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Abstract: In this research, the goal was to establish a
relationship between employees in Bharti Airtel Limited
Telecommunications between human resources practice and
employee performance. The goal was also to explore the
moderating role of job satisfaction in the interaction between
human resources activities such as the workforce, compensation,
and equity and work efficiency. Staff of Bharti Airtel Limited
Communications, Moradabad, Uttar Pradesh, was included in the
study population. The sample size is 362 and was selected
randomly. 462 employees were furnished with the questionnaires,
362 of which had been collected. The research obtained the
following results: an important relationship exists between the
work environment and the performance of the employees. There is
an important connection between the performance of employees
and rewards. The connections between fairness and the
performance of employees are significant. The relationship
between working conditions and fairness and the performance of
employees is affected by job satisfaction. Nevertheless, the
relationship between reward and the performance of workers does
not affect it. On the basis of the research findings, many practical
and theoretical implications have been discussed.
Keywords: Employees Performance; Fairness; Job
Satisfaction; Reward; Work Environment; Quality of Work.

I. INTRODUCTION
Human Resource Management and Planning (HRMP), due to
its emphasis on the human element as valuable resources to
handle and generating worldwide, is one of the most
significant management functions. HRMP includes several
sections such as the Planning, Training and Development
Department, the Performance and Motivation department and
much more. The recruitment and development of human
capital is a key component of most organisations. This will
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enable companies to attract and qualify the skills required to
maintain their pace with current and future challenges. The
objective is to strengthen organizational capacity.
HRs will play a significant role in achieving the
Organization's aims and benefit. Management of human
resources involves, in brief, maximizing the human element
present and planned. The effectiveness, ability, expertise and
passion for practice of this human element depend on the
effectiveness and performance of the organisation.
Management scientists are therefore involved in identifying
the values that enable any person in the company to benefit
from handling the human resources.
Such structures start with the preparation and recruitment of
human resources, training of staff, compensation programs,
assessment, and all the human-element negotiations.
II.

REWARDS

Rewards play an important role in promoting the success of
staff in companies. Regulatory agencies benefit greatly from
the implementation of the compensation system through a
variety of ways that demonstrate the quality of their jobs, such
as the concentration of resources and the assessment of their
success and their particular expertise. Specific payment
schemes, including salaries, wages, incentives etc, are
referred to as materiel rewards. Rewards are one of the main
factors determining the productivity of employees in
businesses and organisations.
Motivation is a key factor in companies and is one of the right
strategies for getting employees ' best, be it ethical or content.
Motivation, positive or negative, can take many forms.
Therefore, inspiration can vary from person to person,
position to place. Strategies of encouragement have taken
several steps; the first is the conventional way of dealing only
with material rewards. The next stage, which the School of
Human Relations has embraced, centered on ethical and
material incentives. The next phase is the current period
which incorporates financial and spiritual incentives.
There is a significant role of rewards in the employees’
productivity.
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The value of rewards is the need for the individual to realize
that their contributions and achievements are so significant.
Appreciation of the efforts of others by rewards is necessary
to fulfill the fundamental needs of human communication.
Job Satisfaction
The concept of job satisfaction, as a result of the diversity and
differences of opinion that sought to define the concept, was
defined by many different definitions. Ginzberg and Herma
are among the original interpretations of the idea of job
satisfaction in general. It was proposed that three forms of job
satisfaction are distinct, such as inner happiness variables that
derive from career fulfillment, human perceptions of
achieving social success and personal success. Similarly,
internal happiness considerations are the perks, wages and
friendships. This is not significant, but rather how much this
number represents the individual's aspirations according to
their values and goals.
III. PERFORMANCE AND WORK ENVIRONMENT
Any organization's environment includes internal and external
factors, events and organizations (politics, law, social,
technical) outside its borders. Such variables might be
simplistic, consistent and nuanced. Some important elements
include performance, perception, motivation, abilities,
attitudes, and learning abilities in the individual
organisations.

such equality exists only among those with the same
requirements and credentials. There would be nothing to
prevent the development, particularly as regards fairness and
the rights to access and the benefit from rewards and
promotions, of regulatory groups of personnel in accordance
with the nature of the functions and the job process.
Employers must redress their employers transparently and
credibly; qualified workers must not be stripped of their
privileges and all employees are equal in quality because
equality is not available when the rights are violated. It is
therefore not an empirical fact that we see a steady increase in
the number of workers marginalized in organisations,
especially if they have no other aid or are supported by people
who do not apply. His feeling of injustice in his career is the
worst thing he can have at work.
IV. METHODOLOGY
To complete the study, survey was conducted on a qualitative
approach for data collection and used to collect data on the
practices of human resources performed by employees of
telecommunication sector of Bharti Airtel Limited.
Employees from Bharti Airtel Limited Communications,
Moradabad, Uttar Pradesh, were included in the study
population. The sample size was 362 and was selected
randomly.
The framework for the study was as per the figure 1:

Performance and Rewards
Rewards are a component of the administrative function that
cannot achieve full goals without any organisation. These are
other ways in which the corporation, together with the
available resources of organisations, and the experience of the
organization's workers in their respective fields,
apprecio-politics to their personnel for their exceptional
performance and excellent work.
But because of the implementation of an intervention plan or
extensive training to increase job performance, the incentives
can only achieve the goals of the company. Simply speaking,
the training of employees is an element that must be
understood by the organization, in order to improve its
efficiency and to offer training opportunities to all employees.
Performance and Fairness
The cornerstone for equality, democracy and civil harmony is
preserving dignity to people, and its aim is to protect citizens '
rights and freedoms in forms of discrimination, which limits
them. Fairness is intended to provide people with equal rights
when their conditions are equal to this situation. In the
practice of public functions in the State, and in the employee's
entitlement to rewards and promotion, the principle of
fairness has different manifestations before law, justice and
fairness.
In the exercise of public venues in the state justice means that
people are equal in incomes, pensions, rights and duties in the
theory of public selection. There seems to be no question that
disparities in privileges, wages and promises between
different jobs are not consistent with public office fairness, as
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Findings and Results
Descriptive Statistics
To illustrate the basic features of the data used in this analysis,
we have applied descriptive statistics. The sample and
measures are described in simple terms. The mean and
standard deviation are shown in Table 1 below. In this study
the average was calculated to measure the central trend in the
data. At the other side, the default deviation was also
determined to represent the rate at which objects vary from
the average of the factor in each equation.
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as the dependent variable (Employee's performance). While
the researcher uses variables to predict the value of the
dependent variable, they are referred to as independent
variables (working environment, reward, fairness and job
satisfaction).
Model Summary

It was shown from Table 1 below that all variables obtained a
median lower than the average were used in this analysis. In
contrast, the Work Environment has earned the highest
average of 3.5511 and the lowest level of the Reward is
3.1672. In addition, the results of the standard deviation are
given in Table 1, showing that the Fairness variable is the
largest difference to its mean SD=.76933 indicating a high
variability in perception of staff to Fairness. In contrast,
SD=.73619 was the lowest deviated factor of the Work
Environment Variable.

When running regression or classification models, a model
summary is automatically created. R: By attaining the value of
R = 83.6%, there is significant relation between all the
independent and dependent factors in the model. R-squared is
a numerical calculation of the closeness of the results to the
right regression line. The result of the model synthesis table is
the model description and the figures match together. It is
shown that the R2 of the system modified is 0.695 with
R2=0.699, that being 69.9 percent of the data fluctuation is
clarified by linear regression (Table 4).

V. ANALYSIS OF RELIABILITY
Essentially the consistency evaluation was implemented in
order, primarily for the reliability of all independent variables
(fairness, working environment, reward and job satisfaction,
as mods) and the dependent (employees performance), to
ensure internal stability of things used in Cronbach's Alpha
measure (Cronbach's Alpha, 1951). Of scale consistency
Klassen said that the bare minimum acceptable alpha is 0.60.
Nonetheless, under Nunnally 0.70, good measurements are
regarded as reliable for items. The greater Cronbach alpha's
value is equal to 1.0, Sekaran said. Normally, when
reliabilities are less than 0.60, they are regarded inaccurate
and reliability values above 0.70 are deemed reliable and
those above 0.80, are deemed to be good. All the independent
variables and dependent variable, as discussed in Table 2,
ranged from 0.809 to 0.871. In addition, the workplace
environment analysis was 0.854, a reward factor of 0.839, the
next is the fairness factor which gained 0.809. In contrast, job
satisfaction which is the moderator element has attained .846.
In contrast, employee performance, the dependent factor
attained the highest value of .871.

ANOVA Analysis
The test is highly significant with 361 degree of freedom and
F=199.319, and thus it can be assumed with all variables and
factors applied in the model of the paper that there exists a
linear relationship in all variables. Table 5 below signifies it:

Coefficients Analysis

In conclusion, the parameter is considered accurate by five
elements for each variable in all independent variables and
dependent variables (Table 3).
Multiple Regression Analysis

H1: There is an important correlation among employees’
performance and work environment. The results of regression
analyses indicate that the work environment factor has a
significant impact on the performance of employees (β =
0.162; and P = 0.000) which is revealed in Table 6 below.

Extension of simple linear regression is also known as
Multiple Regression. When we want to estimate the values of
factors which are dependent on two or more factors, we use
multiple regression. The predictor investigator is referred to
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The test is extremely significant at F=247.678, and 361
degrees of freedom, so we can assume that there is a linear
relationship between each of the variables used in this study
model, indeed the job satisfaction as moderating variable. The
table 8 below signifies it:

H2: There is an important correlation among employees’
performance and reward. Table 6 below shows that the reward
factor has a significant impact on employee performance
(β=0.659; and P value=0.000) as a consequence of regression
analysis.
H3: There is an important correlation among employee
performance and fairness. As shown in Table 6 below, the
results of regression analysis show that fairness is a significant
factor in the performance of employees (β=0.116 and
P-value=0.016).
Regression Analysis with Moderator
The regression analysis was re-applied by including the
moderator to the analysis that is job satisfaction in order to
find the significant potential of moderator and independent
performance variables.

For model 1 without relevant moderator word, F (3, 258) =
199.319, p<0.01. The value of model two with moderator is F
(4, 257) = 247.678, p<0.01. Generally, the findings indicate
that both models one and two are important, but the version
with the moderator included is smaller than model 1 without
the moderator involved.
Coefficients Analysis Including the Moderator

Model Summary
The authors have again done the regression analysis by
including the moderator parameter that is job satisfaction, in
this section. When using regression modeling and
classification models, a model description is generated
automatically. R, Multiple coefficient of interrelation
between all the models independent, the variable moderator
and the variable Dependent, showing an important correlation
with R=89.1 per cent. R-squared is a linear extrapolation of
the close proximity of the data to the right regression
coefficient. The outcome of the model summary table shows
the model synthesis and the statistical complement. Findings
shows that the adjusted R2 of the model is 79.1% with R2 =
0.794 which means that the linear regression explain 79.4 %
of the variance in the data.
Comparing the model summary result with the model
summary without modeler shows that, by getting R=89.1
percent, the model's fitness exceeds the model without the
modeler and by getting R-Squared=79.4 percent, the model
has a significant relationship.
There is possibly important moderation among work
environment, reward fairness and job satisfaction on
employee performance (Table 7).

The goal was to determine whether or not the relation between
the independent variables (work environment, compensation,
and fairness) and the dependent variable (employee
performance) depends on the moderator variable
(employment satisfaction) for which multiple regression
analysis was applied. The first variables were based and
combined together to reflect the interplay between (working
environment, fairness and rewards) and job satisfaction.
The results revealed that, based on job satisfaction, the effect
of the working environment and fairness has more control on
employees’ performance. Yet, according to job satisfaction,
the reward does not have a significant impact on employee
performance.
The standardized B and sig. values that emerged from this
analysis are presented in Table 9 below.

ANOVA Analysis
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Among this instance, the value of the term "reward and job
satisfaction" is greater than 0.05 and thus has no significance.
With instance from, the researchers would rather assume that
there is no proof that job satisfaction at work reduces or
influences the effect of rewards on results. On the other side,
the significance value that relates to job satisfaction and
working environment is 0.000 which is lower than 0.05 and
hence is significant. Meanwhile the significance value that
relates to job satisfaction and fairness is 0.010 that is lower
than 0.05 and is therefore bound to be significant which is also
signified by table 9. Henceforth, job satisfaction highly
moderates the effect of work environment, fairness on
employee’s performance but not the reward.
Findings and Discussions with Hypotheses Testing
H1: Among working environment and the performance of
employees there exists a significant correlation. A value
under 0.05 is a positive relation between the two variables in
the regression analysis test, as per the Westfall. Table 9 above
therefore indicates a positive relationship between the work
environment and the performance of employees in Bharti
Airtel Limited Telecommunication which attained the
significance value of less than 0.05 (P=0.000). This results in
the fact that the relationship between the workforce and
worker productivity is of significant importance.
A value above -0.404 would indicate that the corresponding
independent variable in the work environment is negatively
linked to the workplace performance. It is surprising that
employee performance in a basic working environment is
better or less good.
This finding is in line with the findings by Diamantidis and
Chatzoglou that there is an important relationship between
working environment and employees’ performance that
means that the employee's performance results will be higher
if he is satisfied with his working environment. Omolo also
found that the company's performance is heavily influenced
by the work environment, as a good workplace environment
can improve employee performance.
H2: There exists an important correlation between employees'
performance and rewards. As stated by Hochber, there is
always a positive correlation among the variables if they
attain P-value which is lower than 0.01, 0.05 and 0.10 In fact,
Westfall stated that, the significance value lower than 0.05 in
regression analysis test always means that there is positively
high correlation between variables. Table 9 above therefore
states that no positive correlation exists among employees;
performance and rewards in Bharti Airtel Limited as it has
attained P = 0.430 which is greater than 0.05.
Sajuyigbe et al. found that the dimension of reward has a
substantial impact on employee performance. Such results
show that rewards, quality incentives and congratulations, as
well as appreciation and praise, allow management
organisations to work effectively and efficiently and inspire
workers. In fact, the expectations of workers about the quality
of service restoration have a significant impact. Jenkins et.al
reported that higher income increases the amount of work
carried out by workers.
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Those finding from previous studies, goes equally with the
findings of this study in model one where there is no
moderator.
In Model two with the moderator included in the study, the
results show that job satisfaction has no effect on the reward
for the workers in Bharti Airtel Limited in Moradabad.
Inclusion of job satisfaction as proxy for the interaction
between the reward and the quality of employees. The
research showed that the correlation between reward and
worker performance has improved little in terms of job
satisfaction.
H3: Hochberg said that there is an essential link between
equality and employee efficiency, since the P value is less
than, 0.01., 0.05 and 0.10 there are two variables. Goodman
(1999) furthermore indicated that in the regression analysis
test the importance value that is less than 0.05 means that the
two variables have a favorable relationship. In accordance
with that of Table 9 above, Fairness and employee
performance in Moradabad have had a positive relationship as
a result of the significance factor of (P=0.01 0) less than 0.05.
This conclusion is also focused on observations from
previous studies such as Aryee and others that fairness is
connected to role success and the associated relational
facilitation and work commitment dimensions. In contrast,
Janssen said managers who experience fairness in terms of
effort-reward perform well.
The beta value of the working environment of-0.162 suggests
that the associated independent factor that has a workplace
environment is adversely related to the quality of the
employees. Negative beta value usually means negative
correlation. It is relevant, but negative.
H4: Job satisfaction curbs the correlation among working
environment and employees’ performance. If the two
variables attain P-values less than 0.01, 0.05 and 0.10, than
there is a positive significant correlation between them, as
stated by Hotchberg. Westfall also said that in the regression
analysis there is a positive relationship between the two
variables, leading to the significance factor which is less than
0.05. In Table 9, the connection between the working
environment and the performance of the employee is
moderated by work satisfaction because the value of (0.000)
is significant. As a result, the researchers concluded that the
relationship between employment and worker productivity by
the public organization in Moradabad has a modest effect on
job satisfaction.
H5: Job satisfaction curbs the correlation among employees’
performance and rewards. Table 9 showed that there was no
moderate impact on job satisfaction between reward and
employee performance in Moradabad public organization
because the employee had a significant value of (P=0.430).
The researcher therefore conclude that the reward and
employee performance in the Moradabad public organization
do not have a moderate effect on job satisfaction. Hochberg
said, as the P value, less than 0.01, 0.05, and 0.10 are
obtained, there is a correlation of appositive importance
between two different variables.
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Westfall also said that the meaningful value of less than 0.05
in the regression analysis experiment means that the two
variables have a positive relationship.
VI. CONCLUSION
This paper discusses the results based on research issues,
which indicate that job satisfaction can play an important role
in working environment, fairness and employee performance
relations. Nonetheless, job satisfaction in Moradabad, the
moderator, does not have a significant effect on the
relationship between employee performance and reward. In
general, the environment, reward and fairness of work must
be established strategically to enhance employee
performance. The causes of misunderstanding of the working
environment, reward and fairness on the other hand, have an
adverse effect on employee performance. The findings show a
negative relationship between the working environment and
the outcomes of the workers, which means that employees
with a bad workspace tend to perform better. Compared to
previous studies in the field of work environment and
employee performance, this report on the researchers ' best
knowledge is different.
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