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ABSTRACT:  This research is design to evaluate the influence of organizational culture and employee satisfaction upon 

organizational performance. For doing so, the present research is considering the banking sector of Lahore (Pakistan) as the 

target population. For testifying the relationship, two hypothesis was proposed. Results indicate that employee job satisfaction 

and organizational culture are two noteworthy antecedents of organizational performance. But, employee job satisfaction is a 

better predictor of organizational performance as compare to organizational culture. Data was gathered through a designed 

questionnaire. Total 125 questionnaires were distributed randomly. 105 questionnaires were fully filled and were used in the 

final analysis.  
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INTRODUCTION: 

Current research is established to check the relationship 

between employee satisfaction, organizational culture, and 

organizational performance. According to researcher [1], 

“Satisfaction states the level of fulfillment of one’s needs, 

wants and desire. Satisfaction basically depends upon what is 

a person’s needs, and what he/she achieves from the world.” 

Employee satisfaction is a degree to which a worker is happy 

with his/her job and working atmosphere. No doubt,  there  

are  several reasons  affecting the organizational  

effectiveness and  one of  the important reseaon  is the 

employee satisfaction. Effective organizations must have a 

culture that inspires or promote the employee satisfaction [2]. 

According to researchers [3], employees are more loyal and 

creative when they are happy and satisfied. But researcher [4] 

states that these satisfied personals have greatly affected the 

customer satisfaction and organizational productivity. There 

is no limit  for the employees  about satisfaction and  it may  

differ from worker to worker. Sometimes they want to change 

their behaviors in order to accomplish their responsibilities 

more efficiently to maintain a great level of satisfaction in 

their work [5]. The notion of employee satisfaction is used to 

define whether employees contend, happy and fulfilling their 

wants and needs during their work. Several types of research 

of Susan M. Heath field support that employee satisfaction is 

a major aspect of employee’s goal accomplishment, positive 

employee morale and employee motivation in the working 

environment. According to researcher [6], employee job 

satisfaction is considered as the combination of effective 

feedbacks to the distinct perceptions of what he/she actually 

wants to accept and what he/she really obtains. According to 

researchers [7], employee satisfaction may be defined as how 

employees are satisfied with his or her working conditions.  

As researcher [8] define job satisfaction as the entire feel of 

certain employees  about their job and its numerous aspects 

of their job. 

Variable of interest in this research is employee job 

satisfaction. According to researchers [9], if companies want 

to improve their performance then they must satisfy and 

motivate their employees which result in positive 

participation in the organizational performance.  Many of the 

researchers said that employee job satisfaction can influence 

the absenteeism, retention and employee productivity [10]. 

The achievement of any company is directly related to the 

satisfaction of the employees [11]. Researches indicate that 

employee job satisfaction and customer satisfaction has a 

strong link with each others. It is seen that customer 

satisfaction is increased up to 95 % with the help of employee 

job satisfaction which results in decreasing the labor cost by 

12% reduce the turnover intention by 50% [12]. In the USA 

about 77 % employees were reported that they were 

dissatisfied with their jobs [13; 14]. These researches 

describe that job dissatisfaction is the main cause of 

employee turnover. From above we conclude that employee 

job satisfaction is a key consideration for the organizations. 

This is also proved that employee dissatisfaction is the chief 

problem for the advanced countries.  

The more the satisfaction of an employee, the less is the 

turnover and absenteeism [15]. Human Resource experts 

postulate that workers who are more satisfied result in more 

productivity in their work [16; 17]. Therefore, efficiency and 

organizational productivity is achieved through employee job 

satisfaction and devotion to employees’ physical as well as 

socio emotional wants. 

The thoughts of employee job satisfaction are important 

because these are predictors of combined efforts. A research 

[18], which was conducted on 7,939 business units in 36 

organizations, showed the positive and functional 

relationships among employee engagement-satisfaction and 

employee intention to stay, productivity, reduction in 

employee’s accidents at work and organizational profitability. 

Another variable of this research is organizational 

performance. The point of an attainment to which an 

employee’s complete the organizational task at the place of 

work is called performance [19]. Performance is the main 

source of achieving the managerial goals [20; 21]. The work 
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of an employee is defining by the level of success of his/her 

job [19]. It has a strong relationship with employee job 

satisfaction and organizational culture. According to 

researcher [22], organizational performance is the 

organizational ability to attain its goals by using resources in 

an efficient and effective manner. The point of an attainment 

to which an employee’s complete the organizational task at 

the place of work is called performance [19]. Organizational 

performance is the main source for increasing the level of 

employee competencies [20; 21]. The job of an employee is 

based on employee success which is limitation this concept 

[19]. The third variable of the research is organizational 

culture. 

LITERATURE REVIEW: 

Organizational Performance 

According to researcher [22], organizational performance is 

the organizational ability due to which organizations attain its 

goals by using resources in an efficient and effective manner. 

The point of an attainment to which an employee’s complete 

the organizational task at the place of the workplace is also 

called performance [19].  

Performance can also consider as transactional competencies 

which are helpful in achieving managerial goals [20; 21]. The 

work of an employee is defining by the level of success or by 

the objectives of which is a limitation of performance [19]. 

Different researchers have recognized diverse consideration, 

attitudes, and philosophies of employee performance as it 

helps for fostering the production process [20]. Successful 

organizations create an ideal connection of capital with 

managerial role [19]. So, the goals and objectives of 

institutional strategies have been planned according to 

organizational performance [23]. In order to improve this act, 

organizations are based upon successful supervision of 

business resources [23]. The performance of employees helps 

in getting better group association, attain goals and objectives 

[24].  The deliberate preparation about the growth  of goals  

and objectives assists organizations to attain non-financial or 

insubstantial  resources.  The excellence, in this area, will 

result in good monetary gain [25]. 

Organizational Culture 

According to researcher [26], cultural norms of organizations 

strongly affect all of the employees who are involved in the 

organizations. Those norms are almost invisible, but if we 

would like to improve performance and profitability, norms 

are one of the first choices to look. Culture is normally 

conceived as  intangible,  difficult concept to understand and 

worthy focus of this for organizational success.  However,   

identifying the  cultural traits of an organization  provides a  

platform for better  understanding of  the operations of the  

organization and for better organizational performance.  

Unfortunately, most often, organizational cultural issues are 

overlooked, while attention is directed towards activities that 

may have little or no positive effect on  performance [27]. 

The dimension of organizational culture: 

The researchers [28] like Jöns, Froese and Pak have proposed 

the different dimensions of organizational culture on the basis 

of different case studies and researches. These are described 

below. 

1. Strategic direction including characteristics of performance 

as well as customer satisfaction and quality orientation of an 

organization.  

2. Organisational situations including the amount of 

establishment and procedures or the number of classified 

stages inside an organization. 

3. Group work and collaboration demonstrating group-related 

parallel interface characteristics.  

4. Overall  organization  and  governance  as  the  additional  

interface  measurement  reproducing  the  horizontal interface 

features across hierarchies 

Employee job satisfaction 

Employee job satisfaction is closely related to job satisfaction 

and the intention to leave or stay with the organization [29]. 

Job satisfaction is the individual estimation of the work 

situations which is obtained from the behavior of the 

administration, the job itself etc. or occupational security, 

wages etc. or from the consequences [30]. Another researcher 

describes that job satisfaction is the consistent determination 

or pleasure of the workers. It is emerging when the 

requirement of the workers and the education of the work 

equivalent [31].   

Researchers [32; 33; 34; 35] describe that in the US HRM 

experts describes that job satisfaction is associated with 

personnel reliability. It is foremost aim of the organizations to 

provide such conducive environment to their employees 

which can reduce their dissatisfaction level. Researcher [36] 

states that satisfied personnel result in a greater level of 

obligation, loyalty with their organizations and reduce the 

level of employee intention to leave. Researchers [37] find 

that job satisfaction of Mexican personnel is considerably 

related to their obligation to the organization. In the same 

way, researchers [38] demonstrate that job satisfaction is the 

most significant element of Mexican employees’ 

responsibilities to their organizations. 

Hypothesis: 

Researchers found a positive relationship between the culture 

and performance [39; 40]. On the basis of this statement, 

current research has proposed the following hypotheses. 

H1: Organizational culture has positive impact on 

organizational performance 

Researchers have found a   positive relationship between the 

employee satisfaction and performance [41; 42; 43]. On the 

basis of this statement, current research has proposed the 

following hypothesis. 

H2: Employee satisfaction has positive impact on 

organizational performance 

Methodology 

Target Population and Sampling  

Banking sector of Lahore Pakistan is the entire population of 

the research. Data was gathered through a designed 

questionnaire. Total 125 questionnaires were distributed 

randomly. 105 questionnaires were fully filled and were used 

in the final analysis. 

Scale of the study 

Organizational culture is measured with the help of 08 item 

scale which is adopted from the scale of previous researchers 

[44]. Employee job satisfaction is measured with the help of 

04 item scale which is adopted from the scale of previous 

researchers [45]. Organizational performance is measured 
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with the help of 04 item scale which is adopted from the scale 

of previous researchers [46]. 

MODEL 
 

 
 
 
 
 
 
 
 

 

 

 

 

 

Reliability analysis 
Table No.1.1 Reliability of 

Organizational Culture 

Cronbach's Alpha N of Items 

0.518 8 

 

Table No.1.2 Reliability of 

Employee job satisfaction 

Cronbach's Alpha N of Items 

.829 4 

 

Table No.1.3 Reliability of 

Organizational Performance 

 

Cronbach's Alpha N of Items 

0.676 4 

In reliability analysis we examine the assessment of 

cronbach's Alpha. Data is trustworthy on the basis of value of 

cronbach’s alpha and it must be more than 0.50. In table no 1-

1, the value for organizational culture is 0.518 which is 

greater than 0.50. So, data is reliable. In reliability analysis, 

we examine the assessment of cronbach's Alpha. Data is 

trustworthy on the basis of the value of cronbach’s alpha and 

it must be more than 0.50. In table No 1.3, the value for 

employee organizational performance is 0.518 which is 

greater than 0.50. So, data is reliable. 

Correlation Analysis  
Table No 2 Correlation Analysis 

 OC EJS OP 

OC  1 0.293** 0.147 

EJS   1 0.389** 

OP    1 

 ** Correlation is significant at the 0.01 level, 

* Correlation is significant at the 0.05 level 

Table No 2 provides the results of correlation analysis which 

shows that all the variables has a positive relationships with 

each-others. The coefficient of correlation between 

organizational culture and employee satisfaction is 0.293
**

. 

This means that both have a strong relationships between 

each-others. The coefficient of correlation between 

organizational culture and organizational performance is 

0.147. This means that both have a positive relationship 

between each-others. The coefficient of correlation between 

employee satisfaction and organizational performance is 

0.389
**

. This means that both have a strong relationships 

between each-others.  

 
Table No.3 Regression Analysis 

 Β’ t’ p’ 

(Constant) 1.244 4.167 0.000 

Employee Job 

satisfaction 

0.294 6.563 0.000 

Organizational 

Culture 

0.267 4.154 0.000 

    

R Square 0.31   

 

F 

 

33.410 
 

 

0.000 

Table No3: Dependent Variable: Organizational  

Performance 

***Significant at the 0.01 level.  

**Significant at the 0.05 level.  

* Significant at the 0.10 level. 

 

Table no 3 is providing the values for regression analysis. 

Results provide the following values for the relationship of 

job satisfaction with organizational performance, p=0.000 i.e. 

< 0.01 and value of β for this is 0.294. This suggests that job 

satisfaction has an imperative positive influence on 

organizational performance.  This proves that one unit 

alteration in the level of employee job satisfaction can affect 

the level of organizational performance up to 29.4 %. For the 

relationship of organizational culture with organizational 

performance, the value of p=0.000 i.e. < 0.01and value of β is 

0.267.  This suggests that organizational culture has an 

imperative positive influence on organizational performance.  

This proves that one unit alteration in the level of 

organizational culture can affect the level of organizational 

performance up to 26.7 %. Value of R
2
 is 0.31which is also 

significant for the proposed relationship. Value of F is 33.410 

which shows that organizational culture and job satisfaction 

have strong relation with organizational performance. All the 

value of t is non-zero so the value of t is also acceptable. 

Value of β for the relationship of job satisfaction with 

organizational performance is 0.294 and Value of β for the 

relationship of organizational culture with organizational 

performance is 26.7. This specifies that employee job 

satisfaction is the better antecedent of organizational 

performance as compare to organizational culture. 

On the basis of all above results, results indicate that both 

propose hypotheses is accepted.  

 
CONCLUSION 
Findings of this research prove that employee job satisfaction 

and organizational culture are two noteworthy antecedents of 

organizational performance. But, employee job satisfaction is 

a better predictor of organizational performance as compare 

to organizational culture. So, the banking sector of Pakistan 

must formulate the good policies about the incorporation of 

good policies for improving the level of job satisfaction and 

organizational culture which may cause the better level of 

Organizational 

Culture 

Employee Job 

Satisfaction 

Organizational 

Performance  
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organizational performance. For acceptance of these results, 

this kind of researches can also be done on other sectors of 

Pakistan like public sector, the education sector, and telecom 

Industry. In future researches, along with these variables 

some other variables like organizational citizenship behavior, 

organizational base self-esteem, organizational politics and 

organizational trust may possibly embrace for acceptability of 

results.  
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