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ABSTRACT

Employeesattitudesand behavior areimportant
because they determinethe behavior of workersin
the organization. No doubt to say that,” A satisfied
work force always is a productive worker”. Asatisfied
work forcedwayscreatesahedthy atmospherewithin
the organizationto performwell. Job Satisfactionis
an extremely complex concept that isinfluenced by
different factors, or more accurately by agroup of
factorsthat often haveinterwovenimpact. Employee
satisfaction needsto be treated with both short and
long termvisions. Job satisfactionisavery important
part of an employee’s lifecycle and motivation to
remain loya to and employed with an organization.
Job satisfaction has been linked to many factors,
including productivity, absenteel sm, turnover etc. If
employeefed sthat their jobsarefun andinteresting,
they will bemorewillingto giveextraeffortsto work.
Job satisfactionisasoinfluenced by job expectations.
Organi zations haveto ensure suitabl e assessment and
determination of job worth for the purpose of
compensation through acomprehensivejob evaluation
system. Job security is pre-requisite to having a
motivated, satisfied, committed and productive
workforce. Although in today’s business and
employment scenario, job security isfast disappearing.
Weredlizethat job satisfactionisthe most significant
issueto continuefor along timein any organization.
Job Satisfaction is a factor that would induce the
employeetowork inthelong-term position. Regardless
of job satisfaction theorgani zation would confront with
the costsof recruitment caused by turnover. Human
resources arethetotal knowledge, skill, talentsand
creative abilities. There are to be developed. The
people at work are not men and women but they are
now considered as resources i.e. the assets to be
drawn upon. Employeecommitment isenhanced when
an employeefed smotivated and satisfied at hisjob.
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A naturd link exists between optimism, employee motivation and job satisfaction. Employeeswill bemore
satisfied if they get what they expected to inner feelings of workers. Every organization, whether aprofit or
non-profit intuitions, needs money, material, machinery and men for itsgrowth and upliftment. No doubt to
say that survival of an enterprise depends upon the effective and proper combination of all thesefactors.
Amongall ‘men’ is very important and challenging element. Itis right to say that in this modern era organization
needsto bemoreflexible. Organization must understand theimportance of human factor. Right to say that if
wewant to get maximum benefit from human eement, he/ shemust be provided such an environment where
he/ shewill haveastrong desireand commitment to compl etetheir task. The satisfied, happy, honest and hard
working manpower isthe biggest and strong assets of any organization. A safe and healthy work culture
providesthe bas sfor aperson ( manpower) to enjoy working. With the above background the present paper
will focuson theimpact of job satisfaction on job performancein Varanas.

KEY WORDS
Visions, Turnover, Committed, Productive Workforce, Job Evaluation.

INTRODUCTION

Human Resource M anagement places great emphasi son devel oping and maintain aworkforce highly
committed to the organization. Organizational commitment isastateinwhich aworker identifieswith asdected
enterprise and itsdreams, and needs to maintain membership inside the organi zation. Human Resource
Management concentrates not only organizationd interest but a so focuses on employeessatisfaction and self
—actualization. It increases job satisfaction by providing adequate remuneration, adequate wages and salary,
job security, health security and healthy working environment. Every organization largel y dependsonitspool
of ableandwilling human resourcefor itseffectivefunction. Any organization dependsnot only itsmateria and
financia resourcesbut on itshuman resourcesmostly. Any organization will dowell if it paysbest attentionto
itshuman resource. Any typeof co-operativeendeavor needs human factor. The overwhe mingimportance of
human factor isdueto itsuniquefactor of production. Human Resource M anagement makesan immense
contributionintheoveral development of organi zation. Human Resource Management hasacrucid rolein
every organization. Peopleare mg or assetsand that an organi zation can makefull utilization of individual
potentid by providingadeve opmenta environment and opportunitiesby encouraging and rewardinginnovations
and crestivity. Such peoplewho areunableto contributeto the organization fully dueto reasonsbeyond their
control can asogivether best if they aretaken care of and proper environment and conditions are provided.
If an employee perceivesanurturing environment, autometicaly therewould beapositive responseto match
individual aspirations with organization’s needs.

Employeesusudly start their careerswith adesire and aspiration to riseto the top of the organization of
their choice. Among Empl oyees, mostly seek career devel opment and indulge them steadily attaining greater
responsi bility, value, importance and compensation.

Failureto offer employeeswith aclear set of objectives, vision and direction on what isexpected of
themintheworkplaceisone of the most seriousissuesin most of the organization can make. Whilethe
majority of employeesaspireto do their jobsto the best of their abilities, ambiguity about expectationsand
methods of measuring success can contributeto low moraleand, asaresult, poor performance. Wetypicaly
use the word “objective” when discussing employee performance, thus well-defined and properly articulated
obj ectives can ass st organi zations eva uate and va ued the accuracy of their workersboth individually and as
ateam, aswell asdlow individualsimprovetheir work performance.

Objectives of the Sudy

1. Toexaminethere ationship between the performanceappraisa system and processfacetsand members
perception of the effectiveness for the organization’s performance system.
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2. Findly, to analyzethe relationship between the demographic qualities of workers, their perception of
theeffectivenessof theappraisal system, and their commitment.

Observation

A signal to the employees that management believesthey areimportant and should motivatethemto
acquire new skillsand consequent rewards. There aremany waysof Human Resource Devel opment which
includetraining and devel opment of employeesand executives, career planning and devel opment and conducting
workshopsfor that, devel opment of technol ogy, job enrichment, variousjob experiences, team building,
|eadership development and building up of better subordinate- supervisor relationship. Changes occur
everywhere, inthe past decadesrapid and turbulent changes have occurred in Human Resource M anagement.
These changeshave been in employer and empl oyees rel ationshi ps, human management practices, medical
leaves, child care, education benefit cost sharing, union — management negotiations, testing and so on. It is the
task of human resource department to have aflexible approach to facethesetrendsand changes. It isthetask
of human resource management to show by examplethat each employeeisgiven equa importanceand will be
treated ethicaly and equaly. Thereshould beno biasin hisopinion and idess. Bes desthese Human Resource
Management should establish higher mora ein theemployees so that they may beloya totheorganization. In
their working lifean employee occas onal ly becomes di ssatisfied, uncomfortable, disappointed or aggrieved
about somemanagerid practices, decisions, service conditionsor other matters. Thesetypesof feding cause
employeegrievances. The causeof grievancemay differ company to company but mgjor issuesare promations,
amenities, complantsabout working schedule, complaintsabout job classifications, medical benefits, wage
and sdary increments, safety appliances, etc. Inthe present democrati c systemsemployeesare ableto express
their dissatisfaction whether it may beminor or mgjor problem. Grievancesarefound in every organization
and they must be solved as soon as possible otherwi sethey will lead toloss of business of the organization.

All employersmust understand employeeloyalty and sati sfaction in order to determine how dedicated
their staff isto the organi zation and whether they are sati sfied with theway thingsaredonein order to predict
their likelihood of staying with the company. Empl oyees happinessisone of the most important aspects of
Human Resource M anagement. Organi zations must ensurethat their employees are happy.

Intheage of extreme competition and globalization, every organi zation count on itsempl oyeesto have
acompetitiveadvantageover itsrivas. Nowadays, it iseasy for any organi zation to obtain the newest technol ogy,
accessthefinest information about the machinery and product viareedily availablefinancia resources. Human
Resource remainstheonly asset that primarily becomes one of the major distinguishers between different
organizations. Therefore, retaining tal ented empl oyees becomesredly important for any organi zation. Because
of the globalization and integrated economies, employee migration has become easy. Dueto this purpose,
employees|ook for more challenging jobsandroles. They favor organi zationsthat makethem multi-skilled
and providejob enrichment. Repetitivejob makesthe empl oyeesbore and deny themto give their best for the
organizetion.

Job satisfactionistheresult of thevariousattitudes possessed by an employee. Inanarrow sense, these
attitudes arerel ated to thejob and are concerned with such specific factorsaswages, supervision, steadiness
of employment, conditionsof work, advancement of opportunities, recognition of abilities, socid relaionson
thejob and other smilar items. Sinceit isahighly complex attitude, the techniquesfor attitude measurement
aretheappropriatetoolsto useto study job satisfaction. By seeking information about job satisfaction and
discovering atitudeson factorsrelated to thejob, organi zation coul d correct certain bad Stuationsand thereby
improvethejob satisfaction of itsstaff. However aninternationa organi zation can benefit materidly if it knows
how individud attitudes contributeto job satisfaction. A person who hasever held ajob knowsthat if hedoes
not get along with his coworkersthejob isunsatisfactory. The most rugged, aggressive and independent
individud will not besatisfied withthework if he/ shecannot get a ong with theworking group. Furthermore,
adjustment to people on the outside affects a person‘s adjustment to his job. On the other hand, job
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dissatisfaction may betheresult of alack of vocational guidance. A person who istoo good or not good
enough for ajob, intermsof hisabilitiesand interests, isnot likely to be satisfied with hisjob.

Intangible

Human Capital = Knowledge and Experience + Persona Productivity+ Personal Creativity + Emotional
Intelligence

Fully Owned By theEmployee ————

CONCLUSION

Our organizations need vision of thefuture so attractive and motivating that employeewill focuson
anticipating thefuturepogtion of theorganization. Thereforean organi zationa environment isnecessary wherein
people comefirst and everything comesnext. Development of human resources has becomeaglobal issue
and anew concept named Human Resource Devel opment has occurred inthebusinessworld. It isbased on
the philosophy that human resourcesarethebest assetsin the organi zation thereforetheir care and devel opment
must be the prime concern of the organi zation. Satisfied employees have positive atitudesregarding their
jobs. Satisfied workers are tend to attend to work on time, more concern about the given targets, work
speedily, work free of errorsand omissions, loyalty and commitment to thejob, lessdependability, suggest
new ideas, tend toimprove knowledge, willing to accept morerespong bility, obedience of rulesand regulations,
less absenteei sm and effort to retainin the present job. The positive attitudeswill increasethe quality and
quantity of employees’ performance. Hence such a situation is good for an organization.

Managerial Application
Thisstudy makesastep towardsgiving insght factsof the eva uation system inthe organization which

may lead to anincreasein perceived eff ectiveness and efficiency of the performance systemintheorganization
climate
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