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Abstract - Research previously found a direct relationship between 

job satisfaction (JS) and employee job performance (JP). 

However, the literature reveals that the influence of intervening 

variables such as employee subjective well-being (SWB) might 

have an impact on job satisfaction and job performance 

relationship. Broaden-and-build model as the theoretical base, a 

conceptual model was developed where SWB moderates the 

relation between JS and JP. One unique addition of the study is the 

introduction of Necessary Condition Analysis (NCA). Three 

hundred and ninety-five teachers working for private engineering 

institutions participated in the study. Results revealed that teachers 

job satisfaction predicts job performance directly and also through 

subjective well-being. It show that more satisfied teachers are 

more likely to show increased job performance when they are 

experiencing low level and a moderate level of subjective well-

being. NCA scatterplots and bottleneck analysis prove the 

necessity of JS and SWB to predict JP. 
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I. INTRODUCTION 

The business environment across the globe has become 

dynamic like never before. Fast-growing, unpredictable, 

cut-throat competition are a few of its hallmarks. It has 

become inevitable for organizations to search for employees 

who can exhibit proactive behaviour under such unique 

circumstances. These proactive employees are now a 

lifeline for many organizations; it is particularly true, 

referring to knowledge-intensive sectors, which includes 

educational institutions as well. To meet its end, if 

organizations continue to keep track only on the production 

side of the organization while ignoring individual                                                                               

requirements might push employees in the doldrums. Such 

a situation can have a significant impact on the emotions of 

the employees. Consistent with this intuition, the overall 

balance of employees' positive and negative emotions can 

contribute to their well-being (Diener et al., 1991). Many 

different terms are used in the psychology literature to 

describe well-being. However, “Psychological well-being" 

is the complete term. It includes "Subjective well-being", 

which is how individuals evaluate or appraise their own 

lives. Behavioral scientists have derived 'subjective well-

being' (SWB) from the factors that made employees 

experience their lives in positive versus negative ways. 

Scholars in the field of SWB reiterated that the employees' 

evaluations of their lives are essential phenomena and 

should be considered as an aspect of a good life. They also 

had indicated that SWB is beneficial for demonstrating 

citizenship behaviour, work performance, and resilience 

(Diener et al., 2018). Work performance is the variable 

which has received wide attention in the management 

research literature, and it is the need of the hour for any 

organization in this competitive world.  

An educational set-up, such as an educational institution 

or university, can be classified as an organization 

established to attain specific goals defined by its boundaries 

(Thomas, 2004). Like any other organization, educational 

institutions or universities are unique in their identity, the 

rules by which they function, and forms of interaction they 

display and decision-making processes (Kumar, 2011). 

Hence, educational institutions/Universities offer us to 

study them as organizations. The success of any 

institution/University to a greater extent depends on the 

quality of the teacher and his/her teaching abilities. 

However, there is no doubt, infrastructure facilities will 

definitely help in the teaching and learning process, but a 

teachers’ role is more prominent. Many scholars had 

already proved the connection between job satisfaction and 

the teachers' job performance. What is needed more is the 

role of intervening variables that can explain the teaches job 

satisfaction and job performance relationship to a greater 

extent. The intervening variables could be such as teachers’ 

well-being or head of the institutions' support etc. Basically, 

those variables which are part of his/her work environment. 

This study is designed to verify the role of teachers’ 

subjective well-being on the relationship between teachers’ 

job satisfaction and job performance. One more addition of 

this study is Necessary Condition Analysis (NCA). The 

procedure and the utility of NCA are discussed graphically 

in the methodology section. The subsequent sections of the 

papers will give us the chronology of the research process 

followed.  
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II. LITERATURE REVIEW 

Lyubomirsky et al. (2005) have found that the 

employees who experience high in positive feelings and job 

satisfaction exhibit higher performance than their unhappy 

colleagues/co-workers. Hence, job attitudes have 

importance beyond consideration, and the most widely 

investigated job attitude is job satisfaction. Perhaps it is the 

most extensively researched topic in organizational 

psychology research domain (Judge & Church, 2000). Job 

satisfaction occupies a prominent position in many theories 

and models of individual attitudes and behaviours, and this 

is because job satisfaction research has practical 

applications for the enhancement of own lives as well as 

organizational effectiveness. (Eid & Larsen, 2008). A 

satisfied employee with his/her overall job situation, 

accompanied by a high level of positive feelings and 

happiness could be a game-changer in terms of overall 

organizational effectiveness and individual performance. 

Pfeffer and Jeffrey (1998) have expressed their faith that 

people-centred strategies would result in better performance 

of the employees and make a profit for the organizations. 

People-centred strategies focus on employee-friendly 

policies such as employment security, self-managed teams, 

and decentralization of decision making etc. they are a few 

feel-good factors among the employees. Thus, feel-good 

factors, in turn, play a catalyst role in elevating happiness, 

pleasure, or satisfaction that employees take from their 

work environment. According to Güney (2011, p. 12), job 

satisfaction is "the happiness and peacefulness employees 

feel when what they gain at the workplace meets their 

material and spiritual needs". For teachers, job satisfaction 

means pleasure, enjoyment, satisfaction, happiness and 

positive feelings towards his/her work (Uzun, & Ozdem, 

2017). 

Literature shows that there exists a positive relationship 

between job satisfaction and job performance (Demirhan et 

al., 2014). The job performance is a concept that expresses 

to what degree a goal has been achieved at a job. Job 

performance means work accomplishment or the degree of 

success demonstrated in any job (Demirtaş & Güneş, 2002). 

The teacher's job performance corresponds to how 

successfully a teacher fulfils assigned duties and 

responsibilities. 

An ample number of previous researches have indicated 

that job satisfaction is strongly and consistently related to 

subjective well-being. Researchers have postulated that the 

possible reason for such a relationship to spillover effect, 

wherein job experiences spill over onto life experiences, 

and vice versa (Eid & Larsen, 2008). Consistent with the 

spillover model, literature indicated that job and life 

satisfaction are moderately correlated (Tait et al., 1989). 

The subjective well-being (SWB) focuses on the degree to 

which an individual teacher judges, the overall quality of his 

or her life as a whole in a pleasant way (Kumar, 2020). 

Presence of positive emotional states among the teachers 

could accentuate worker performance and the quality of life 

(i.e., the happier the teachers are, the more productive they 

are). Thus, the ability to promote well-being rather than 

engender strains and mental illness is of considerable 

benefit not only to employees but also to the employer's 

bottom line (Russell, 2008). Because subjective well-being 

is related to performance, it is natural that the administrators 

of the educational institutions would want to strengthen the 

feelings of subjective well-being among their teachers. 

With this intuition in mind, the current study aims to 

investigate the impact of teachers’ job satisfaction on job 

performance. To understand the relationship entirely, the 

role of intervening variables for this relationship must be 

followed. Teachers’ subjective well-being is one such 

potential variable which can moderate the relationship 

between job satisfaction and job performance. A clue can 

be taken from the work done by Write and Cropanzano 

(2000), they have found the main effect association among 

job satisfaction, employee well-being and job performance. 

Based on such findings, Fredrickson and Losada (2005), in 

their broaden-and-build model suggested that satisfied and 

well-being employees are more likely to demonstrate better 

job performance when compared to less happy and less 

well-being employees. Fredrickson's model suggests that 

positive feelings, such as employee subjective well-being, 

will anyway have a positive influence on employee job 

performance, but can also provide theoretical support for 

the moderating effect of SWB (Kumar, 2017). Based on the 

above theoretical arguments, the following hypotheses were 

formulated: 

 

H1: There is a positive relationship between job satisfaction 

and job performance. 

H2: There is a positive relationship between job satisfaction 

and subjective well-being. 

H3: There is a positive relationship between Subjective 

well-being and job performance. 

H4: Subjective well-being will moderate the relationship 

between job satisfaction and job performance. 

 

 

Fig. 1 Conceptual Model. Note: H1 to H4 are the proposed hypotheses, + 

sign indicates a positive relationship, Arrow line indicates the direction of 
a causal relationship, Dash line indicates the moderating relationship, 

Rectangle shape represents the latent construct. 

III. METHODOLOGY 

The research setting for this empirical study is private 

engineering institutions located in the states of Telangana 

and Andhra Pradesh. The framework is all about exploring 

the direct impact of teachers’ job satisfaction and subjective 
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well-being on job performance and subjective well-being 

role as a moderator between job satisfaction and job 

performance. The model was developed on the premise that 

happy teachers are productive teachers. A teacher who is 

satisfied with overall life situations is expected to contribute 

to teachers’ job satisfaction and job performance  

 

relationship. The current model has its connection with the 

mushrooming of private engineering institutions in the last 

decade in the twin states. Umashankar and Dutta (2007) 

have mentioned in their findings that higher education is 

expanding, but mostly in an unplanned manner, without 

even minimum levels of checks and balances. If these 

private engineering institutions have to attain success, they 

need to stand tall among many other top performing 

engineering institutions of the country. Hence it becomes 

essential to understand and identify the process by which 

teachers’ job performance can be made useful. 

The study is based on a sample of 395 teachers working 

for various private engineering institutions of Telangana 

and Andhra Pradesh states of India. Random sampling 

method was adopted to collect the data. Sufficient care was 

taken to have sample representation from all the regions of 

the two states. Female respondents were 37.5 per cent and 

male teachers were 62.5 per cent. The average age of the 

respondents was 35.5 years. 

A. Conceptualization and Operationalization of Variables 

Job satisfaction was conceptualized as the extent of the 

positive affective orientation towards the job. Job 

satisfaction was measured by a scale developed by Jenkins, 

Nadler, Lawler, and Cammann (1975). The scale consisted 

of three items. Sample item included is, ‘I get a feeling of 

personal satisfaction in doing my job’. Subjective well-

being scale was about the overall judgment of life to 

measure the concept of life satisfaction. Subjective well-

being was measured by a five-item scale developed by 

Diener, Emmons, Larsen, and Griffin (1985). A sample 

item is, ‘In most ways, my life is close to my ideal’. The job 

performance questionnaire was validated in the context of 

the specific responsibility of employees during their work 

to evaluate the formal performance requirement for their 

job. To measure teachers’ job performance scale developed 

by Lynch, Eisenberger, and Armeli (1999) was used. This 

scale comprised nine items. A sample item included was, 

‘Employees perform tasks that are expected of them’. 

Response categories against each of the question for all the 

scales included in the study were on a five-point Likert level 

ranging from strongly disagree=1 to strongly agree=5. 

 

IV. FINDINGS AND RESULTS 

Data were subjected for screening to check missing 

values, unengaged responses, potential outliers, skewness, 

and kurtosis before proceeding for further analysis. Missing 

values for all the study variables were far less than five per 

cent, and hence series mean substitution method was 

adopted (Hair et al., 1998). Unengaged responses were 

deleted, there were no outliers, and the data were non-

skewed and non-kurtotic. Descriptive statistics were 

performed by using SPSS 20.0, causal inferences and 

moderation analysis were tested using SmartPLS 3.0. It is a 

variance-based structural equation modelling tool used to 

model latent variables and relationships between them 

(Henseler, 2017). 

 

 
TABLE 1 

Descriptive statistics such as mean and standard deviation, Reliability 

coefficients, Correlations among latent variables, Average variance 

extracted (AVEs) (diagonal values in italics) and Square root of AVEs 
(values in parenthesis) are shown. 

 

Variable Mean Standard 

Deviation 

(SD) 

Reliability 

(Cronbach’s 

Alpha) 

Composite 

Reliability 

JS JP SWB 

JS 3.99 .98 .88 .93 .81(.90)   

JP 3.95 .85 .90 .92 .71** .57(.75)  

SWB 3.77 .95 .87 .91 .68** .73** .66(.81) 

 
Note: All correlations are significant at ** p<.001; JS − Job Satisfaction, 
JP – Job Performance, SWB – Subjective Well-being. 

 

Reliability and validity are two important tests which 

ensure psychometric properties of the scales.  Reliability is 

the accuracy in measurements when the measurements are 

repeated. Usually, reliability is measured using Cronbach’s 

Alpha and Composite reliability. Measurements having 

realibility of .7 and above is considered to be acceptable 

(Fornell & Larcker, 1981). Validity refers to the capability 

to measure the right concept. Two important validity forms 

of validity are convergent and discriminant. Convergent 

validity refers to an indicator of a specific construct that 

converges towards a large portion of the variance that is in 

common. One way to verify this is to check AVE values 

higher than .5 (Hair et al., 1998). In this present study, AVE 

values were ranging from .57 to .81, and hence convergent 

validity is achieved. Discriminant validity refers to 

indicators within a construct are strongly associated with 

each other, but are distinct from other construct indicators. 

To determine discriminant validity, square roots of AVEs 

should be higher than the correlations between constructs. 

In this study, the square root of AVE values was ranging 

from .75 to .90 and was significantly higher than the 

correlations between constructs and hence, discriminant 

validity is also achieved (see table I). Apart from the 

validity and reliability, one more important concept to 

check is the multi-collinearity problem. High collinearity 

between two or more than two indicators can bias the 

results. Hence, indicators belonging to each construct were 

tested for such problems. Variance Inflation Factor (VIF) of 

3.3 or less suggests the absence of multi-collinearity and 
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high inter-associations among variables (Kock & Lynn, 

2012). For the present study, it was ranging from 1.66 - 

2.98. 

 

V. NECESSARY CONDITION ANALYSIS 

The present study uses Necessary Condition Analysis 

(NCA) to verify whether teachers job satisfaction and 

teachers’ subjective well-being are the necessary to predict 

teachers job performance. Researchers are of the opinion 

that the presence of necessary conditions may not ensure the 

outcome; however, without necessary conditions, the 

outcome does not exist (Dul, 2018). Hence, this study stands 

unique by performing NCA. Data was collected from 395 

teachers' working for private engineering institutions of the 

states of Telangana and Andhra Pradesh. NCA scatterplots, 

statistics, and bottleneck analysis had proven the necessity 

of one relationship for another. In NCA plot, the empty zone 

without observations is separated from the zone with 

observations by a straight ceiling line known as cr-fdh 

(ceiling regression with free disposable hull). The step 

ceiling line is ce-fdh (ceiling an envelope with free 

disposable hull). However, only cr-fdh values are 

considered for the study as they are less sensitive to outliers 

and measurement errors compared to ce-fdh values (Dul, 

2018). 

All three figures, 2, 3, and 4, have a space in the top left 

corner. This suggests the presence of necessary (but not 

sufficient) condition, that is, (Job satisfaction) JS and 

(Subjective well-being) SWB are necessary to determine 

Job performance (JP) (Dul, 2018). In table II, the effect size 

is .114 and .16 between JS and JP and SWB and JP, 

respectively. This means JS and SWB have a medium effect 

on JP (0<d<0.1 is a small effect, 0.1 to 0.3 is a medium 

effect and 0.3<d<0.5 is a large effect). Accuracy is well 

above 95%, which indicates that JS and SWB can predict 

JP. Higher outcome inefficiency (49.866%) renders the 

prediction of JP by JS less likely compared to SWB 

(25.254%). 
TABLE II 

NCA statistics for cr-fdh to predict JP 

Parameters JS SWB 

Ceiling zone 16.42 23.105 

Effect size .114 .160 

Accuracy 98.2% 97.2 

Condition inefficiency 54.512 57.067 

Outcome inefficiency 49.866 25.254 

Note: JS = Job satisfaction, SWB = Subjective well-being, and JP = Job 
performance 

 

 
Fig. 2 NCA Plot - Job Satisfaction and Job Performance. Note: X-axis 

represents Job satisfaction and Y-axis represents Job performance. 

 
Fig. 3 NCA Plot - Subjective well-being and Job Performance. Note: X-
axis represents Subjective well-being and Y-axis represents Job 

performance 

 

 
Fig. 4 NCA Plot - Subjective well-being and Job Performance. Note: X-

axis represents Job satisfaction and Y-axis represents Subjective well-

being  

 
TABLE III 

Bottleneck table for cr_fdh between JS (1), SWB (2) and JS (Y) 

Y 1 2 

0 NN NN 

10 NN NN 

20 NN NN 

30 NN 2.7 

40 NN 8.5 

50 0.1 14.2 

60 9.2 20 

70 18.3 25.7 

80 27.3 31.4 

90 36.4 37.2 

100 45.5 42.9 

Note: JS = Job satisfaction, SWB = Subjective well-being, and JP = Job 

performance 
 

Bottleneck table III usually shows the percentage of 

independent variables that are necessary for dependent 
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variables. According to the cr-fdh curve, for a job 

performance level of 30%, Job Satisfaction is not necessary 

(NN), and only 2.7% of Subjective well-being is necessary. 

Usually, “when dependent variable increases from 0 to 

100%, more independent variables become necessary and 

required levels of independent variables become higher” 

(Dul, 2018, p.14). Hence, for a JP level of 90%, 36.4% of 

JS and 37.2% of SWB is necessary. For a JP level of 100%, 

45.5% of JS and 42.9% of SWB is necessary. It is evident 

from the results that both JS and SWB are necessary to 

predict JP, let us move on to the model results. 

 

 
 

 

 
Fig. 5 Outer Loadings of Indicators (Factor loadings), Inner values (β path 

coefficients), and R2 values are shown. All the loadings are significant at 

P<.001, whereas β path coefficient of all causal relationship is significant 
at p<.05. All the item loadings that were considered for the present study 

were measured above .50. 

 

 
 

Fig. 6 t-statistics is shown for all the indicator variables and for the β path 
coefficients of the model. Note: Significance of each parameter can be 

determined using t-values. 

 

VI. MODEL QUALITY  

A model quality can be assessed based on the ability of 

its exogenous constructs to predict the endogenous 

constructs. R2 Coefficient is a measure of the model's 

predictive accuracy. R2 value ranges from 0 to 1, where 1 

represents complete predictive accuracy. R2 with 0.75, 0.50, 

0.25, respectively, describing substantial, moderate, or 

weak levels of predictive accuracy (Hair et al., 2011). For 

the present model, the R2 value is .732, which gives an idea 

that the exogenous constructs of the model have achieved 

almost substantial prediction accuracy. Hence, the inner 

model is declared to be fit and can also be used for 

hypothesis testing. However, R2 will increase even if a non-

significant and slightly correlated construct is added to the 

model. Hence, Hair Jr, Sarstedt, Hopkins, and 

Kuppelwieser, (2014) suggests considering adjusted R2, as 

it takes care of increased model complexity by reducing the 

(adjusted) R2. For the present model, even the adjusted R2 

value is healthy at .73. However, according to Hair, et al., 

(2017) criteria for evaluating the goodness-of-fit of a PLS-

SEM model includes fit indices like Standardized Root 

Mean Square Residual (SRMR) and Normed Fit-Indices 

(NFI). SRMR for the present model is 0.06 (less than .08, 

which is an ideal value), and NFI is found to be 0.85, which 

is an acceptable value. This suggests that this model has a 

sound fit-indices. Figure 5 and 6 shows the results of β 

coefficients for each causal path, and they represent the 

standardized regression path coefficients associated with 

statistically significant effects. 

 
TABLE IV 

Summary of hypothesized causal relationship results 

 
Note: ** Significant at p<.001, * significant at p<.05 level; JS − Job 
Satisfaction, JP – Job Performance, SWB – Subjective well-being 

 

It can be seen from table IV, that teachers job 

satisfaction has a significant positive impact on teachers’ 

job performance, and teachers’ subjective well-being with 

(β=.127, p<.05, t=3.02), and (β=.681, p<.001, t=16.48) 

respectively. Hence, hypotheses H1 and H2 were accepted. 

Similarly, teachers’ subjective well-being has a significant 

positive impact on teachers’ job satisfaction with (β=.287, 

p<.001, t=5.28); hence H3 was also accepted.  

According to Falk and Miller (1992), the strength of 

each path of the model and the R2 coefficients of 

endogenous variables should be minimum of .1. Figure 5 

shows that the R2 coefficient of job performance (JP), and 

subjective well-being (SWB) were .732 and .464, 

respectively. R2 of .732 for endogenous job performance 

construct essentially means a good amount of variance is 

explained by variables such as teachers job satisfaction (JS) 

and teachers’ subjective well-being put together. Variance 

(R2) of JP is .732, meaning that JS and also SWB 

moderation can explain 73.2% variance in JP, while 

remaining 26.8% is explained by other variable(s), basically 

beyond the scope of the model. The t-statistics of significant 

paths were above 1.96, as mentioned in table 4. Any value 
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for t-statistic above 1.96 is considered to be having 

significant level (Hair et al., 2016). Results of the 

hypotheses test on direct effect in Table 4 indicates that 

teachers job satisfaction has a direct and significant effect 

on both teachers’ subjective well-being and job 

performance. Similarly, teachers’ subjective well-being has 

positive and significant on teachers’ job performance. 

Hence, the structural model is validated. 

 

VII. THE MODERATING EFFECT OF SWB ON THE 

RELATIONSHIP BETWEEN JS AND JP 

A mediation or a moderation effect test is possible only 

if the direct effect between the independent and the 

dependent variable is significant (Hair et al., 2014). The 

direct effects for the present study were found to be 

significant, and therefore, the hypothesis test on the 

moderation effect of SWB on the relationship between JS 

and JP was conducted. The results demonstrated that SWB 

is acting as a moderator between JS and JP relationship with 

(β= -.380, p<.001, t=11.88), whereas the result of the direct 

path between JS and JP is (β=.127, p<.05, t=3.02) (See 

figures 5 & 6). 

 
Fig. 7 Showing the moderating role of subjective well-being between the 
job satisfaction and job performance relationship. Note: Independent 

variable = Job satisfaction, Moderator = Subjective well-being (at SD = -

1, 0, and +1), Dependent variable = Job performance. Top line shows 
subjective well-being, standard deviation (SD) at +1, middle line shows 

subjective well-being, SD at mean, and bottom line shows subjective well-

being, SD at -1. 

VIII. DISCUSSION 

We can observe significant positive correlation values 

(see table 1) between job satisfaction, subjective well-being 

and job performance. This gives us an indication to proceed 

ahead with verifying the proposed positive causal 

relationships of the model (see Fig.1). However, we have to 

understand that the presence of a significant positive 

correlation between constructs will not guarantee causation 

to happen. Judge, Thoresen, Bono, and Patton (2001) 

research on the relationship between job satisfaction and job 

performance is among the extensively referred topic in 

organizational psychology. In specific ways, the results 

obtained in this study are consistent with Judge et al.'s 

(2001) findings, which says that job satisfaction predicts job 

performance. Result obtained in this study is compatible 

with Wright Thomas and Cropanzano Russell and Bonett 

Douglas (2007) finding, which says that teachers' well-

being moderates’ relationship between teachers' job 

satisfaction and teachers' job performance. We can observe 

that teachers' job satisfaction and teachers' subjective well-

being together proved to be a strong predictor when 

compared to teachers' job satisfaction all alone predicting 

teachers' job performance. 

However, Wright et al. study found that job satisfaction 

does predict job performance, assuming the employee also 

has a high level of personal well-being (PWB). On the 

contrary note, job satisfaction is not a significant predictor 

of job performance among employees with low levels of 

psychological well-being. (It is sometimes called as 

personal well-being or subjective well-being, see Diener, 

1984, 1994). However, in the present study, teachers job 

satisfaction predicts job performance directly as well as 

along with the teachers' subjective well-being such that 

more satisfied teachers are more likely to show increased 

job performance when they are experiencing low level and 

moderate level of subjective well-being. Further, teachers 

with more satisfaction are more likely to demonstrate 

decreased job satisfaction when they are experiencing high 

subjective well-being. The findings are a bit surprising. This 

might be because of the circumstances that prevail in higher 

educational Institutions/Universities. In Indian higher 

educational institutions, the teachers do not have many 

hierarchies to attain before their superannuation. 

The main goal of the majority of the teachers working in 

the university system is to get promoted to professor 

position and settle down. The salary drawn by a professor 

and privileges he receives is at par with standards of the 

industry after implementation of the seventh pay scale by 

the Government of India. They are expected to have all the 

necessary comforts they can think about. Once a teacher 

attains the professor level, after successfully completing 

their duty as an assistant professor and associate professor 

positions, they start realizing that they have reached the 

peak of their career and there is no more scope for further 

improvement in the career position. Probably, this notion of 

a sense of satisfaction and well-being is keeping them away 

from optimal performance. Furthermore, the results related 

to the relationship between job satisfaction and subjective 

well-being is in-line with the findings of Judge, Klinger, 

Simon, and Yang, (2008), job satisfaction emerges as a 

strongest subjective well-being. Job being a important part 

of one's life, the positive relationship between teachers job 

satisfaction and well-being makes sense. 

 

IX.  IMPLICATION 

The findings of the study can be made used by both 

teachers for their betterment and also by the university 

authority to advocate good management practices. People at 

the helm of managing the responsibilities and decision 

making may want to pay closer attention to the well-being 

of their teachers. This is because the success of an 

educational institution depends heavily on the quality of the 

teachers and their teaching strategies when compared to that 

of having state-of-the-art infrastructure facilities. After the 

arrival of foreign universities and top quality private 

deemed to be universities in Indian, the mediocre higher 

educational institutions are rapidly losing their competitive 

position, and to a few institutions, existence itself has 

become a challenge. While teachers SWB has its relevance 
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for teachers' job performance, the decision-makers of the 

institutions/universities should provide ample opportunity 

to teachers to enhance SWB through number of training-

based interventions, which can proactively self-monitor and 

enhance teachers' positive emotions and discourage their 

negative emotions at workplace. Sufficient attention should 

be paid to a category of teachers who are either very close 

to their superannuation or the one who has already attained 

the highest academic position in the university system and 

enjoying all the possible privileges they are entitled to. 

Essentially, those teachers who are running high on positive 

emotions and who feel very happy with their overall life 

situation should be made realize the importance of their 

continuous contribution to the growth and development of 

the Institution. They must be made aware of the fact that 

their contribution is needed not just for sustenance, but also 

to bring fresh success and glory to the Institution. This 

discussion emphasizes the importance of management 

interventions, as they can benefit both the individual teacher 

through enhanced SWB, as well as the Institution through 

increased job performance. Especially, intervention 

strategies designed to make aware about their strengths 

(Peterson & Seligman, 2004) such as love of learning, 

authenticity, and hope in new and novel ways of executing 

the teaching job etc. 

 

 

X. LIMITATIONS AND RECOMMENDATIONS 

As with any other research study, the present study also 

has certain limitations. The sample chosen for the research 

work includes teaching faculty working for private 

engineering institutions situated the in Telangana and 

Andhra Pradesh states of India. Hence, the findings of the 

study are to be considered with caution. The present work 

was carried out on cross-sectional data; the results could 

have been better when data is analysed, drawn from two 

different periods from the same sample. Future researchers 

may consider alternate models by interchanging the position 

of job performance and subjective well-being, and also 

considering a few new constructs which are related to 

working condition in a university environment in place of 

subjective well-being.  The new finding might emerge by 

replicating the study among teachers' working for the 

Government-funded engineering institutions of India. 

 

XI.  CONCLUSION 

This empirical paper provides enough evidence 

supporting the incorporation of both teachers' subjective 

well-being (SWB) and teachers' job satisfaction in 

consideration of the happy/productive worker scholarly 

work. Using the broaden-and-build model as the theoretical 

base, the scholar had found that SWB moderates the relation 

between teachers' job satisfaction (JS) and teachers' job 

performance (JP). Although there exists a significant direct 

relationship between JP and JS, Job performance was 

highest when teachers reported low to average scores on 

SWB. Further research is needed to examine alternate 

models more closely. One may also consider different work 

environment-related variables such as the head of the 

institutions support as a moderator. These could be 

beneficial in predicting teachers' attitudinal and behavioural 

aspects across differing job situations. One other important 

contribution of the papers is necessary to condition analysis, 

which made it clear that teachers job satisfaction and 

teachers subjective well-being are the necessary conditions 

to predict teachers job performance. 
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