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ABSTRACT 

This study assessed the impact of employee job satisfaction on the growth of  selected businesses 
in Bauchi Metropolis. Thus, this study amongst others sought to: identify if there exists a 
significant relationship between promotion and job satisfaction, determine if there exists a 
significant relationship between salary and job satisfaction and examine if there exists a 
significant relationship between conductive environment and job satisfaction amongst staff in 
Bauchi metropolis. This research therefore aimed at investigating, identifying, analyzing and 
presenting research findings on the Impact of Job Satisfaction on employee performance. To 
achieve the above aims, research hypotheses were formulated as to whether promotion has no 
impact on job satisfaction, if there is no relationship between salary and job satisfaction and 
conducive environment does not contribute to job satisfaction in enterprises. The researcher 
made use of research questionnaire, which were designed and distributed to staff of these 
Business Enterprises. The population and sample size of study are the same, Two Hundred and 
Fifty staff since the population size is small. Chi-square is the analytical tool used. The major 
findings of the research were that promotion has a significant relationship with job satisfaction, 
there is relationship between salary and job satisfaction and conductive environment contribute 
to job satisfaction among employees in enterprises. In view of the above findings the study 
therefore recommended that business owners should see increase/prompt payment of salary a 
motivation factor, that can increase business growth in the organization. Also that business 
owners should use employee inputs as criteria for promotion of workers. Business owners should 
make the working environment conducive, so that the workers, can see their working 
environment as their second home. Business owners should adopt management by objective in 
which employee should be part of decision making of the organization so that all hands will be 
on deck. The structure of the organization should be restructured so that there will be cordial 
relationship between the employees and employer. Working conditions should be improved and 
sustained to enhance performance. Management should be sensitive to the difference in needs 
and values among the employee. Every individual is unique and will respond differently to 
attempts to motive him or her. Management should be sensitive to employees’ complaints about 
low pay and unchallenging work.  
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CHAPTER ONE 

INTRODUCTION 

1.1 Background to the Study        

The importance of efficient and effective manpower in any given economy, social, political and 

economic development of any nation can hardly be over emphasized. No nation is known to 

have attained and sustained high level of economic growth and development without the 

supply of manpower resources.  

 
The world is a global village, job seekers expect to be engaged in an organization that provide 

adequate work environment, free of environmental hazards, well ventilated, and secured 

environment thereby leading to job satisfaction. Essentially, researchers in the fields of 

organizational behavior and management opined that the conceptual framework of the 

phenomena (satisfaction) is complex, indescribable and mythical (Malik, 2011).  

 

It has been argued that organizations cannot be at their best until workers are committed to 

the organizational goals and objectives (Dixit and Bhati, 2012). However, the degrees to which 

workers are satisfied with their jobs vary and subject to factors such as work environment, 

work hours, schedules and reward system. In other words, workers’ commitment can be 

described as a function of job satisfaction, which implies that workers could be committed in 

delivering their services when they are satisfied with their jobs and this may be influenced by 

work environment. Work environment include workers' immediate vicinity where they carry 

out their assignments to achieve management perceived and expected results (Mike, 2010). 
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Work environment entails some basic features that tend to make workers satisfy on their job 

amongst which include; easy accessibility, ventilation, ergonomic furniture, cooling system, 

(Humphries, 2005); and these have positive impact on workers' health (Dilani, 2004; Milton, 

Glencross & Walters, 2000). With the understanding that job formed an integral part of 

workers’ life, it is therefore essential for workers to seek its satisfaction in order to be able to 

render their services without reservation, which tends to increase business enterprises growth 

at both employee and organizational levels. 

 
Job satisfaction as an independent variable can be influenced by other variables such as wages, 

benefits, job security, work type, family and so on. Workers plight in the country today has left 

many well-meaning Nigerians with many questions. Some of these questions are how to satisfy 

our workers in their various establishments. Job satisfaction describes how content an 

individual is with his or her job. 

The happier people are within their job, the more satisfied they are said to be. Job satisfaction 

is not the-same as motivation, although it is clearly linked. Job design aims to enhance job 

satisfaction and performance; methods include job-rotation, job enlargement and job 

enrichment. Other influences on satisfaction include the management style and culture, 

employee involvement, empowerment and autonomous work groups. Job satisfaction is a very 

important attribute which is frequently measured by organizations. The most common way of 

measurement is the use of rating seal where employees report their reactions to their jobs. 

Questions relate to rate of pay, work responsibilities, variety of tasks, promotional opportunity 

the work itself and co-workers.  
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Employees have adopted mass retrenchment as only visible solution to solve the problem. 

Obviously the truth is that there is no more job satisfaction among workers and employer. The 

reasons being that unsatisfied feelings and measured nature of their job. In the light of the 

above circumstance; it will be very difficult.  If not possible for workers facing the dilemma to 

dedicate and committed to their job. 

 
1.2 Statement of the Problem     

Nigeria, like many other countries of the developing world became vigorously involved in 

accelerating the wheels of economic and industrial development of her economy. It became 

actively involved in the establishment of both public and private enterprises covering a large 

complex of spectrum. More job satisfaction is relevant to the physical and mental being of 

employee. Job satisfaction has relevance for human health. An understanding of the factors 

involved in job satisfaction is relevant to improve the well-being of a significant number of 

people. Other factors that appear to affect effective functioning of enterprises include 

management and leadership styles, unclear rules and regulations in the personnel policies, 

excessive work load, poor communication with supervisor, unclear lines of communication, 

boredom and frustration resulting from lack of support from superior, suitable career ladder, 

unchallenging jobs and inadequate fringe benefits as expected in working condition. 

 
Sooner or later, the employee is going to quit so that they can find a job that gives them much 

satisfaction. It is up to small business owners and managers to find a way to increase job 

satisfaction, particularly in difficult enterprises in which the jobs are tough and the pay is low. 
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Therefore, this learning helps to establish the relationships that exist between the employees’ 

job satisfaction and business enterprises growth in Bauchi Metropolis. 

 
1.3 Research Questions  

1. To what extent does promotion influence job satisfaction amongst staff of selected 

businesses in Bauchi metropolis? 

2. To what extent does salary influence job satisfaction amongst staff of selected 

businesses in Bauchi metropolis?  

3. To what extent does conducive environment influence job satisfaction amongst staff of 

selected businesses in Bauchi metropolis?  

 
1.4  Objective of the Study 

The objectives of the study are;  

1. To identify if there exists a significant relationship between promotion and job 

satisfaction amongst staff of selected businesses in Bauchi metropolis. 

2. To determine if there exists a significant relationship between salary and job satisfaction 

amongst staff of selected businesses in Bauchi metropolis. 

3. To examine if there exists a significant relationship between conductive environment 

and job satisfaction amongst staff of selected businesses in Bauchi metropolis. 

 
1.5 Research Hypotheses   

1. There is no significant difference between promotion and job satisfaction amongst staffs 

of selected businesses in Bauchi metropolis.  
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2. There is no significant relationship between salary and job satisfaction amongst staffs of 

selected businesses in Bauchi metropolis.   

3. There is no significant relationship between conducive environment and job satisfaction 

amongst staffs of selected businesses in Bauchi metropolis.  

 
1.6 Significance of the Study  

This study would be significant to students of tertiary institutions as it creates a body of 

knowledge on the subject matter. It would be of significance to organizations as it enhances 

them in creating policies that would affect its labour force and in turn boost organizational 

productivity. To the government, it would enhance public sector productivity by creating 

policies that would positively impact on its labour force thereby increasing gross domestic 

product (GDP).  

 
1.7 The Scope/ Delimitation of the Study  

The scope of the study covers only three business enterprises in Bauchi metropolis. The 

concern of the study is on business enterprises growth and employees job satisfaction. 

The limitation experienced in the course of this study are basically centered on problems to:  

1. Difficulty in generating reasonable, adequate and reliable information from 

respondents: Respondent tend to provide information which they feel researcher would 

be pleased to get, which may not be the right information.  

2. Financial constrain: insufficient fund tends to impede the efficiency of the researcher in 

sourcing for the relevant materials, literature or information. 
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3. Time: The researcher will simultaneously engage in this study with other academic work, 

this will consequently cut down on the time devoted for the research. 

 
1.8 Operational Definitions of Terms  

1. Drive: The motivational to act or carry out an action.  

2. Emotion: The inward feelings for outward observation. 

3. Job Satisfaction: The total body of felling that an individual has about his job. 

4. Ethic: The professional rules or code of doing job. 

5. Corporate Objective: The Company set goal. 

6. Bifurcation of Objective: When the corporate objective conflict with the workers 

objectives. 

7. Conceptualized: This means the imagination and visualized the presence of something 

in presence. 

8. Interesting: The job or satisfaction and desire from doing something he likes.  
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CHAPTER TWO  

REVIEW OF RELATED LITERATURE 

2.1  Introduction 

This chapter derived information from literatures with aim of providing appropriate dimensions 

such as conceptual issues, theories relevant to this work, empirical studies, empirical review, 

summary and gap in literature reviewed. 

2.2       Conceptual Framework 

Job satisfaction has been defined in many different ways. Some believe it is simply how content 

an individual is with his or her job, in other words, whether or not they like the job or individual 

aspects or facets of jobs, such as nature of work or supervision. Others believe it is not so 

simplistic us this definition suggests and instead that multidimensional psychological responses 

to one's job are involved. Researchers have also noted that job satisfaction measures vary in 

the extent to which they measure feelings about the job affective job satisfaction or cognitions 

about the job cognitive job satisfaction. 

 
Job environment could be described as the physical, geographical professional surroundings or 

conditions wherein employee interacts with colleagues and equipment in order to carry out 

some specific activities. However, such professional surroundings could be either located at 

home or outside. Essentially, job environment is expected to be conducive, hazard free, well 

ventilation, etc. because hazardous environment tends to influence employees’ performances 

(Bakotiae and Babiae, 2013). Choi, Cheung, and Pang, (2012) identified five dimensions of job 

environment amongst which include co-worker relationship, management, ward practice, etc. 

The term ‘Job satisfaction’ has been described by different authors; represents workers’ 
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evaluation of their work context; “state of mind determined by the extent to which the 

individual perceives his/her job related needs being met” (Freund, 2005). Put differently from 

psychologist point of view, Dawes (2004) as cited in Muhammad, Samina, Basharat, and Rizwan 

(2010) opined that job satisfaction comprises of two components: (i) cognitive component; 

meaning workers having perception that their need has being fulfilled, and (ii) affective 

component; the kind of feeling workers experience or have that comes with the perception. In 

similar direction, as cited in Muhammad, et al (2010), McNamara described job satisfaction as 

feelings or state of mind of workers regarding the characteristics of their jobs. He went further 

to state that for workers to be satisfied on their job depends on variables such as work 

relationship with one’s supervisor, the quality of physical work environment, oneself-

actualization, among others. A critical analysis of the above definitions shows that job 

satisfaction connotes different meaning to different people. As obtained in the literature, job 

satisfaction comprises of various elements such as remuneration, recognition, supervision, job 

security, and career advancement. Further, physical job environment, quality of interpersonal 

relationship among workers; nature of the work tend to influence workers job satisfaction.  

 
Job satisfaction could also be influenced by organizational climate, which could be described as 

the collective attitude of employees towards their organizations (Burton, Lauridsen, and Obel, 

2004). Organizational climate in comparison with organizational culture is regarded as a 

quantifiable concept and culture is seen as qualitative and less visible. Essentially, 

organizational climate can be seen as a combination of workers’ useful perceptions that 

differentiate organizations in terms of procedure and practices. 
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Job security as obtained in the literature could be described as the feeling workers experience 

having assurance regarding the continuance of their jobs; and avoidance of threats in the line of 

their jobs. Having job security implies workers do not feel or perceive any kind of threat in the 

line of their duties; and as opined by Jandaghi, Mokhles, and Balirami, (2011) organizational 

effectiveness is a function of employee commitment and satisfaction. 

 
Work can be described as an engagement of persons in physical or mental activity with the aim 

of achieving results, which often comes with financial gain. While family is described as a group 

comprises of parents and children living together in the same house. Work is essential and an 

important factor in sustaining and maintaining family in particular and society at large, and it is 

evident that work can generate stress as a result of interactions with colleagues and meeting 

set targets. However, there is need to accept that work comes with its pros and cons, and 

therefore workers are expected to strike balance between work and family obligations. Work-

family interface could be described as workers’ continuous effort to maintain happiness and 

productive family and work lives. 

 
As obtained in the literature, organizational commitment as a variable related to sustained 

productivity (Dixit and Bhati, 2012); ethical climate types, facets of job satisfaction (Huang and 

Tsai, 2008); job satisfaction among teachers during times of burnout (Nagar, 2012); amongst 

others Have been studied by researchers in the fields of organizational behaviour, psychology, 

and management. Organizational commitment is described as a three-component model viz-a-

viz Affective Commitment - degree to which employees believe and identify with the 

organization; Continuance Commitment-employees’ awareness of the cost of leaving their 
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present organizations; and Normative Commitment is said to be the obligation employees have 

to remain with their present organization. As cited in Nagar (2012); Porter, Steers, Mowday, 

and Boulianand Cook and Wall conceptualized commitment as “the strength of an individual's 

identification with and involvement in a particular organization, characterized by a strong belief 

in an acceptance of an organization's goals and values; a willingness to exert considerable effort 

on behalf of the organization; and a definite desire to maintain organizational membership”. 

Based on the above opinions, it is evident that commitment on the part of employees tends to 

provide results that are favorable to the organizations; and it can also predict employees' 

perceived behavior (Dordevic, 2004). 

 
The traditional model of job satisfaction and dissatisfaction consist of the total body of feelings 

that air individual has about his job. This total body of feelings consist of weighing up the sum 

total of influence on the job, the nature of the job itself, the payment, the promotion prospects, 

the nature of supervision and so on for example the sum total of these influence give rises to 

the feelings of the individual’s job satisfaction. 

 
Thus, behavior is basically goal oriented.  It is motivated by a desire to attain some goal. This 

goal is the need which he wants to satisfy. In the case of needs, people are motivated not by 

what we think they ought to have but what they themselves want. Thus, the specific goal which 

motivates one to take a certain action is not always consciously known by the individual. 

Something we wonder “why did I do that? The reasons for our actions are not always apparent 

to the conscious mind to an outside observer, a person need may be illusory or unrealistic, but 

they are still controlling. A path towards increased need fulfillment is a better approach. 
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2.3        Theoretical framework. 

2.3.1 Enriched job characteristics theory 

This theory was postulated by Hackman and Oldham in 1975. The theory was built on 

the previous knowledge and research, mainly coming from humanistic theories of motivation 

from Maslow’s hierarchy of needs.  Humanistic theory sees behaviour as determine by learned 

habits, people as rational beings, free to make their own choices/ decisions about how to live 

their lives and to be motivated to maximise freedom and also to achieve personal growth and 

to interprets their experience (Ryan & Deci, 2005). Huitt (2006), examined humanistic theory in 

five objectives to education in work place as to promote autonomy, develop responsibility, 

challenging task, develop creativity and curiosity and expressing interest inartistic endeavours 

(Aanstoos, Serlin, & Greening,2000). Humanistic theory affirms a person’s self –needs. That the 

main property of humanistic theory is the personal goals/needs of the employees. Similarly job 

enrichment characteristics theory gives the workers the opportunity to do challenging task, 

offers more autonomy and freedom in executing the related responsibility and adds variety and 

challenge to an employee’s daily routine, an enriched job renders self-fulfillment, actualization 

and contentment of meaningful job, which leads to three psychological conditions: experience 

of meaningfulness, the experience of responsibility for outcomes and feedback or knowledge of 

results which results to change in behaviour such as employee satisfaction, involvement, 

motivation, commitment and performance (Lawler, 2003). The theory provides a set of 

implementing principles for enriching jobs in an organization setting which proposed a model of 

five core job characteristics-skill variety, task significance, task identity, autonomy, feedback 

that affects commitment ( Parker & Ohly, 2008; Hackman & Lawler, 1971). 
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2.3.2  Social Cognitive Model of Career Development 

This theory posits that goals influence behaviors of the individuals to career outcomes (Crocitto, 

et al., 2005). The model mentions that individuals develop expectations of career success 

through social support systems like mentoring. Expectations are categorized into three 

dimensions; career achievement (reputation, learning from role), career development 

(promotion, growth opportunities), and career balance (work–family balance and well-being; as 

inferred in (Huselid, 1995). The learning support offered influences the individual’s expectation 

of career success which in turn influences the individual’s beliefs about his ability and finally the 

outcomes of career decision making and goal attainment (Mullins, 2000).  This theory posits 

that an ability to learn and be focused on the goals encourage developmental relationships 

including mentoring. The ability to be goal oriented is a stable trait (Rousseau & Shperling, 

2003) and the individual seeks to develop himself by striving to learn and focus his efforts on 

developing his abilities (Cummings, 2004) by being optimistic, hopeful and persistent, (Mitchell 

& Lee, 2001).  

 

The preceding   literature reviewed shows the relationship between employees   job 

satisfaction and growth of the firms which is depicted in the diagram below.  
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Source : ( field survey, 2019). 

The concept of job satisfaction has been developed in many ways by many different 

researchers and practitioners. Some ancient researchers defined it as simply how content an 

individual is with his or her job; whether he or she likes the job or not. It is assessed at both the 

Job satisfaction 

Growth of the firm 
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global level, (whether or not the individual is satisfied with the job overall), or at the facet level 

(whether or not the individual is satisfied with different aspects of the job).  

 

A more recent definition of the concept of job satisfaction is from Hulin and Judge (2003), who 

have noted that job satisfaction includes multidimensional psychological responses to an 

individual’s job, and that these personal responses have cognitive (evaluative), affective (or 

emotional), and behavioral components. Job satisfaction scales vary in the extent to which they 

assess the affective feelings about the job or the cognitive assessment of the job. Affective job 

satisfaction is a subjective construct representing an emotional feeling individuals have about 

their job. Hence, affective job satisfaction for individuals reflects the degree of pleasure or 

happiness their job in general induces. Cognitive job satisfaction is a more objective and logical 

evaluation of various facets of a job. Cognitive job satisfaction can be one-dimensional if it 

comprises evaluation of just one facet of a job, such as pay or maternity leave, or 

multidimensional if two or more facets of a job are simultaneously evaluated. Cognitive job 

satisfaction does not assess the degree of pleasure or happiness that arises from specific job 

facets, but rather gauges the extent to which those, job facets are judged by the job holder to 

be satisfactory in comparison with objectives they themselves set or with, other jobs. While 

cognitive job satisfaction might help to bring about affective job satisfaction, the two constructs 

are distinct, not necessarily directly related, and have different antecedents and consequences. 

Job satisfaction can also be seen within the broader context of the range of issues which affect 

an individual’s experience of work, or their quality of working life. Job satisfaction can be 
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understood in terms of its relationships with other key factors, such as general well-being, 

stress at work, control at work, home-work interface, and working conditions.  

2.4 Promotion and Job Satisfaction 

 Promotion can be used as an incentive tool. It is a way of rewarding the employees for meeting 

the organizational goals thus it serves as a mean of synchronizing organizational goals with 

personal goals. According to Rosen (1982) the deciding factor for the position of any individual 

in the hierarchy is his talent, higher the level of talent in any individual higher will be his 

position in the hierarchy. Promotion has its importance due to the fact that it carries with it a 

significant change in the wage package of an employee (Murphy, 1985). Thus, a raise in salary 

indicates the value of promotion (Baker et al., 1994). The impact of wage raise, a result of 

promotion, is found to be more significant than fixed income on job satisfaction (Clark & 

Oswald 1996). According to Shields and Ward (2001) the employees who are dissatisfied with 

the opportunity available for promotion show a greater intention to leave the organization. 

Pergamit and Veum (1999) established that greater the chances of promotion higher will be the 

job satisfaction of employees. Apart from job satisfaction, the employee satisfaction is 

determined by satisfaction with promotion. When employees perceive that there are golden 

chances for promotion they feel satisfied for the respective place in the organization (De Souza, 

2002).  Mitchell and Lasan (1987) stated that job satisfaction has gained wider importance in 

organizational behavior field. Luthans (1998) discussed job satisfaction in a three dimensional 

perspective. Firstly he postulated that job satisfaction is a feeling it cannot be measured as a 

tangible entity. Secondly, he stated that employee expectations, of being rewarded for the 

efforts made for the organization, can serve as a determinant of job satisfaction. Thirdly, he 
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declared that several job characteristics like pay, promotion and work itself are the attitudes 

which can be related to job satisfaction.  

2.5  Salary and Job Satisfaction  

The relationship between salary level on worker satisfaction is well established (Herzberg, 

Mausner, Peterson, & Capwell, 1957), though not without complexity. For example, gender has 

been shown to influence the relationship between pay and work satisfaction (Hulin & Smith, 

1965). Researchers have posited a causal relationship between salary and job satisfaction 

whereas increased salary results in increased job satisfaction (Fried & Ferris, 1987). Apart from 

challenging job there are certain demographic factors which contribute to enhancing the 

satisfaction level of employees (Orpen & Bonnici, 1990). A satisfied employee is more 

committed and can be retained on the organization for a longer period, thus enhancing the 

productivity of the company (Bravendam, 2002). According to them the Herzberg Two Factor 

Theory, both Hygiene and Motivation factors are linked with each other, as Hygiene factors 

move employee from Job dissatisfaction to No Job dissatisfaction, whereas motivation factors 

moves employees from no job dissatisfaction to job satisfaction (Herzberg et al., 1957). Walter, 

Humphrey and Cole (2012) developed a model on job satisfaction by integrating economic 

variables and work environment variables to study the reaction of employees in hazardous 

work environment with high monetary benefits and non-hazardous work environment and low 

monetary benefits. 

2.6 Conducive environment and job satisfaction 

Work has been done to understand the relationship between work environment and job 

satisfaction all around the world in different contexts over the years. The study is gaining more 
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and more importance with the passage of time because of its nature and impact on the society. 

Baah and Amoako (2011) described that the motivational factors (the nature of work, the sense 

of achievement from their work, the recognition, the responsibility that is granted to them, and 

opportunities for personal growth and advancement) helps employees to find their worth with 

respect to value given to them by organization. Further, this can increase motivational level of 

employees which will ultimately raise internal happiness of employees and that the internal 

happiness will cause satisfaction. Hygeine factor can only cause external happiness but they are 

not powerful enough to convert dissatisfaction into satisfaction but still its presence is too 

much important. The study showed that different psychosocial and work environment variables 

like work place, social support has direct impact on job satisfaction and that increase in rewards 

does not improve the dissatisfaction level among employees. The supervisors’ availability at 

time of need, ability to interlink employees, stimulate creative thinking and knowledge of worth 

of open mindedness in view of workers, and ability to communicate with employees, are the 

basic supervision traits. Results revealed that with good and effective supervision, employees’ 

satisfaction level was high whereas with poorer communication ability, dissatisfaction level 

among employees was high (Schroffel, 1999). Another study by Catillo & Cano (2004) on the job 

satisfaction level among faculty members of colleges showed that if proper attention is given 

towards interpersonal relationships, recognition and supervision, the level of job satisfaction 

would rise. Bakotic and Babic (2013) found that for the workers who work under difficult 

working conditions, working condition is an important factor for job satisfaction, so workers 

under difficult working conditions are dissatisfied through this factor. To improve satisfaction of 

employees working under difficult working conditions, it is necessary for the management to 
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improve the working conditions. This will make them equally satisfied with those who work 

under normal working condition and in return overall performance will increase. A study in 

telecom sector by Tariq et al (2013) revealed that there are different variables like workload, 

salary, stress at work place and conflicts with family due to job leads an employee towards 

dissatisfaction that further 

2.7 Summary of Findings 

In summary, the above studies found that there is strong relationship between promotion, salary, 

conducive environment and job satisfaction. According to Shields and Ward (2001) the 

employees who are dissatisfied with the opportunity available for promotion show a greater 

intention to leave the organization. Pergamit and Veum (1989) established that greater the 

chances of promotion higher will be the job satisfaction of employees. Indeed, Mohanty (2007) 

found that a positive attitude, which may arise from job satisfaction, among other factors in one’s 

life, helps one earn more money. In either case, job satisfaction and salary are shown to have a 

general and positive relationship. Study by Schroffel (1999) showed that different psychosocial 

and work environment variables like work place; social support has direct impact on job 

satisfaction. Results revealed that with good and effective supervision, employees’ satisfaction 

level was high whereas with poorer communication ability, dissatisfaction level among 

employees was high. 
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CHAPTER THREE  

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter contains the methodology employed for the purpose of this study, such as 

research design, population of the study, sample size, sampling techniques, data collection 

instrument, validations and reliability of instrument. 

 
3.2  Research Design 

The study employs a descriptive survey research design . This research design determines and 

reports the way things are ( mugenda and mugenda 2003). It has enough provision for 
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protection of bias and maximizes reliability (Kothari 2007).  Descriptive survey research is a 

method of obtaining information by interviewing or administering of questionnaire to a sample 

of individual (Orodho ,2003). 

 
3.3 Population of the Study  

The study population for the work includes all staff in the three business enterprises in Bauchi 

metropolis.  

Table 3.1:  Staff of the three Organizations 

S/N Names of Organization  Number of Staff 

1 Ramadan Press  110 

2 Obuna Royal Hotel  70 

3 Zenith Water 70 

 Total  250 

Source: Field Survey 2018 

3.4 Sample Size and Sampling Techniques 

                   The sample size for this study is 250 of the work force mention above in Bauchi state. 

This was arrived through survey and statistics taken from the companies. The sampling 

techniques made use of the total population since the population size is not large for the 

purpose of this research work. 

 
3.5 Instrument for Data Collection 

The data employed for the research work was obtained specifically from two sources namely; 

Primary and Secondary sources, (a) Primary sources: Primary data are those sourced from 
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personal interview, observation and use of questionnaire. The primary data used for this study 

was the questionnaire.   

 (b) Secondary sources: The secondary sources involve the use of existing but related data, 

which were produced by earlier researchers for the purpose of contributing their quota to the 

problem under study. The secondary data for this study include journal, magazines, periodical, 

text books and internet.  

 
3.6  Validity of the Research Instrument  

Validity entails that the questionnaire is structured in a manner that the answers provided 

achieves the objective of the study. My supervisor and other experts in the field confirmed the 

validity of the instrument.  

3.7 Reliability of the Research Instrument  

The research observed from the pretested questionnaire that most of the responses on the 

questionnaire were consistently, showing a high level of correlation. This is the test-retest 

method of reliability. 

3.8 Method of Data Analysis   

The primary data collected for this study were first grouped according as response, and 

presented using percentage and tables.  Simple percentages were used in the presentation of 

some aspects of the data collected. After the preliminary presentation and analysis, chi-square 

statistic was used to test the hypotheses formulated for this study. The procedure for using chi-

square (x2) analytical method is as show below. 

𝑥! = ∑(		𝑂𝑖 − 𝐸𝑖) 
       

              E𝑖 
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Where oi = observed frequency 

 Ei = expected frequency 

O - ei = N - total frequency  

Degree of freedom (D.f) = (Number of rows - 1 x number of column - 1). 
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CHAPTER FOUR 

DATA PRESENTATION AND ANALYSIS 

4.1 Introduction  

This chapter deals with the report and analysis of data obtained from the research 

questionnaires. This analysis is solely based on the responses from the questionnaire which are 

relevant to the objective of the study. The chapter will also test the formulated hypotheses 

with the relevant sections of the questions to find out whether such proposal will be accepted 

or rejected.  

 

Table 4.1: Questionnaire Distribution 

Name of Firms Number Distributed Number 
Returned 

Returned 
Not 

Ramadan-Press 110 105 5 

Obuna Royal hotel 70 66 4 

Zenith Water 70 64 6 

Total 250 235 15 

Source: Field Survey, 2018 

In the table above, 250 questionnaires were distributed, 235 was returned and 15 was not 

returned. 

 

 

 

 



 

24 
 

 

 

4.2     Analysis of Questionnaire 

Table 4.2: Job Satisfaction and Organizational Output 

Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
Yes 90 85 45 68 40 62 175 74 

No 5 5 10 15 10 16 25 11 

Not Always 10 10 11 37 14 22 35 15 

Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 

 
The table above indicates that out of 235 respondents from these firms, 175 (74%) said that job 

satisfaction produces an increase of output, 25 (11%) respondents said No, that job satisfaction 

does not produce an increase of output while 35 (15%) said not always. 

 

Table 4.3: General Working Condition 

Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
Satisfactory  100 95 50 76 55 86 205 87 

Unsatisfactory  1 1 6 9 2 3 9 4 

Just good  3 3 10 15 7 11 20 9 

Bad  1 1 - - - - 1 - 
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Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 

 

Result shows that out of 235 respondents from these firms, 205(87%) said that good working 

condition determines the level of satisfaction which an employee will have, 9(4%) said with 

good working condition, workers still remain under-satisfactory, which 20(9%) said 

environment produce just good satisfaction and I said working condition has nothing to do with 

satisfaction. 

Table 4.4: Effect of Increase in Salaries 

Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
More 

productive   

86 82 56 85 50 78 192 82 

Just satisfied  14 13 8 12 10 16 32 14 

Unchanged  5 5 2 3 4 6 11 4 

More 

productive  

86 82 56 85 50 78 192 82 

Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 

From the above table, out of 235 respondents, 192 (82%) said the effect of increase in salaries 

make them to be more productive, 32(14%) said just satisfied which 11(14%) said that the 
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increase of salaries has nothing to add that they remain unchanged, when there is increase in 

salary. 

Table 4.5: Gain of Employer from Job Satisfaction Organisation 

Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
Yes  105 100 66 100 64 100 235 100 

No  - - - - - - - - 

Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 

From the table above, the researcher discovered that the entire staff of the three organizations 

under study believed that their employers will gain a lot if their staff are satisfied. 

 
Table 4.6: Gain of the Employer Organizations 

Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
Increased 
performance 
and productivity 

60 57 30 45 40 63 130 55 

Dedicated staff  10 10 5 8 4 6 19 8 

Loyalty and 
obedience to 
employer   

20 19 5 8 6 9 31 14 

Achievement of 
establishment 
goal  

15 14 26 25 14 22 55 23 

Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 
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This table indicates that the staff of the organizations under research, out of 235 respondents, 

130(55%) said that employers' gain through increased performance and productivity, 19(8%) 

said dedicated staff, 31(14%) said that it attracts loyalty and obedience to employer while 

55(23%) said that employers’ gain through achieving the organizational goal. 

Table 4.7: Staff-Boss Relationship 

Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
Cordial  90 86 55 83 60 94 205 87 

Bossy 15 14 11 17 4 46 30 13 

Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 

The table above indicates that out of 235 respondents from the firms under study 205(87%) 

said that there is cordial relationship that exist between the staff and Boss of these 

organizations while 30(13%) said that Bossy relationship exist. 

 
Table 4.8: Workers Opinion Above his Organizational Job 
Responses Ramadan Press Obuna Royal 

Hotel 
Zenith Water Total 

 Freq % Freq % Freq % Freq % 
It is boring and 
monotonous    

20 19 7 11 5 8 32 14 

It is exciting  70 67 50 76 45 70 165 70 

It is frustrating  6 6 3 4 5 8 14 6 

It is depressing  5 5 4 6 6 9 15 6 

I feel unconcern  4 4 2 3 3 5 9 4 

Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 



 

28 
 

From the table above, it shows that out of 235 respondents from the study organization, 

32(14%) said that the content of the job is boring and monotonous which result to 

dissatisfaction among workers but 165(70%) said that the content of their job is exciting which 

produce job satisfaction, 14(6%) respondents said that it has frustrating content which lead to 

lack of interest, while 15(6%) said depressing and 9(4%) said that they feel unconcerned about 

their job because they lack satisfaction on their job. 

 

 

 

 

 

Table 4.9: Positive Communication Process 

Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
Yes  95 90 55 83 60 94 210 89 

No  10 10 11 17 4 6 25 11 

Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 

 
The table above shows that out of 235 respondents, 210 (89%) said that positive 

communication contributes to job satisfaction, while 25(11%) said No that positive 

communication has nothing to contribute to job satisfaction. 

 
Table 4.10: Promotion of Staff Organization 
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Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
Agreed    98 93 60 90 59 92 217 92 

Uncertain  2 2 3 5 1 2 6 3 

Disagreed  5 5 3 5 4 6 12 5 

Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 

The table above shows that out of 235 respondents, 217(92%) said that promotion of staff in 

their organization attract job satisfaction, 6(3%) said they are uncertain about promotion being 

a tool for job satisfaction which 12(5%) respondents said that they disagreed that promotion 

contribute to job satisfaction. 

 

 

 

Table 4.11: Causes of Dissatisfaction in Organizations 

Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
Poor pay package  50 48 20 30 30 47 100 43 

Does not 
enhance any 
social recognition  

40 38 30 46 10 16 80 34 

Unconducive 
environment  

15 14 16 24 24 37 55 23 

Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 
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The table above shows that out of 235 respondents of the firms under study, 100(43%) said 

that what causes dissatisfaction is poor pay package, 80(34%) said that there is no social 

recognition while 55(23%) said lack of conducive environment contribute the dissatisfaction 

among workers. 

 
Table 4.12: Employees Involvement in Decision making Organisation 

Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
Yes  100 95 40 61 30 47 170 72 

No  5 5 26 39 34 53 65 28 

Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 

The table above indicates that out of 235 respondents, 170(72%) said that employees’ 

involvement enhances job satisfaction among worker while 65(28%) said No, it does not 

enhance job satisfaction.  

   
 

Table 4.13: Position in your Organization 

Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
Junior worker   80 76 48 73 50 78 178 76 

Middle/supervisor  15 14 12 18 10 16 37 15 

Senior level  10 10 6 9 4 6 20 9 
Total 105 100 66 100 64 100 235 100 
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Source: Field Survey, 2018 

 
The table shows that in the firms under study out of 235 respondents 178(76%) are junior 

workers, 37(155) are middle/supervisors while 20(9%) are senior level manager.  

Table 4.14:  Age Bracket (Organization)  

Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
20 - 30  30 29 40 61 30 47 100 43 

31 – 40  40 38 10 15 18 28 68 29 

41 – 50 25 24 9 14 10 16 44 18 

51 – 60 10 9 7 10 6 9 23 10 

Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 

 
The table show that out of 235 respondents, 100(43%) fall within the bracket of 20-30, 68(29%) 

fall within 31-40, while 44(18%) fall within 41-50 and 23(10%) fall within 51-60. 

 

 

 

Table 4.15: Educational Qualification 

Responses Ramadan Press Obuna Royal 
Hotel 

Zenith Water Total 

 Freq % Freq % Freq % Freq % 
SSCE  10 10 30 45 20 31 60 26  

OND 30 29 20 29 10 16 60 26 
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BSc/HND  60 57 10 16 30 47 100 42 

MSc  5 4 6 10 4 6 15 6 

Total 105 100 66 100 64 100 235 100 

Source: Field Survey, 2018 

 
The table above indicates that out of 235 respondents from firms, under study, 60(26%) have 

SSCE as qualification. 60(26%) have OND, 100(42%) have B.Sc/HND as qualification while 

15(6%) have M.Sc as qualification. 

 
4.3  Hypotheses Testing 

To test the hypothesis listed in chapter one (Ho1, Ho2, Ho3) the research will use chi square 

distribution in all the test, the researcher will utilizes 95% (0.05) significant level. 

 
Decision Rule 

If X2C > X2t, reject Ho accept H1 

 
Testing of Hypothesis One 

Ho: There is no significant relationship between promotion and job satisfaction amongst 

staffs in Bauchi metropolis. 

H1:  There is a significant relationship between promotion and job satisfaction amongst 

staffs in Bauchi metropolis. 

  
Table 4.16: Table showing the relationship between promotion and job Satisfaction 

 Promotion 
Job  
satisfaction  

 Salary 
increment 

New office Office job 
security 

Total 
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new 
Increase in output     95 54 40 189 

Punctual at work  10 12 24 46 

Total  105 66 64 235 

 

Expected frequency =  Row total x Column total  
Grand total 

Cell  =  E1   

 

Cell  =  E2   

 

Cell  =  E3   

 

Cell  =  E4   

 

Cell  =  E5   

 

Cell  =  E6   

 

Chi-square (X2) calculation 

O E O-E O-E2 O-E2 
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95 84 11 121 1 

54 53 1 1 0 

40 51 -11 12 2 

10 20 -10 100 5 

12 13 -1 1 0 

2 13 11 121 9 

    17 
 

Degree of freedom 

df=(m – 1) (n – 1)  

df = (3 – 1) (2 – 1) 

df = 2x 1 = 2 

Test at 95% (0.05) significance  

Calculated chi-square = x2c = 17  

Tabulated chi-square = x2t = 5.991 

 
Decision Rule 

We reject the Ho and accept H1 

Conclusion 

Since x2c is 17 and x2t is 5.991. It follows that x2c > x2t and therefore we reject the null 

hypothesis and accept the alternative hypothesis. This proves that there is relationship 

between promotion and job satisfaction. 

Hypothesis Two 
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Ho:  There is no significant relationship between salary and job satisfaction amongst staffs in 

Bauchi metropolis. 

Hl:  There is a significant relationship between salary and job satisfaction amongst staffs in 

Bauchi metropolis. 

   
Table 4.17: Table showing the relationship between salary and job satisfaction 

 Salary  
Job  
satisfaction  

 Productive  Satisfied  Committed  Total 
Increase in output     95 54 40 189 

Punctual at work  10 12 24 46 

Total  105 66 64 235 

 
Expected frequency =  Row total x Column total  

Grand total 

Cell  =  E1   

 

Cell  =  E2   

 

Cell  =  E3   

 

Cell  =  E4   

 

Cell  =  E5   
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Cell  =  E6   

 

Chi-square (X2) calculation 

O E O-E O-E2 O-E2 
E  

90 80 10 100 1 

40 50 10 100 2 

50 49 -1 1 0 

15 25 10 100 4 

26 15 11 121 8 

14 15 1 1 0 

    15 
 

Degree of freedom 

df=(m – 1) (n – 1)  

df = (3 – 1) (2 – 1) 

df = 2 x1 = 2 

df = 2 

 
Test at 95% (0.05) significance  

Calculated chi-square = x2c = 17  

Tabulated chi-square = x2t = 5.991 

Decision Rule 
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We reject the Ho and accept H1 

Conclusion 

Since x2c is 15 and x2t is 5.991. It follows that x2c > x2t and therefore we reject the null 

hypothesis and accept the alternative hypothesis. This proves that there is relationship 

between salary and job satisfaction. 

 
Hypothesis There 

Ho:  There is no significant relationship between conducive environment and job satisfaction 

amongst staffs in Bauchi metropolis. 

Hl:  There is a significant relationship between conducive environment and job satisfaction 

amongst staffs in Bauchi metropolis. 

 
Table 4.18: Table showing the Contribution of Conducive Environment on job satisfaction 

 Conducive Environment   
Job  
satisfaction  

 Committed  Satisfied  Productive  Total 
High  85 40 50 175 

Low  20 26 14 60 

Total  105 66 64 235 

 

Expected frequency = Row total x Column total  
Grand total 

Cell  =  E1   

 

Cell  =  E2   
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Cell  =  E3   

 

Cell  =  E4   

 

Cell  =  E5   

 
Chi-square (X2) calculation 

O E O-E O-E2 O-E2 
E  

85 78 7 49 1 

40 49 9 81 2 

50 47 3 9 0 

20 27 7 49 1 

26 17 9 81 5 

14 16 2 4 0 

    9 
 

Degree of freedom 

df=(m – 1) (n – 1)  

df = (3 – 1) (2 – 1) 

df = 2 x1 = 2 

 
Test at 95% (0.05) significance  
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Calculated chi-square = x2c = 17  

Tabulated chi-square = x2t = 5.991 

Decision Rule 

We reject the Ho and accept H1 

 
Conclusion 

Since x2c is 9 and x2t is 5.991. It follows that x2c > x2t and therefore we reject the null hypothesis 

and accept the alternative hypothesis. This proves that conducive environment contribute to 

job satisfaction. 

  



 

40 
 

CHAPTER FIVE 

SUMMARY OF MAJOR FINDINGS, CONCLUSION AND RECOMMENDATION 

5.1 Introduction 

This chapter summarized the main findings of the study. The arrangement for the 

presentation being guided by the hypotheses, conclusion, recommendations contribution to 

knowledge and the suggestions for further study also pointed out.  

5.2       Summary of major Findings 

Hypothesis one, which state, that there is no significant relationship between promotion and 

job satisfaction, was rejected. From the test of hypothesis, it showed that there exists a 

significant relationship between promotion and job satisfaction. This therefore point to the fact 

that most business enterprises use promotion to induce job satisfaction among their 

employees. 

Hypothesis two which states, that salary does not have a relationship for job satisfaction was 

rejected. The calculated chi square (x2c = 15) was greater than the table or critical chi-square 

(x2t = 5.911). The null hypothesis (Ho) was rejected and the alternative hypothesis was 

accepted which states that salary has relationship with job satisfaction.    

Hypothesis three which states that conducive environment does not contribute to job 

satisfaction was not accepted. The test established that conducive environment contributes to 

job satisfaction, which applied that managers should made their working environment 

conducive.  

 
Other findings are: 
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i. Employees in three selected business enterprises are poorly motivated, and this affects 

the level of their output. 

ii. They are faced with the problem of working under unconducive environment, this cause 

most employee not to put in their best. 

iii. It was also discovered that staff- Boss relationship boost job satisfaction.  

iv. Business owners don't understand the impact of increase in salaries, based on that, they 

don't see the need for increase in the salary. 

v. As found in this study, employees are not fully involved in decision making. 

 
5.3       Conclusion of the Study 

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

enterprises growth. Having gone through the whole length of data analysis, hypothesis testing 

and summary, the following conclusions are hereby draw; 

i. That there is a significant relationship between promotion and job satisfaction. 

ii. That there is a significant relationship between salary and job satisfaction. 

iii. That there is a significant relationship between conducive environment and job 

satisfaction. 

5.3.1 Implication of the Study 

The study implies that any business that fails to promote it employee, provide them with 

good pay and creates a conducive working environment, is bound to fail as this will make 

the employee to be dissatisfied with the job and give less to goal achievement. Hence, 

there should be improvement in routines, procedures and processes employed to make 

employees satisfied with their jobs.  
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5.4 Recommendations 

If the benefits of job satisfaction are to be achieved and if it is to make its fullest impact in 

increasing growth in business enterprises like other firms that induce job satisfaction among 

their employees. It will be necessary to make the following recommendation; 

1.  Business owners should see increase/prompt payment of salaries as a motivation factor, 

that can increase Business growth in the organization. 

2.  Business owners should use employee inputs as criteria for promotion of workers. 

3.  Business owners should make the working environment conducive, so that the workers, 

can see their working environment as their second home. 

4. Business owners should adopt management by objective in which employee should be 

part of decision making of the organization so that all hands will be on deck. 

5.  Working conditions should be improved and sustained to enhance performance.  

6.  Management should be sensitive to the difference in needs and values among the 

employee. Every individual is unique and will respond differently to attempts to motive 

him or her. 

7.  Management should be sensitive to employees’ complaints about low pay and 

unchallenging work. Too often management delude them into thinking that employees’ 

dissatisfaction can be lessened by painting work area, piping in music, giving out a few 

more words of praise, or giving people longer work breaks. 

5.5 Contribution to Knowledge 

The study contributes to knowledge by vividly showing the relationships that exist 

between the employees’ job satisfaction and business enterprises growth  
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5.6 Suggestion for Further Studies 

Future research in this area need to incorporate establishment of national and regional 

government policies that promote employees’ job satisfaction among the selected businesses, 

besides widening the scope and sample size of the study and other aspects relating to 

promotion, salary, and conducive environment. The present study has relied largely on primary 

data and is therefore not enriched by the secondary which would have enabled the study to 

provide a more in depth view of the subject matter. Therefore, secondary data need to be also 

included in future to complement primary data and to provide wider perspective to the present 

study. The study has not exhaustively or comprehensive examined the impact of employee’s 

job satisfaction on the growth of selected businesses as it only examined promotion, salary and 

conducive environment hence there is need for future research to widen the study by including 

more study variables. 
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Dear Sir/Ma, 

QUESTIONNAIRE ON IMPACT OF EMPLOYEE JOB SATISFACTION ON THE GROWTH OF SOME 
SELECTED BUSINESSES IN BAUCHI METROPOLIS 
 

I am a student of Salem University, Lokoja undertaking a study on the “Impact of Employee Job 

Satisfaction on the Growth of Some Selected Businesses in Bauchi Metropolis”. I seek your 

assistance in filling/ answering the attached questionnaire. 

 

The questionnaire is purely for academic purpose as it is one of the requirements for the award 

of Master’s degree. Kindly note that any information given shall be treated with utmost 

confidentiality. 

 

Thank you. 

 

Yours faithfully, 

 

Margaret Olayinka Olagoke 

 

 

QUESTIONNAIRE 

1. Name:...................,.......................................................... 

2. Does job satisfaction contributes to your organizational output? (a) Yes ( ) (b) No ( ) 

3. How do you feel about your working environment? 
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(a) Satisfactory ( ) (b) unsatisfactory ( ) (c) Just good ( ) (d) bad 

4. What are the effect of an increase in salary of your organisation? 

 (a) More productive ( ) (b) just satisfied ( ) (c) Unchanged 

5. There is gain derived by the employer if job satisfaction exist? 

(a) Strongly Agree  ( ) (b) Agree   ( )   (c) Disagree (  ) (d) Strongly Disagree(  ) 

6. What are these gains the employer has? 

(a) Dedicated staff ( ) (b) loyalty or obedient to employer ( ) 

(c) Achievement of established goal ( ) 

7. What is the nature of relationship that exist between the managers and subordinate in your 

organization? (a) Cordial ( ) (b) Bossy ( ) 

8. What do you have to say about the content of your job? 

(a) It is boring and monotonous (  )   (b) It is exciting (   ) (c) It is frustrating (  ) (d) It is 

depressing(  ) 

9. Does positive communication contribute to job satisfaction? (a) Yes (   ) (b) No (   ) 

10. Do promotion contribute to job satisfaction? (a) Yes () (b) No (   ) 

11. What are the causes of dissatisfaction in your organisation?  

(a) Poor pay package (   )   (b) Lack of social recognition (  ) (c) Unconducive environment  (  ) 

12. Do employees involve in decision making in your organisation? (a) Yes  (  ) (b) No (  ) 

13. What is your position in your organisation? 

(a) Junior worker ( ) (b) middle supervisor (  ) (c) senior level (  ) 

14. Your Age bracket? 

(a)20-30(   ) (b)31-40(  )   (c)41-50(   )       (d)51-60(  ) 
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15. Academic qualification 

(a) SSCE/GCE (   )   (b) OND (   )   (c) B.Sc/HND (  )   (d) M.Sc/MBA (   ) 

 

 

 


