrial job satisfaction indicators. The
results showed that recognition, the task, working atmosphere, leader-
ship, and job security were more important than wages in determining
job satisfaction in the construction industry. Kumar (2021) found that
work atmosphere, overall compensation, career progress, and job status
influence satisfaction with work and are connected. Muskat and Reit-
samer (2020) found a relationship between working conditions and job
satisfaction. Work happiness is strongly influenced by pay (An and
Mikhaylov, 2020). Income is the biggest factor in job satisfaction, ac-
cording to research (Gazi et al., 2022). Recognition, legwork, and re-
lationships drive workplace happiness, according to Tran and Tran
(2020). Some job factors were favorably connected with overall job
satisfaction, according to Yusuf (2019). Joshi (2019) found a correlation
between promotion, supervisor demeanor, phrasing, working environ-
ment, fair job trajectory, other financial rewards, and coworker
pro-social behavior. According to Kartika et al. (2019), job security
(.289) and adequate pay (.279*) highly connect with tourism industrial
workers’ job satisfaction. Tran and Tran (2020) examined hotel staff
satisfaction. This study shows that structural characteristics positively
affect work satisfaction. However, environmental factors negatively
impact job happiness. According to Fikire (2021), income and in-
centives, work environment, and culture are the main factors affecting
industrial worker satisfaction.

A study by Gazi et al. (2023) found that overall job satisfaction is
positively correlated with various aspects of the job, including pay,
promotion, job security, autonomy, and working conditions (Karaferis
etal., 2022; Mutalimov et al., 2021). Yuan et al. (2022) also claimed that
worker circumstances, demographics, and career or job type expecta-
tions affect job satisfaction. Additionally, job satisfaction is the em-
ployee’s emotional response to the employment environment (Fikire,
2021). Job satisfaction is complex and influenced by personal and
contextual factors, according to (Ni et al., 2020). It must address per-
sonal and social elements that affect job satisfaction (Cheng et al., 2021).
The literature splits job satisfaction into personal and job-related com-
ponents in this section. After considering the above, here are some hy-
potheses we’ve come up with.

Hypotheses 1. : The respondents’ total job satisfaction is not signifi-
cantly influenced by personal traits.

Hypotheses 2. : The influence of job-related parameters on the total
job satisfaction of the respondents is not statistically significant.

2.3. Job performance

According to data compiled by Bangladeshi Industries (Omar et al.,
2020), worker productivity is a major factor in determining a company’s
success. An individual’s level of knowledge and skill are more important
than their position or employer when it comes to accomplishing accu-
racy job task (Rachman et al, 2020). According to Mariam and Ramli
(2020), job-relevant behaviors are favorable in achieving job perfor-
mance, which is essentially the quality of the work done. According to
Karaferis et al (2022), success is "what the organization hires one to do
and accomplish effectively." With the help of hardworking employees,
visionary leaders can construct remarkable businesses. The individual’s
performance on job-related tasks is also a factor (Torlak and Kuzey,
2019). In most cases, high-performing employees will help leaders
construct effective companies (Kim and Cho, 2020). Job performance, as
defined by Eliyana and Sridadi (2020), involves fulfilling duties that
facilitate the production of a product or service and those that carry out
administrative tasks. According to Maryani and Adnan (2022),
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employee job performance is a concept that broadly refers to whether or
not a person accomplishes their task appropriately. Job performance,
according to Wijaya and Suwandana (2022), is an indicator of how
successfully employees meet job criteria. Johnson and Lake (2019)
defined job performance as the outcome of an individual’s innate talent,
acquired skills, and applied effort in a given setting. Nuangjamnong
(2022) defines performance as the quality and quantity of work
completed by individuals in regards to the responsibilities and work
errands consigned by the organization (Peir¢ et al., 2020). Thant and
Chang (2021) defines employee job performance as from the viewpoint
of the variables or procedures pertaining to human resources that
directly affect such a relationship. As a result, companies must imple-
ment strategies to ensure consistent performance from employees (Peiro
etal., 2020). If an organization wants its employees to provide their very
best, it must accommodate their particular needs and preferences.

2.4. Job satisfaction and job behavior in regards job performance

Salary, advancement, job security, employment status, conditions at
work, benefits, trainings, and personal variables all had a role in
determining the independent variable of job satisfaction. Job behavior
as it relates to performance on the job is the focus of this research
(Ramli, 2020). When workers are happy, they tend to work harder. The
quantity, performance, promptness, attendance on the job, cohesiveness
at work, efficiency of the task done, and the efficacy of the work
completed all contribute to an employee’s performance (Rodrigo et al.,
2022). Leadership style was also strongly related to job performance,
and job happiness was favorably related to job-related behavior and
performance (Goetz and Wald, 2022). Multiple researchers have
examined the correlation between job satisfaction and productivity
(Arijanto, 2022; Saragih et al, 2020; Rodrigo et al, 2022; Kumar, 2022).
An association between job happiness and expected performance was
found by Sanchez-Sanchez and Puente (2021).

Vrooms (1964) suggested that workers who are happy in their jobs
may be more productive overall. Bonaventure et al. (2021) found that
there is a positive association between job satisfaction and performance,
and that regression analysis confirmed the significance of the rapport
between job satisfaction and performance. Agustina et al. (2022)
argueed that job satisfaction is foundational to productivity in the
workplace. Widyaningrum and Rachman (2019) found that there is a
robust relationship between employee motivation and performance.
Bayona et al. (2020) reported that among Jordanian workers, job
satisfaction is more important than salary or compensation levels in
determining productivity. Yuan et al. (2022) found that happy em-
ployees tend to be more productive. Omar et al. (2020) also performed
research into the link between marketing staff happiness and the success
of adaptive selling strategies. A strong connection was found between
sales performance and employee happiness in this study. Data analysis
using correlation and regression, as noted by Peir¢ et al. (2020), pro-
vided strong evidence of a favorable relationship between job satisfac-
tion and performance. Goetz and Wald (2022) analyzed the correlation
between employee loyalty and productivity among 43 government
employees in Indonesia. They found that dissatisfaction with one’s
employment negatively impacts productivity. Rachman (2021) shows
that workers are willing to sacrifice a great deal of job pleasure in ex-
change for exceptional productivity. Job satisfaction and a pleasant
work environment are two factors that might boost productivity in the
workplace. Hassan et al. (2020) found that being happy at work
significantly boosts productivity. Pay, career growth prospects, team-
work, and the nature of the task themselves were also found to have a
marginally positive link.

The workforce’s impact on artificial intelligence (AI) technologies
has been the subject of a nuanced examination within the dynamic in-
dustrial environment. The intricate interplay between labor productivity
growth and Al-driven partial job displacement necessitates careful
consideration, particularly with regard to the effects on employee job
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satisfaction and behavior (Lazaroiu and Rogalska, 2023). The extant
body of literature underscores the complex and diverse characteristics of
job displacement, recognising that it can give rise to both advantageous
prospects and formidable obstacles (Rohmawati et al. 2020). Academics
emphasize the criticality of attending to employee apprehensions and
modifying organizational frameworks in order to cultivate job satisfac-
tion in the face of technological advancements (Nemteanu et al., 2022).
Employee behavior is impacted by the industrial sector’s Al-induced
transformation; performance may be negatively impacted by
perceived threats to job security (Nemteanu et al., 2022). Furthermore,
effective training programs and supportive work environments are
prerequisites for the correlation between Al integration and labor pro-
ductivity growth (Lazaroiu and Rogalska, 2023). The present literature
review highlights the interrelatedness of various concepts.

As shown by Giin et al. (2021), there is a definitive link between job
performance and job happiness. Research by Gazi et al. (2023) showed
that job satisfaction is high across all industries. Employees’ job
happiness has been found to be closely related to leadership, produc-
tivity, compensation, and motivation. Affective commitment from
workers was found to increase productivity. This will encourage them to
put forth greater effort in their task. Satisfying employees who are
devoted to the organization leads to improved job performance (Khan
et al., 2022). Maryani and Adnan (2022); Yandi and Bimaruci Hazrati
Havidz (2022) found that employees who report feeling positive about
their jobs are more likely to be engaged in their work, complete their
assignments on time, create quality results that are free of mistakes or
oversights, and demonstrate a willingness to take on additional re-
sponsibilities while maintaining their present level of productivity. So,
we’d like to put up the following hypothesis:

Hypothesis 3. Job satisfaction affects Bangladesh’s industrial
workers’ performance.

While previous literature extensively investigates the relationship
between job satisfaction and job performance, our study adds innova-
tion by delving deeper into the intricacies of this relationship within the
particular framework of the industrial setting. We seek to provide a deep
understanding of the aspects that lead to employee job satisfaction and,
as a result, impact their workplace behavior. This study stands out
because it emphasizes the industrial setting, recognizing the unique
problems and opportunities it brings to both employees and enterprises.
(Fig. 1)
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3. Research methodology

This study investigates the relationship between employee job
satisfaction and job behavior, with a particular emphasis on job per-
formance, in the context of the global industrial landscape. As firms
operate on a global basis, knowing the subtle interaction between these
factors (personal and job factors) becomes critical for long-term
competitiveness. The research technique is intended to contribute to
the broader international literature by taking into account cross-cultural
influences on job satisfaction and behavior. Our approach is informed by
a comprehensive analysis of existing research, which takes into account
the diverse cultural and organizational settings that impact these dy-
namics. A qualitative descriptive technique was used for the purpose of
conducting an investigation on the overall performance of industrial
workforces in Bangladesh, specifically the level of job satisfaction
experienced by workers in different stated owned industry, we hope to
provide a comprehensive knowledge that is applicable not only to the
specific industrial context under consideration but also to varied
worldwide environments. By combining the findings of this study, we
want to add significantly to the continuing international debate about
the important link between employee job satisfaction, job behavior, and
organizational performance in the industrial sector.

3.1. Data collection procedures and sampling

In light of the objectives of the study as well as the findings of the
literature review, the methodology is essentially interpretative and
systematic in its approach. The questionnaire was based on a previously
validated instrument, which was adapted to fit our specific research
objectives. The original questionnaire was developed by Brayfield and
Rothe (1951) and Fisher and Locke (1992) and has been used in various
studies in the field (Yuan et al., 2022, 2023; Li et al., 2024; Nasution and
Widodo, 2024). Present study used this adapted questionnaire to collect
data from participants, and has provided more details on the specific
questions and subscales used in the section of Measuring Scales and
Instruments. In our study, we used proportionate stratified random
sampling to select participants from our population of interest. We
ensured that each participant received their own questionnaire and kept
a close eye on the amount of time they had to respond so that we could
avoid conducting the same poll more than once. Following the elimi-
nation of the 197 total questionnaires that did not contain the barest
least of employee information, a total of 303 were found to be valid. For
the purposes of efficient data collecting and analysis, this number was

Job Related
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3. Job Status (JS), 4. Job Security (JSe)

5. Working Conditions (WC)
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Fig. 1. Research Framework.
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rounded up to 300 respondents. The study’s universe included 57535
workers (permanent workers 28093, seasonal workers 23155, and no
work no pay workers 6287) employed in South Zone of Bangladesh’s
industrial sector (BSFIC 2021). All of them work in production unit. The
study’s population consisted of 6212 employees from the five selected
unit of five different industries. Workers from these industrial units were
chosen using proportionate stratified sampling. The study’s overall
sample size was 300 respondents, which represents 4.83 percent of the
study’s population. Utilizing the Yamane (1967) formula, the sample
size was calculated.

BSFIC, BJMC, MTJ, BCIC which are the regulatory body of Bangla-
desh’s industrial sector and a public sector institution, is responsible for
compiling lists of all industry in the country. The researchers decided to
look into five important industries located in various regions across
Bangladesh for the aim of their study. In particular, the respondents’
lists of five public-sector industry have been selected for the purpose of
data collection. The complete selected sample is broken down into its
component parts, employee level, and organization type, as shown in
Table 1

The result was a valid response rate of 75.6 % across all questions.
One hundred supervisors (33.33 %) and two hundred employees
(66.67 %) took part. 33.67 % of all responders fell into the 55+ age
bracket. However, the next largest demographic was those between the
ages of 45 and 55, accounting for 26.33 percent of all respondents. All of
the foremen (100 %) were middle-aged guys. And 8.33 % of those sur-
veyed had no education beyond the eighth grade. Furthermore, just 5
percent of workers and 15 percent of foremen were reported to be
literate, with workers having a higher average level of schooling (3.29
vs. 2.68). The highest share of responders (36.67 %) came from the 30-
to 40-year-old bracket. Nonetheless, 20.33 percent of those polled is
higher than any other group. Foremen made up 89 % of the group with
40+ years of experience, while laborers made up 47 % of the group with
0-15 years of experience. There were just 9 % of individuals who were
not married.

3.2. Research design

This study utilized a thorough questionnaire as a research tool to
evaluate the concepts of job satisfaction and job performance among
employees in an industrial environment. The questionnaire was
designed by including proven dimensions within each construct (Gazi et
al, 2023; Yuan et al., 2023; Khaleque and Choudhury, 1984). Job
satisfaction was assessed by considering various factors pertaining to the
job and personal aspects, such as autonomy in decision-making, job
status, job security, working conditions, boss’s behavior, open commu-
nication, work autonomy, recognition of good work, and promotion.
Particular attention was given to the crucial aspect of pay Khaleque and
Choudhury (1984). Job performance was evaluated based on both
quantitative and qualitative criteria, which encompassed factors such as
the volume and caliber of work, job expertise, proactivity, innovation,
teamwork, reliability, and personal growth (Sypniewska et al., 2023).
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well-established frameworks and literature on job satisfaction and per-
formance measurement (Yen et al., 2023). The purpose of the structured
questionnaire was to gather detailed information about the factors that
affect employee happiness and how these factors influence job behavior
in an industrial setting (Herzberg et al., 1957; Vroom, 1964).

A questionnaire was also devised in order to investigate the levels of
job satisfaction associated with 11 distinct aspects of the profession. The
purpose of Khaleque and Choudhury (1984) questionnaire was to assess
respondents’ levels of contentment with 11 distinct employment-related
factors (MSF). Many researchers argue that these to be covered a di-
versity of yet expressive portions that were constituted of the ques-
tionnaires, which obligate have an effect on employee behavior (Yang
et al., 2019; Herzberg et al., 1957; Vroom, 1964; Locke, 1976). These
sections were covered in (Yang et al., 2019; Herzberg et al., 1957;
Vroom, 1964; Locke, 1976). Respondents were asked to indicate their
level of pleasure or unhappiness with each of these specific character-
istics by selecting either a "Yes" or "No" response from a drop-down
menu. A questionnaire was used to determine the degree to which
workers were satisfied with the various aspects of their jobs by collecting
their responses. The item structure was established based on past
research that covered pay, job security, promotion, status at work, su-
perior behavior, work autonomy, open communication, and working
conditions (Gazi et al., 2022; Yuan et al., 2022) carried out these studies.
An item that corresponds to each job attribute investigates the signifi-
cance of that attribute for the worker. It was requested of the re-
spondents that they rank the importance of 11 variables related to work
satisfaction (see Appendix-B). The value of this scale’s Cronbach’s Alpha
was 0.91, which demonstrated both the fitness and logical validity of the
scale as well as the reliability of the data set.

3.3. Measuring scales and instruments

3.3.1. Measuring job satisfaction

The eighteen components of Brayfield and Rothe (1951) Job Satis-
faction Index (1JS) have been embodied such that they may be used to
assess job satisfaction, which is the independent variable of this study
(see Appendix-A). A group of students studying personnel psychology in
the United States Army’s specialized training program came up with a
prototype scale as an assignment for class (Miller, 1991). This was done
as part of their preparation for the program (Gazi et al., 2022; Smith
et al., 1969). The Brayfield-Rothe’s Job Satisfaction measurement scale
(1JS) is a methodical scale that was designed thru the express intention
of assessing workers’ job-related characteristics (Oktaviani and Sopiah,
2022). Because it was preferable to provide an extensive obvious evi-
dence of job satisfaction, the measurement scale contained numerous
variables that made regard to specific areas of the work. This was done
as it was a tendency to favor to provide such a sign. We used Likert
scales, which include a five-point range and five different groups, anging
from strongly agree to strongly disagree, with an impersonal response in
the central. Responses are rated on a scale from one (extremely satisfied)
to five (strongly disagree) with the highest possible score being one.

The dimensions included in this study were derived from From the empirical research conducted by Yuan et al. (2022), a total of
Table 1
Sample distribution table.
Name of the industry Regulatory Authority Level Frequency Percentage
Foremen Workers
01 Sugar Industry BSFIC 25 35 60 20 %
02 Jute Industry BJMC 25 35 60 20 %
03 Textile Industry MTJ 25 35 60 20 %
04 Cement Industry BCIC 25 35 60 20 %
05 Fertilizer industry BCIC 25 35 60 20 %
Total 125 175 300 100 %

Note: BSFIC = Bangladesh Sugar and Food Industries Corporation, BJMC=Bangladesh Jute Mills Corporation, MTJ=Bangladesh Ministry of Textile and Jute, BCIC=Bangladesh

Chemical Industries Corporation
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20 items were established for the purpose of assessing job satisfaction.
These items were based on the scale that was developed by Brayfield and
Rothe (1951), who developed 18 particular items.

The eighteen (18) item Bengali form of the job satisfaction scale was
employed (Khaleque and Choudhury, 1984) to evaluate the level of
contentment experienced by the workers in their jobs. There are nine
(nine) components that are positive on this eighteen-item scale, and
there are nine (9) parts that are negative. One point equals "strongly
disagree," two points equals "disagree," three points equals "undecided,"
four points equals "agree," and five points equals "strongly agree." When
it came to the items with a negative impact, the scoring was done
backwards. A person’s overall rating on the scale was determined by
adding up all of the scores they received on the scale’s individual
components. The score of 45 is considered to be the "neutral point
(Lazaroiu and Rogalska, 2023)," while the score of ninety (90) is the
greatest possible score and the score of eighteen (18) is the lowest
possible score (Nemteanu et al., 2022). A higher grade suggests a better
level of happiness with one’s job. A higher grade suggests a better level
of happiness with one’s job. The level of dependability that this scale
possesses is exceptionally high. Both the reliability and validity of the
Brayfield and Rothe (1951) measure received scores of 0.89 out of a
possible 0.93. Such multi-item job satisfaction measures have been
extensively utilized in the fields of management and social science
study, and both their reliability and validity have been shown (Lange,
2021; Nagy, 2002). In addition, these types of job satisfaction measures
have been shown to have a high correlation with overall job satisfaction.

3.3.2. Measuring job performance

In their study, Valianawaty and Sutanto (2015) devised an assess-
ment tool for self-evaluation of performance, with a total of eight
components. The job performance measurement scale employed in this
study was utilized by Yuan et al (2022), Wang and Chen (2020). The
assessment scale utilized in this study required participants to retro-
spectively evaluate their performance on eight distinct tasks during their
most recent work week. The participants were required to assess their
performance in many areas, including QW-quality of work,
QuW-quantity of work JK-job knowledge, IN-initiative, CR-creativeness,
CO-cooperativeness, UD-undependability, and PD-personal develop-
ment, with a sense of confidence. The survey provided respondents with
a selection of five response categories, spanning from 1 (indicating an
exceedingly bad performance) to 5 (indicating a very high level of
performance).

Further, the participant’s immediate supervisor was tasked with
providing feedback on how well each respondent performed on the job
by assigning a score out of one hundred to each participant’s overall
performance. In this particular instance, a subjective conclusion was
arrived at for there were no unprejudiced standards that were utilized to
evaluate the work of the industrial leaders. After the participants had
finished filling out the questionnaire, the immediate supervisor noted
the results of their performance on a separate sheet. The reliable units
that every worker actually yields are referred to as "performance of the
employee," and these authentic units are stated in terms of a hundred
according to the standards that have been adopted by the organization
of the relevant industrial employees.

When building a customized evaluation form to assess employee
performance, we followed the process indicated in the psychometric
literature for the distinct scale design procedure. The final draft featured
a total of eight different aspects, which were as follows: work quality and
quantity; job knowledge; initiative; creativity; cooperativeness; unreli-
ability; and personal development. The evaluation of performance-
related concerns was done using a Likert scale with five points. In
addition to this, data sheets on job facets were included in this process.
For the purpose of measuring employee performance, Valianawaty and
Sutanto (2015) developed the JPI-Job Performance Indicator, which
was subsequently adapted by Thang and Nghi (2022) and Badrianto and
Ekhsan (2020). The JPI-Job Performance Indicator consists of eight
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items that are each subjected to self-rating. When filled out this scale,
participants were asked to score their performance on a total of eight
activities and think back on the most recent work week that they had
completed (see Appendix- C). In accordance to the previously estab-
lished standards for the job performance scale, the composite reliability
and Cronbach’s Alpha values were found.

3.4. Reliability and validity test

Hair et al. (2017) stated that the Cronbach’s Alpha value should be
greater than 0.6, and the reliability of the composite must be greater
than 0.7. Table 2 shows that the Cronbach’s Alpha coefficient index for
all variables are exists in between 0.67 and 0.71, and the composite
reliability values for all variables in between 0.74 and 0.81.

It shows that all study model variables are reliable. KMO coefficients
are greater than 0.50, and Bartlett’s test sig. is 2.981 with a 0.000
margin of error. Inayat and Khan (2021) observed good construct val-
idity and reliability. Because of this, all variables are reliable and can be
used for further research.

3.5. Data analysis tools

Primary data was collected through questionnaires filled out by
workers in the industrial sector of Bangladesh, specifically in the sated
owned industry’s production sites. The purpose of this research is to
examine the relationship between job happiness and productivity. In
this study, regression analysis was used to confirm the study’s hypoth-
eses and the reliability of the study results using data analyzed with
SPSS, version 24.0. To begin, the companies’ upper-level management
had to agree to let the researcher into the building for the purposes of
conducting interviews and gathering data.

4. Results

Because an employee’s age, level of education, length of work
experience, and marriage status can all have an effect on their overall
job satisfaction, the respondents were divided into high and low groups
so that the impact of these factors on the respondents’ overall job
satisfaction could be examined. Based on median age, experience, and
education, the responses were split into two groups. In addition, the
respondents were divided into married and unmarried subsets. In
addition, the respondents were divided into married and single groups.
Table 3 displays the average variations in work satisfaction between the
various respondent demographics.

Table 3 illustrations that only the z-ratio for age groups is statistically
significant. This finding implies that there is a considerable gap between
the happiest workers in the youngest and oldest age brackets. Older
respondents report greater happiness in their jobs than their younger
counterparts. Overall job happiness can’t be explained by factors like
marital status, level of education, or years in the workforce.

According to Table 4, the unhappy participants’ customized mean
satisfaction was significantly and noticeably higher than that of the
satisfied participants’ for all job parameters except for boss’s behavior,
job position, and coworker relationships. Overall job satisfaction was
shown to be significantly different from satisfaction with individual
aspects of employment.

Table 4 displays the descriptive statistics for the job satisfaction-
related parts of the performance evaluation procedure. The assessment
of the completeness of the covariance matrices in the table also revealed
that the pairwise correlation matrices of the dependent variables did not
have the same degree of equality between the groups. Satisfied re-
spondents had a mean pay score of 67.82 (5.D=6.97), while unsatisfied
respondents had a mean pay score of 69.65 (S.D=9.58). Similarly,
disgruntled workers averaged 70.89 out of 100 when asked to take part
in decision making. Hair et al. (2017) stated that the Cronbach’s Alpha
value should be greater than 0.6, and the reliability of the composite
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Table 2
Reliability and validity.
Factor KMO Eigen- values Bartlett’s (sig.) Cronbach’s alpha Composite reliability Description
Job satisfaction 0.557 2.981 0.241 0.67 0.74 Reliable
Job behavior: Performance 0.621 3.427 0.000 0.71 0.81 Reliable
Table 3
Job satisfaction mean differences by age, education, experience, and marital status (n=300).
Groups No. of respondents Mean S.Err. Mean z Sig.(two tailed MeanDiffer.
Low ageHigh age 153 67.31 9.38 0.759 —2.008 298 <.05 —2.073
143 69.38 8.46 0.698
Lower educationHigher education 222 68.52 8.82 0.592 0638 298 N.S 0.749
78 67.77 9.48 1.073
Low experienceHigh experience 154 67.68 9.18 0.740 -1.271 298 N.S —1.318
146 69.00 8.76 0.725
Married Unmarried 274 68.21 9.08 0.549 —0.698 298 N.S —1.288
26 69.50 7.97 1.562
Table 4

The mean differences in job satisfaction based on the level of satisfaction or dissatisfaction with various job factors (N=300).

Group based on Satisfaction Mean S.D. N z d.f Cronbach’s Alpha Composite reliability Sig.

Pay Satisfied 67.82 6.97 62 1.588 298 0.64 0.71 <.01
Dissatisfied 69.65 9.58 238
Total 300

Promotion Satisfied 65.56 9.25 217 2.871 298 0.68 0.75 <.01
Dissatisfied 69.45 11.24 83
Total 300

Job status Satisfied 68.65 8.12 236 5.699 298 0.71 0.72 NS
Dissatisfied 67.63 10.25 64
Total 300

Job security Satisfied 67.31 7.89 180 2.873 298 0.67 0.78 <.01
Dissatisfied 68.45 8.66 120
Total 300

Working condition Satisfied 68.79 7.75 220 6.327 298 0.72 0.82 <.01
Dissatisfied 63.01 9.62 80
Total 300

Behavior of boss Satisfied 68.54 8.46 252 4.518 298 0.64 0.73 NS
Dissatisfied 65.84 7.68 48
Total 300

Open communication Satisfied 64.26 8.88 229 5.277 298 0.61 0.71 NS
Dissatisfied 68.31 9.45 71
Total 300

Autonomy in work Satisfied 68.7 7.68 224 6.025 298 0.69 0.82 <.01
Dissatisfied 65.54 8.99 76
Total 300

Good work recognition Satisfied 69.22 7.68 130 3.287 298 0.66 0.84 <.05
Dissatisfied 68.57 8.79 170
Total 300

Decision-making Participation Satisfied 68.34 8.25 167 3.782 298 0.68 0.77 <.01
Dissatisfied 70.89 9.41 133
Total 300

Relationship with colleagues Satisfied 71.56 7.98 291 .0982 298 0.62 0.72 N.S
Dissatisfied 68.18 3.16 9
Total 300

must be greater than 0.7.

Table 5 shows that workers who are relatively young report lower
job satisfaction and performance. However, older workers tend to be
more productive and content with their jobs. Workers in the industrial
sector between the ages of 15 and 35 are the most unsatisfied (26.77 %)
and the least productive (19.25 %), while those 55 and older are the
least dissatisfied (10.28 %) and the most productive (28.02 %). The
most contented workers were those between the ages of 15 and 35
(mean score: 69.17). Job satisfaction was also typically between 66.88
and 66.58 for those aged 35-55 and 55 and above. However, there was
little variation in overall job satisfaction between generations. The re-
spondents with a Literacy-Class V education level had the highest
average work satisfaction (69.04) (Table 4).

According to the data in the table, workers with lower levels of

education report higher levels of satisfaction (28.11 %) than those with
higher levels (8.14 %). Workers with bachelor’s degrees or more also
have a poor rate of productivity (30.71 %). Less educated workers
perform better than their more educated counterparts. Table 5 also
shows that the highest average job satisfaction was reported by those
with 21+ years of experience. The data demonstrates that there is no
statistically significant difference between the notches of job satisfaction
reported by workers with varying levels of experience. Once again, one’s
satisfaction and output improve with age and maturity. Work output
from personnel with over ten years of experience is generally positive.
Workers with less experience are less happy at work (6.68 %) and less
productive (4.07 %) than those with more experience.

Happier and more productive at work (51.02 %) are married
workers. Once again, workers report lower levels of satisfaction with
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Table 5
Descriptive statistics on job performance and job satisfaction based on personal traits.
Personal factors Job performance Job satisfaction Mean SD
High Low High Low
Age 15-35 Years 11.25% 19.25 % 11.23 % 26.77 % 68.87 69.17
35-55 Years 14.25 % 18.23 % 12.50 % 13.20 % 66.88 6.88
55 Years & above 27.12 % 10.03 % 25.45 % 11.08 % 67.92 68.72
Education Literate-Class five 36.17 % 3.47 % 28.11 % 5.77 % 69.98 67.82
Class six—Class eight 15.12% 11.17 % 18.47 % 23.82 % 68.25 8.25
Graduate 16.08 % 30.71 % 8.14 % 15.64 % 60.82 68.91
Experience 1-10 Years 4.07 % 22.65 % 6.68 % 27.31 % 67.36 68.55
11-20 Years 2212 % 13.18 % 16.02 % 13.74 % 59.03 9.25
21 Years & above 28.58 % 7.98 % 24.68 % 11.09 % 68.98 68.12
Level of Workers Workers 28.12% 19.4 % 28.12% 19.31 % 67.86 8.98
Foremen 38.64 % 13.87 % 39.87 % 12.88 % 68.54 8.78
Gender Male 27.35% 14.58 % 45.78 % 8.78 % 21.87 5.72
Female 48.73 % 10.21 % 32.58 % 17.02 % 17.85 4.22
Marital Status Married 51.02 % 7.68 % 39.35% 15.12 % 68.21 9.08
Unmarried 18.98 % 21.88 % 19.02 % 28.01 % 69.12 8.12

their jobs than foremen do. However, the foremen’s performance levels
are encouraging (39.87 %). Table 5 further reveals that the median level
of foremen and workers are 68.54 and 67.86 respectively. The difference
between foremen’s and workers’ levels of job satisfaction was moderate
but not statistically significant. In conclusion, men are more pleased
with their jobs (45.78 %) than women (32.58 %), although women
actually do a better job performance overall (48.73 %)

Cell sizes are not uniform, as shown by the descriptive data in
Table 6. Because work satisfaction was a continuous measure, it was
possible to utilize Leven’s test to determine whether or not the cells
differed in their parity of error. Significant results (quality work, per-
formance) in the test are below the significance level of 0.05, which
contradicts the assumption of equal variances.

Table 7 shows the average dissimilarity from the Performance
Evaluation Form sorted by reported levels of job satisfaction as repre-
sented in the K matrix. There was good support for the hypothesis that
happy workers would be more productive than unhappy ones, as the
means of the two groups differed significantly on all PRS dimensions
when tested at the alpha of 0.01.

Table 8 displays the average values of the variables that influence
performance. The results of this study show that there is a statistically
significant relationship between each job-related element and the
ensuing effects on productivity. There is a direct causal relationship
between job-related characteristics and productivity. According to the
results in Table 8, job-related characteristics (such as quality of work-
QW and quantity of work-QuW, job knowledge-JK, cooperativeness-
CO, undependability-UD, initiative-IN, creativity-CR, and personal
growth-PD) positively affect performance outcomes.

As can be seen in Table 9, job satisfaction increases with age, edu-
cation, and length of employment. Age, tenure, and performance on the
job were all found to correlate positively, however education and per-
formance did not. Finally, there is a vigorous relationship between

Table 6
Levene’s Performance Evaluation Form equality of error variances test by job
satisfaction.

Job satisfaction items F df1 df2 Sig.

1. Pay (P) 4.251 1 297 p<.01
2. Promotion (PM) 3.987 1 297 p<.05
3. Job status (JS) 1.157 1 297 NS

4. Job Security (JSe) 2.587 1 297 p<.05
5. Working Conditions (WC) 2.778 1 297 p<.01
6. Behaviour of Boss (BB) 1.782 1 297 NS

7. Open Communication (OP) 3.527 1 297 NS

8. Autonomy in work (AW) 2.698 1 297 p<.05
9. Recognition for good work (RGW) 3.028 1 297 p<.01
10. Participation in decision making (PDM) 3.781 1 297 p<.05
11. Relation colleagues (RC 1.897 1 297 NS

performance and satisfaction in one’s profession.

Table 10 shows that there is a statistically substantial positive cor-
relation between job performance and job satisfaction. Except for
employment position, open communication, rewards for outstanding
work, and favorable relationships with coworkers, all components of the
workplace were positively correlated with performance. There is a
substantial positive association between job satisfaction and compen-
sation, job satisfaction and job security, job satisfaction and workplace
autonomy, job satisfaction and workplace engagement, and job satis-
faction with recognition for good performance. Not only did it find a
negative correlation between job happiness and employment status, but
also between job satisfaction and working circumstances, and between
job satisfaction and frank communication in the workplace.

Table 11 shows that at the 5 % level of significance, the variables
income, promotion, job security, working conditions, recognition, and
participation in decision making all have a substantial impact on em-
ployees’ performance on the job. It can be seen that the p values for the
calculated t-statistics for each of the model coefficients are less than
0.05, indicating that all of the model coefficients are significant at the
5 % level of significance, with the exception of Job status, Behaviour of
boss, Open communication, Autonomy in work, and Relation with col-
leagues. Thus, the computed multiple linear regression equation for job
satisfaction includes only the most important pay facilities, working
environment, training courses, encouraging factors, and motivating
factors as independent variables (predictors). According to the delivered
statistical gauges, as shown in Table 10, the model only includes 6 (six)
job related factors of independent variable; pay, promotion, job security,
working conditions, recognition, and participate in decision making.
Results suggest that a total of 59.5 % of employee performance may be
attributed to factors like pay, promotion, job security, working condi-
tions, recognition for good work, and input into decision making. Six of
the job characteristics listed above was determined to be causal factors.
Job-related factors were found to be significant predictors of job satis-
faction (beta values of 0.168, 0.189, 0.185, 0.166, 0.062 and 0.151).
Certain characteristics (independent variables) associated with the work
may have significantly influenced performance, as suggested by the
equation.

5. Discussion

The following justifications are presented in light of the arguments
for and against the hypotheses that emerged throughout the literature
review and the current findings;

The results show that there are considerable disparities in job satis-
faction amid the satisfied and the dissatisfied age groups, and that senior
personnel (foremen) appear to be more satisfied with their jobs than
younger workers. Furthermore, it demonstrates the level of satisfaction
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Table 7
K matrix showing performance evaluation form mean differences by work satisfaction (n=300).
Dissatisfied Pay Promotion  Job Jobsecurity
VS. status
satisfied Contrasts —1.568 -1.921 —2.987 -1.992
estimate
Hypothesized 0 0 0 0
values
Differences -1.569  -1.951 —3.258 .3.199
(Estimate —
Hypothesized)
Std. Error .263 327 512 .487
Sig. 0.000 0.000 0.000 0.000

Working Behavior Open Autonomy Recog- Partici- Relation
conditions of boss com. in work nition pation

-1.821 —-1.871 -1.287  —1587 —2.681 -1.813 —4810
0 0 0 0 0 0 0
-1.324 —1.456 -1.791 —-1.643 —2.491 -1.193 —4810
.267 .296 .503 417 .615 .245 .618
0.000 0.000 0.000 0.000 0.000 0.000 0.000

experienced people had while on the job. Participants who reported
being satisfied had much more experience than those who reported
being dissatisfied, as measured by years in the workforce. Zeb et al.
(2020) found that as people get older, they become satisfied in their
current positions. When compared to the workforce, foremen are older
and more experienced, as shown in Tables 3, 4, and 5. In a similar vein,
this research discovered that foremen had significantly more experience
than lower experienced workforces, and that happy employees had
significantly greater experience than unhappy workforces. The mean
dissatisfaction score did not differ significantly between education
levels. Employees, in particular, have significantly higher levels of ed-
ucation than foremen. The recent research lends strong credence to Gazi
et al.’s (2022) conclusion that varying degrees of job satisfaction exist
among distinct groups of workers. Married workers report higher levels
of satisfaction than their single counterparts, consistent with the find-
ings of Gazi et al (2022), who also revealed a statistically significant
change in equally job satisfaction and marital status (Table 5). It proves
that the SD-ratio for that age group is statistically significant. When
controlling for factors like education, experience, and marital status,
there is a large gap in how satisfied workers are with their jobs compared
to foremen. Therefore, the result only partially rejects the alternative
hypothesis (H1). The findings of this study are supported by previous
research on the effects of age, education, and experience on job satis-
faction (Omar et al., 2020; Yaya, 2020; Inayat et al., 2021; Satorre,
2022; Kumar, 2022). Recent research shows that there is a wide range of
job satisfaction, educational attainment, years of experience, and
marital status among sugar sector workers (Tables 3,4,5 and 9). When
comparing our results with earlier studies, it is important to mention
that certain data supports our decision to reject Hypothesis 1. For
example, (Yuan et al., 2023; Gazi et al., 2023) also discovered a notable
influence of individual characteristics on job satisfaction among workers
in the industrial sector. Nevertheless, divergent perspectives are present,
as seen by (Fikire, 2021; Arif et al., 2022), which have documented
equivocal or contradictory findings. The observed heterogeneity may be
ascribed to disparities in sample characteristics, measurement in-
struments, or cultural contexts. The current study’s findings are
consistent with those of Syamsudin et al. (2022), who found that
workers with more education were more satisfied with their jobs. All
job-related characteristics, except employment status, are significantly
connected with job satisfaction, as shown in Table 11. There were no
discernible variations in supervisor or coworker attitudes or actions
amongst satisfied and dissatisfied respondents. Therefore, the present
study’s results are consistent with the second null hypothesis (H2).
Nuangjamnong (2022) came to similar conclusions. It was discovered
that foremen enjoy their jobs more than regular workers do. According
to research by Ni et al (2022) employees who have positive relationships
with their coworkers and direct supervisor tend to be happier in their
jobs (Gazi et al., 2023). The results show that there was no significant
difference in worker and foreman satisfaction, as determined by the
statistical value. However, foremen reported a higher level of satisfac-
tion with their jobs than did regular employees. The rejection of Hy-
pothesis 2 is consistent with the findings of Yuan et al. (2022) which
highlight the significance of job-related factors in influencing job
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satisfaction among industrial workers. Nevertheless, it is crucial to
acknowledge the presence of contradictory findings, as shown by (Anis
et al., 2022; Islam et al., 2020), wherein certain researchers failed to
identify a statistically significant correlation. The differences seen could
be ascribed to variances in industry sectors, organizational cultures, or
research methodology utilized in various studies. This study’s findings
reveal that workers’ levels of job satisfaction significantly affect their
performance on the job as a behavioural component in an industrial
setting. Therefore, employees’ personality greatly affects work ethic and
performance. Satisfaction in one’s employment acts as a moderator
between the various jobs factors that have an influence on performance.
Occupational satisfactions have an indirect effect on performance
through demographic and occupational variables. Researchers have
found that happy workers are more productive and successful (Bayona
et al., 2020; Tee et al., 2023; Mikhaylov, 2023). The fallouts showed a
noteworthy positive correlation between individual traits and occupa-
tional success (Tables 5 and 9). Furthermore, the present study’s results
demonstrated a strong association between practically all characteristics
of the job and job performance (Tables 8, 10 and 11). The findings of
Kumar (2021) were confirmed by this study. Quality of work, knowl-
edge, quantity of work, initiative, creativity, co-operation, undepend-
ability, and personal development were all found to be significantly
impacted by factors of job satisfaction (job related factors) in the current
study (Table 11). Novariani and Ramli (2020) also found a connection
between increased productivity and contentment in one’s employment.
Findings by Mariam and Ramli (2022) show that dissatisfaction with
one’s employment leads to a decline in performance. Research by Yusuf
(2019) shows that job satisfaction has a direct impact on work behav-
iour, and in particular, performance. It has also been validated that both
personal traits and elements of the job can affect productivity while
mitigating the unfavorable effects of job satisfaction. The results of this
study show that work quality, quantity, job knowledge, initiative,
creativity, cooperation, dependability, and personal growth all have a
substantial impression on performance outcomes (Table 8). The results
also revealed that happy workers were more likely to be creative,
collaborative, and proactive in their approaches to a wide range of tasks.
In light of these results, the study’s null hypothesis (H3) is supported.
Our findings align with prior research, indicating that our acceptance of
Hypothesis 3 is in line with multiple studies that highlight the favorable
association between job satisfaction and job performance among in-
dustrial workers in Bangladesh (Gazi et al., 2023; Dai and Akey-Torku,
2020; Zeb et al., 2020; Karaferis et al., 2022). This discovery corrobo-
rates the widely accepted notion that happy and contented employees
are more prone to exhibiting improved job performance. Nevertheless, it
is imperative to recognize opposing perspectives, as evidenced by Yoo
et al. (2019), and Abdullah et al. (2023), which revealed intricacies in
this correlation depending on particular contextual variables. The re-
sults of the study provided strong evidence in favour of the theory. Job
satisfaction amongst workers in Bangladesh’s manufacturing sector,
specifically the sugar industry, has been the subject of research. This
study’s findings illuminated the linking between job satisfaction and
performance for workers in the industrial sector. The consequences of
this study are extensive. Almost everyone believes that being happy at
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Table 8

Job satisfaction-performance indicator association descriptive statistics (Mean value).

Job Related Factors

Performance
Indictors

Influence on

Relation with
colleagues

Recognition for
good work

Participation in

Autonomy in

work

Open

Behaviour of

Job Working
boss

Job

Promotion

Pay

performance

communicati-on decision making

security condition

status

R

8.231

8.574
0.978

12.675

0.997
0.945

0.994
4.398
6.123

1.022
1.287
1.321

0.998 4.921

0.997
0.728
0.897
0.928
4.587
2.971
11.36

0.982
1.187

0.702

0.878

QW
Quw
JK
IN
CR
co
UD

0.997

1.203
1.357
2.548
0.985

3.687

0.829

0.789
0.982

4.258
6.379
0.967

1.881
10.932

3.258
1.369
8.698
1.378
0.998
0.882

0.978
1.902
5.987
1.912

0.921

3.587
10.963

0.997
10.235

2.354

1.698

1.369
10.68

1.869
3.278
1.822
8.314

1.127
7.892

1.871
7.645
15.981

3.259
6.371

1.029
5.332
0.879

1.963
16.211

1.937
4.211

0.722

4.398
1.879

7.118

3.843

9.359

0.998

0.932

8.654

0.997

2.978

3.728

PD

Undependability, PD=Personal Development (PD)

Creativeness, CO=Cooperativeness, UD:

Note: QW=Quality of Work, QuW=Quantity of Work, JK=Job Knowledge, IN=Initiative, CR
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work affects performance (Gazi et al., 2023; Wang et al., 2023). This
study’s findings suggest that the connection between the two may not be
causative. When job contentment is linked with organizational cama-
raderie as work behaviour, it may have an impact on performance.

There are a few things about this study that make it exceptional. In
conclusion, research of this nature with participants from Bangladesh’s
sugar sector is quite rare. The completion of the study by the scholars on
the given issue will be remembered as a watershed point in the history of
Bangladesh. Numerous studies have examined the link between
contentment in one’s job and efficiency on the job. There are many
studies underway and more planned, but we still know too little about
how the sugar industry affects workers’ productivity and happiness on
the workplace. Our research is more novel and fundamental, despite the
fact that the sugar industry has a smaller body of literature. A common
unit of measurement was employed for the data analysis. Direct in-
terviews were used for data collection, ensuring credible support and
scores within predicted ranges for reliability and validity.

6. Conclusion

The purpose of this research is to learn how satisfied workers’ atti-
tudes and actions affect their performance as one of job behavior on the
job. According to the studies, satisfied workers are more productive and
contribute to the company’s overall success. However, disgruntled
workers have a negative impact on productivity and growth. According
to the results, this is a worldwide trend, and successful businesses
recognize the need of investing in their employees’ productivity and
happiness. It is in their best advantage to investigate methods of
increasing worker satisfaction. In conclusion, our study, "Analyzing the
Impact of Employee Job Satisfaction on Their Job Behavior in the In-
dustrial Setting: An Analysis from the Perspective of Job Performance,"
shed light on the complex relationship between job satisfaction, per-
sonal traits, job-related parameters, and job performance among Ban-
gladeshi industrial workers. The first hypothesis was that personal
attributes do not affect respondents’ job happiness. Our data invalidate
this notion, demonstrating the complex link between personal qualities
and job happiness. This discovery advances scientific understanding of
industrial workers’ job satisfaction’s many components. Our second
hypothesis, that job-related factors do not statistically affect re-
spondents’ job satisfaction, was likewise rejected. This emphasizes the
relevance of job-related elements in understanding and improving in-
dustrial worker job satisfaction. Our third hypothesis that satisfaction
with their jobs influences Bangladesh’s industrial workers’ performance
is a major advance in understanding. Our research confirms the link
between job happiness and performance and gives a deeper picture of
how these variables interact in the Bangladeshi industrial setting. The
careful research and empirical evidence supporting these findings give
our paper scholarly significance. We improved our understanding of job
happiness, personal qualities, job-related factors, and job performance
by rejecting and accepting hypotheses based on our data. These findings
have wider implications for industrial human resource management,
helping companies improve employee satisfaction and performance.
Workers in Bangladesh’s manufacturing industry reported high levels of
satisfaction with their jobs, with the mean satisfaction of senior
personnel (foremen) being greater than that of workers. There was a
large disparity between the averages of the oldest and youngest groups.
Older, more experienced, and married workers report higher levels of
job satisfaction than their younger, single counterparts. Policymakers in
the industrial sector should create a number of programs aimed at the
existing young workforce in order to increase job satisfaction. The
groups of participants with both more life experience and lower levels of
education reported higher levels of happiness. In order to keep and re-
cruit skilled workers, the sugar mill’s management may adopt some
additional measures. The findings of this study demonstrate that job
performance is directly related to employee happiness as a dimension of
workplace behaviour. Both individual and organizational factors those
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Table 9

Personal characteristics for job satisfaction and performance correlation matrix.
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Variables Job satisfaction Job Performance Age Education Work Experience
Job satisfaction 1.00

Job Performance 0.794** 1.00

Age 0.254** 0.771%* 1.00

Education 0.082* 0.062 —0.671%* 1.00

Work Experience 0.557** —0.624** 0.851** —.581%* 1.00

Note: ** and * indicate significant correlation at 0.01 and 0.05, respectively.

Table 10
A correlation matrix with the dependent variables (job satisfaction and performance) and the independent variables (job-related characteristics) (N = 300).
Variables 1 2 3 4 5 6 7 8 9 10 11 12 13
1. Job satisfaction 1
2. Job performance 781%* 1
3.P .755%* 574%* 1
4. PM 312 .781* .312%* 1
5.JS —.425%* 177 .214%* S11** 1
6. JSe .267% .911%* .258* .188** .321%* 1
7. WC —.378%* .248** .147* .158** .190%* .189%* 1
8. BB 521 123 .028 .218* 134%* .334%* 1
9. 0OC .148 .269* .036 132 182 .215%* 511%* 1
10. AW 423** .041 .071 112 .158%* .170* .145* .189%* 1
11. RGW .324% .039 .075 .219%* .170%* .065 .109** .181** .451* .168* 1
12. PDM .159** .159* —.046 .163 .085 112 .312%* .340%* .247%* 178** 410%* 1
13.RC .015 247 —198%* -.072 .032 —.102 123 .031 .159 .141 .102 .147* 1
Note: ** and * indicate significant correlation at 0.01 and 0.05, respectively. Pay (P), Promotion (PM), Job Security (JSe), Working Conditions (WC), Behaviour of Boss (BB),

Open Communication (OP), Autonomy in Work (AW), Recognition for Good Work (RGW),Participation in Decision Making (PDM),and Relation with Colleagues (RC)

Table 11
Multivariate regression coefficients with Job performance as dependent
variable.
Variables Unstandardized t P 95 % confidence
coefficients interval for p
i Std. Lower Upper
Error bound bound
constant 0.595 0.297 2.524 0.124 —41.142 —117.254
Pay 0.168  0.041 4.812  0.000 10.142 15.124
Promotion 0.189 0.038 4.012 0.000 8.1247 11.025
Job status 0.027  0.041 0.408 NS —7.054 —8.169
Job security 0.185 0.038 3.084  0.000 6.128 13.124
Working 0.166 0.055 2.166 0.024 3.187 6.247
condition
Behaviour of 0.158  0.034 4.617 NS 11.578 18.125
boss
Open 0.019 0.041 0.388 NS 4.142 6.124
communication
Autonomy in 0.155 0.058 2.898 NS 9.127 14.258
work
Recognition-on 0.062  0.030 1.820  0.007 2.187 3.275
for good work
Participation in 0.151 0.048 3.053 0.005 3.271 5.173
decision making
Relation with 0.035 0.050 0.570 NS —41.247 —52.078

colleagues

with bearing on productivity in one’s line of work influence the many
components of job satisfaction. It has been determined that occupational
considerations are the most important. Evidence between employee
performance and job happiness was found in the industry sector in
Bangladesh. Based on these results, it is recommended that the Ban-
gladeshi industry priorities initiatives aimed at enhancing employee
performance.

In conclusion, our research illuminates the complex links between
employee job satisfaction and job performance in Bangladesh’s indus-
trial landscape, adding to the scholarly literature. Our findings inspire
further study and offer practical advice for improving employee satis-
faction and performance in comparable circumstances.
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6.1. Theoretical contribution

The research, titled "Analyzing the Impact of Employee Job Satis-
faction on Their Job Behavior in the Industrial Setting: An Analysis from
the Perspective of Job Performance," makes a valuable contribution to
the theoretical field by providing a detailed understanding of how
employee job satisfaction affects their job behavior in an industrial
environment. The study offers a holistic perspective by combining
models of job happiness and job performance, thus filling gaps in the
current literature. The research extends beyond conventional evalua-
tions, examining multiple facets of job conduct and acknowledging the
distinct dynamics of the industrial environment. This approach provides
useful insights into the influence of satisfaction on several elements of
employee behavior, so contributing to a comprehensive theoretical
framework for both scholars and practitioners.

6.2. Managerial implications

The results of this study have significant managerial significance for
firms that operate in industrial environments. By acknowledging the
direct correlation between job satisfaction and job conduct, firms may
proactively oversee and augment employee satisfaction, thus enhancing
job performance. This entails allocating resources towards employee
engagement activities, customizing training programs to address spe-
cific workplace behaviors driven by satisfaction, aligning performance
appraisal and recognition systems, and adopting well-being initiatives to
foster a happy work environment. By integrating these observations into
managerial strategies, businesses can cultivate a work environment that
promotes employee contentment and favorable job conduct, resulting in
improved overall organizational achievement.

6.3. Limitations of the study and future research directions

Like any other research, this one has certain caveats of its own. The 5
industry was chosen as our sample of publicly-owned sectors; other
sectors were not included. So it’s probable the researcher can’t infer the
outcomes to the whole sector across the country. Therefore, only 300 out
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of millions of workers participated in the study, which concentrations on
how job pleasure affects job behavior, in particular on the performance
of industrial workers. The research’s population size is also a limitation.
Researchers were hampered in their efforts to provide high-quality
findings due to insufficient sample sizes necessitated by a lack of re-
sources, financial support, and time. With regards to the limitations of
the current study, the relatively large sample size, and the overall in-
dustry, it is hoped that future researchers will be able to generate reli-
able results using cutting-edge research approaches. The probability of
approximation bias in some process is yet another limitation. In our
research, we relied on two well-known measures, although also used
some older methods of analysis. In subsequent studies employing the
improved methodology, a larger sample will be able to construct an
emerging research framework. In such a case, it may be necessary to take
into consideration a wider range of socioeconomic and vocational as-
pects. Bangladeshi whole industrial sector should be included in the
study if researchers want to get a complete picture of how employee
satisfaction at work affects their actions across the country. The intro-
duction of more comprehensive measurement scales and questionnaires,
as well as more recent iterations of data analysis software, could greatly
improve the reliability of future studies. It is important for future re-
searchers to dig more into the link between job behaviour (performance)
and contentment in the workplace.

The findings of this study are not limited within the five state owned
industries in Bangladesh. Many workers in Bangladesh consider other
sectors to be analogous to the others. The study’s findings can be used to
improve working conditions for employees and boost productivity, and
similar barriers can be removed in other sectors. The findings of this
study are expected to be useful for the betterment of employees in the
Bangladesh industry sector to the industrial leaders, board of directors,
factory authorities, and trade union leaders. Workers’ advocacy groups
such as the Industrial Sector Governing Council of Advisors, Ministry of
Industry, and Department of Labor, among others will use the study’s
findings to better understand and satisfy the demands of their constit-
uents, leading to higher levels of job satisfaction and performance.

Above all, from the gaps identified, several promising avenues for
future research are outlined. For one, scholars could develop and test
targeted interventions designed to boost job satisfaction in different
sectors to learn exactly what works to boost employee productivity.
Second, an analysis of how interventions aimed at diversity, inclusion
and equity impact job satisfaction and behavioral outcomes of em-
ployees can offer practical recommendations, particularly in the case of
Bangladesh, which is increasingly diverse in its workforce. What’s more,
research in the future could create or use broader measures that include
subjective as well as objective measures of job satisfaction, to provide a
more holistic snapshot of the employee experience. Studying the effects
of environmentally conscious work on job satisfaction and productivity
might also pay off as corporate social responsibility becomes an
increasingly central concern in the industrial world. Finally, compara-
tive analysis between regions or countries could build a better picture of
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how external economic and political forces influence job satisfaction
and performance in various industrial settings.
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Appendix A. Overview of Job Satisfaction items of Brayfield and Rothe’s Index of Job Satisfaction (IJS)

No. Statement of Job Satisfaction items Source
01. My job is like a hobby to me. s
02. My job is usually interesting enough to keep me from getting bored. s
03. It seems that my friends are more interested in their jobs. s
04. I considered my job rather unpleasant. s
05. I enjoy my work more than my leisure time. s
06. I am often bored with my job. 1JS
07. I feel fairly well satisfied with my present job. s
08. Most of the time I have to force myself to go to work. Js
09. I am satisfied with my job for the time being. 1JS
10. I feel that my job is no more interesting than others I could get. s
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(continued)
No. Statement of Job Satisfaction items Source
11. I definitely dislike my work. s
12. I feel that I am happier in my work than most other people. s
13. Most days I am enthusiastic about my work. s
14. Each day of work seems like it will never end. s
15. I like my job better than the average worker does. s
16. My job is pretty uninteresting. s
17. I find real enjoyment in my work. 1JS
18. I am disappointed that I ever took this job. s
Appendix B. A description of the MSF work satisfaction elements
Questions regarding various aspects of present job Response patterns Job satisfaction items Source
Are you satisfied with the pay you now receive from your job? Yes/No Pay MSF
Do you feel that the promotion opportunity at your current employment meets your needs? Yes/No Promotion MSF
In your current position, are you satisfied with the job status? Yes/No Job status MSF
Do you feel secure in your current job position? Yes/No Job security MSF
Are you satisfied with the working environment at your current job? Yes/No Working conditions MSF
Do you like the way your boss behaves? Yes/No Behavior of boss MSF
Are you satisfied with the communicating freely with your current boss? Yes/No Open communication MSF
Are you satisfied with the current job’s level of autonomy? Yes/No Autonomy in work MSF
Do you feel that your current employer adequately recognize hard work? Yes/No Recognition for good work MSF
Are you satisfied with the chance to influence decisions in your present job? Yes/No Participation in decision making MSF
How well-liked are your coworkers to you in your current job? Yes/No Relationship with colleagues MSF
Appendix C. An overview of the JPI’s job performance items
Full questions Items Source Reference
Does job satisfaction increase the quality of work? Quality of Work JPI
Does job satisfaction increase the quantity of work? Quantity of Work JPL
Does job satisfaction increase knowledge of quality work? Job knowledge JPI
Does job satisfaction helpful in taking initiative? Initiative JPI
Does job satisfaction help you to be creative? Creativeness JPL
Does job satisfaction helpful for co-cooperativeness? Cooperativeness, JPI
Does job satisfaction play a role in being non-dependent? Undependability JPI
Does job satisfaction helpful for personal development? and Personal Development JPL

Availability of data and materials

The datasets used and/or analyzed during the current study available
from the corresponding author on reasonable request.
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