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Welfare must provide the right atmosphere where the 

worker can breathe an air of growth and develop and 

think constructively so as to understand the play and 
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- M. Madhumathi and R. G. Desai 

If management goes on working for the welfare of the 

labourers, the labourers will feel satisfaction with their 

job and get motivated towards their work. 
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CHAPTER I 

INTRODUCTION 

1.1 PREAMBLE TO THE RESEARCH 

The new economic policies have pushed India into the frame of globalization. The 

industrial world is becoming more and more competitive and globalized day by day. In 

order to remain in business, organizations are trying to compete in the globalized and 

informalized world. Besides interventions like restructuring, diversification, technology, 

acquisition and innovations, it has been observed that eventually much of the results 

depend upon the human inputs. No matter how sophisticated an organization's plan, 

strategy and technology, the human factor inevitably is the key to success (Randhawa, 

2005). The Indian corporate sector is currently passing through a phase of restructuring, 

downsizing, mergers and take over. In this evolving scenario, people in the organization 

have suddenly occupied center stage (Rai, 2004). 

Countries which have brought about structural adjustments accompanied by right 

investments in developing their human resource, have emerged as winners. The same 

analogy may be true to a great extent at the organizational level. The success of any 

organization in the long run depends very much on the quality of its human resource 

(Sridevi, 2006). If proper care is taken of employees, then the other resources including 

machines, material and money will be utilized efficiently. The provision of labour welfare 

facilities thus assumes importance. 

The present industrial culture is characterized by a work system that does not 

significantly stimulate workers to peak performance. It has led to a state where many 
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individuals have been alienated and consequently have lost zest for work (Ackoff, 1974). 

It has not helped individuals in gratifying their social and psychological needs and has 

therefore generated feelings of subordination, dependence and submissiveness (Singh, 

1979). It has also affected self-actualization, growth process, creativity and 

innovativeness. Many persons work today not because work offers any pleasure, but there 

is no other way of earning a living, as indicated by research studies (Ganguli, 1954). 

Increased employee alienation from the system of work is one of the important facets of 

work-life these days. Under the circumstance, jobs seem to arouse neither interest nor 

satisfaction among employees. 

In large-scale organizations, jobs are structured and standardized. Most of the jobs are 

graded and employees are compartmentalized right from recruitment to retirement. 

Elaborate rules and regulations are enforced rigorously to bring order and discipline in 

work life. Innovative enterprises know better ways to manage, motivate and reward 

people (Gupta and Singhal, 1993). Researchers have found evidence that rewards 

influence employee motivation and satisfaction, and plays an important role in attracting 

the right employees, encouraging these employees to develop the critical skills and 

knowledge and finally retaining those employees for the future success of the 

organization (Whyte, 1955). 

In a competitive, consumerist globalized environment, the number of firms competing for 

excellent employees especially in knowledge-based industries is constantly increasing, 

and it is imperative to retain high performers by rewarding them. Incentive schemes are 

established with the objective of improving performance through fulfilling the needs of 

the employees (Rai, 2004). For building a stable and efficient labour force, it is essential 
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to bring about a marked improvement in the conditions of workers' life and work. This is 

the basis of labour welfare measures. 

A person spends more than two third of his/her life in the organization in its work 

environment with possible carry over effects (Kumar and Tripathy, 1993). Therefore the 

work environment should be conducive to enable him/ her to achieve his/her goals of life 

and to fulfill his/her expectations. Thus different labour welfare approaches like 

monetary/non-monetary rewards are employed to improve the work environment and to 

enrich the quality of working life. 

The excellence of our industrial civilization is to be gauged not simply in terms of the 

material benefits, but also in terms of opportunities it provides for various kinds of 

satisfaction and the amount of satisfaction an individual derives from the work situation 

(Vitheles, 1954). An organization benefits when a worker's job satisfaction is high. Job 

satisfaction is related to human needs and their fulfillment through work. 

The present chapter is an attempt to provide an insight into the genesis and importance of 

labour welfare and job satisfaction. It will also outline the main aspects of the present 

research. 

1.2 LABOUR WELFARE 

1.2.1 Genesis of Labour Welfare 

The history of the origin of labour welfare activities dates back to the First World War 

(1914-18). In the beginning labour welfare work was started on a voluntary basis. The 

economic depression of the 1930's gave a further impetus to the welfare activities. In 



capitalist economies, both the employers as well as government took keen interest in 

these programmes, firstly due to prevailing industrial unrest and discontent and secondly 

on account of moral pressure built up by the International Labour Organization. The 

Second World War accelerated the movement. When Robert Owen, Sir Robert Peel, 

Francis Cabot Lowell, Nathan Appleton, Titus Salt, Bart and Bismark were looking 

towards the initiation and development of labour welfare in their respective countries, the 

Indian scene could not remain unaffected (Mustafa, 1990). 

The Government of India was quite indifferent towards labour welfare till World War II 

and did very little in this regard. The programme was confined only to holding labour 

conferences and making recommendations. But during the war period welfare activities 

were introduced in the enterprises engaged in war production, which were extended to 

other government and private undertakings. 

With the dawn of independence welfare measures for the upliftment of the labour class 

were intensified. The Directive Principles of State Policy in the Constitution of India 

places a lot of responsibility on the State in respect of labour. The Constitution directs the 

State to provide work to every citizen who is willing and able to work. Article 42 requires 

the State to make provision for securing just and humane conditions of work and for 

maternity relief. Article 43 which is described as the Magna Carta of the Indian worker, 

imposes upon the State the obligation, inter alia, to secure, by legal legislation, or 

economic organization or in any other way, to all workers, - agricultural, industrial or 

otherwise - work, a living wage, conditions of work ensuring a decent standard of life, 

full enjoyment of leisure, and social and cultural opportunities. This resulted in the 
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implementation of various labour legislations that would protect the interest of workers 

(Cherunilam, 2003). 

The enactment of the Employee's State Insurance Act (ESI) in 1948 marked the 

beginning of the era of social insurance of labour in India (Kumar, 2003). Moreover the 

Government of India after incorporating certain modifications in the existing Factories 

Act of 1934 enacted the Act under the nomenclature the Factories Act of 1948. Various 

minimum standards were laid down in the Factories Act (1948). The main objectives of 

the Act was to regulate working conditions in manufacturing establishments and to ensure 

adequate health, safety, welfare measures, hours of work, leave with wages, and weekly 

off-days for workmen employed therein. Consequently various other Acts were 

implemented by the Government to ensure the welfare of workers such as the Minimum 

Wages Act (1948), Employees' Provident Fund and Miscellaneous Provisions Act (1952), 

the recent being the Pension Act (1995). 

1.2.2 Importance of Labour Welfare 

Labour welfare is an important facet of industrial relations, which gives satisfaction to the 

workers in a way, which even a good wage cannot. Labour welfare plays a vital role in 

any industrial society. According to Madhumathi and Desai (2003) welfare does not mean 

amenities but the right atmosphere where the worker can breathe an air of growth and 

development and think constructively so as to understand the play and interplay of his 

subconscious instructs and conscious emotions. 

Now, in all countries, welfare work is taken to be an integral part of the industrial 

management. Measures adopted all over the world for the betterment of the lot of 
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industrial workers are not regarded as the domain of philanthropists and kind — hearted 

employers, but it has become an industrial tradition and need. For India it is more 

important to adopt and promote welfare programmes in a very comprehensive manner to 

fulfill our pledge towards the vast programme of industrialization and social welfare. 

The lot of the workers is the mirror of the prosperity of a country. If an industrial worker 

is sick, the industrial unit will be sick. To neglect the labour class is to neglect 

productivity because ultimately country's welfare lies in their welfare. In India labour 

welfare measures become all the more important because of the reasons like low level of 

wages, irregular working hours, inability of trade unions to undertake welfare work, to 

build up a stable labour force, to create a committed labour force, for creating a genuine 

welfare state, to create good psychological feelings and to create good moral habits (Khan 

and Ahmed, 1981). 

According to the Labour Investigation Committee (1946), there are three main benefits of 

labour welfare activities: 

■ Housing, canteens, sickness and maternity benefits, provident fund, gratuity, 

pensions etc make the workers feel that they have a stake in the industry as much 

as anyone else has. 

■ Educational facilities, sports, entertainment, and other co-curricular activities 

makes the workers feel that the employer is interested in their day-to-day life and 

therefore, their tendency to grouse and grumble will gradually disappear. 

■ Provision of good and clean food in the canteens improves their health, 

entertainment reduces the incidence of vices, medical aid, and maternity benefits 

free the workers of worries. 
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The Bombay Textile Labour Enquiry Committee (1938) has aptly remarked, "It is 

axiomatic that in all pursuits a high standard of efficiency can be expected only from 

persons who are physically fit and free from mental worries; that is only from persons 

who are properly trained, properly housed, properly fed and properly clothed". Labour 

welfare measures are regarded to be a good investment by employers for improving 

industrial efficiency and a means leading to greater amelioration of labour conditions. 

Thus welfare activities may be anything, exclusive of money wages paid, meant for 

comfort and improving the health, safety, general well — being and efficiency of the 

workers, which are neither required by law nor have come to be the necessity of industry. 

Welfare measures help in the strengthening of cordial relationship between management 

and labour, increasing efficiency and economic productivity, developing the sense of 

belongingness, minimizing industrial strife and reducing the rate of absenteeism 

(Moorthy, 1982). Actually true welfare work in industry is a question of advancing moral 

well — being in order to make life worth living and not a matter of throwing crumbs of 

charity to the worker. 

Provision of labour welfare measures to the workers and other employees has received 

much importance to maintain good industrial relations. Welfare facilities influence the 

workers motivation and they feel that the employer and the government are interested in 

their welfare and happiness and their tendency to complain steadily disappears. 

Consequently industrial peace will emerge, efficiency of workers will increase and 

ultimately higher productivity will be achieved. 

Since industrial organization is rigid and impersonal, the goal of welfare in industry is the 

enrichment and growth of human personality. The labour welfare movement seeks to 
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bring cheer, comfort, and warmth in the human relationship by treating man as an 

individual, with distinct needs and aspirations. Social and cultural programmes, recreation 

and other measures designed after taking into consideration the worker's interests go a 

long way in counteracting the effects of monotony, boredom, and cheerlessness (John, 

1998). 

Labour welfare is an important facet of industrial relations, the extra dimension, giving 

satisfaction to the worker in a way that even a good wage cannot. With the growth of 

industrialization and mechanization, it has acquired added importance. The workei cannot 

cope with the pace of modern life with minimum sustenance amenities. He needs an 

added stimulus to keep body and soul together. Employers have also realized the 

importance of their role in providing these extra amenities. The state only intervenes to 

"widen the area of applicability" (Monappa, 1985). 

After employees have been hired, trained and remunerated, they need to be retained and 

maintained to serve the organization better (Asawathappa, 2003). Welfare facilities are 

designed to take care of the well — being of the employees. The establishment of a 

`welfare state' is the goal of all efforts of the government in our country. The ultimate 

objective is the well — being of the society as a whole but at the same time it must also be 

realized that a happy and contended labour force is one of the main pillars on which the 

edifice of large-scale industrialization should rest. Therefore, the material progress of a 

country depends largely on the toil and labour of this significant section of the society 

(Selvarani, 1995). 
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The necessity and importance of welfare work in India is greater than in the West. The 

need and importance of welfare amenities in India, which are designed to bring about an 

all round improvement in workers' standard of living, cannot be over emphasized. In 

India, welfare work will undoubtedly raise the standard and efficiency of the workers in 

various industries. It will be in the interest of the employers to recognize the importance 

of labour welfare facilities; the gains accruing from them and to realize that the amount 

spent by them on these activities will be a valuable investment, which will ultimately 

increase their profits. If the labouring working class is satisfied and is allowed to live a 

comfortable life it will go a long way in promoting efficiency in industrial activity and 

will assist the overall progress of the economy (Railkar, 1990). But the working class is 

unfortunately neglected and exploited at least in the early stages of the industrial 

development. Therefore it becomes necessary to work out conditions favourable to 

promote welfare of the workers. It is equally important to take timely and effective steps 

to provide such conditions as to create a more and more comfortable atmosphere for the 

industrial workers of the country. 

Provision of adequate amenities to this class of people, in order that they may feel 

contended and happy, and may be able to put their heart and soul for increased 

production, is of utmost importance. 

Asawathappa (2003) cites several reasons why labour welfare is justified: The worker, 

through his/her labour, creates and transmits power and through various phases of 

manufacturing, patterns raw materials into finished products of necessity as well as of 

luxury. The industrial worker is indeed a soldier safeguarding the social and economic 

factors of the industrial economy, and his/her actions and interactions within the 
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industrial framework will have a great impact and influence on industrial development. 

The social and economic aspects of the life of a worker have a direct influence on the 

social and economic development of the nation. There is every need to take extra care of 

the worker by providing statutory and non — statutory facilities to them. 

Another argument in favour of employee welfare is that the facilities help motivate and 

retain employees. A further argument supporting welfare is that the reputation for 

showing concern helps improve the image of the company as a good employer and thus 

assists in recruitment. Welfare may add to general feeling of satisfaction with the 

company and cut down labour turnover (Armstrong 1988). 

To achieve the goal of large-scale industrialization, a happy and contented working force 

is essential, on which the edifice of industrial progress is based. Workers hold key 

position in the society, because their devotion to duty and toil determine, to a large scale, 

the material progress of a country. Therefore, in our country, where workers have so far 

regarded industrial employment as a "necessary evil" and try to escape from it at their 

earliest convenience, welfare measures have become a necessity with the aim of building 

up a stable and efficient working force. It is wrong to condemn the Indian industrial 

workers as lazy and inefficient, but improvement in their conditions of life is to be 

brought about by the concerned factories (Mustafa, 1990). 

In India, the Preparatory Asian Regional Labour Conference, New Delhi (1947) and 

passing of Employees' State Insurance Act, (1948) attracted attention to the labour 

welfare activities. It is worth mentioning that social security measures touch only a fringe 

of the vast problem of providing relief to the industrial workers. That is why the necessity 

10 



of expansion of labour welfare activities as a second alternative is emphasized for getting 

intellect, health and general well—being of the workers improved. For contented and 

stable labour force with improved efficiency, various forms of welfare activities like 

educational and recreations facilities, medical aid, canteens, consumers co-operative 

stores and provident fund are essential. Keeping in view the working conditions, under 

which our working class is forced to work, the necessity of such measures is quite 

obvious, as our workmen have no means after their duty hours to remove the drudgery of 

their lives. Welfare measures are treated as the best remedy for the psychological causes 

of friction and discontent among workers. On account of these activities, harmony may 

easily be achieved and industrial peace be maintained. Welfare activities will provide a 

chance to the workers to cultivate a broader outlook and to get themselves enlightened, 

which are recognized as basic conditions for productive efficiency and self — realization 

(Mustafa, 1990). 

It is now accepted that labour welfare is a social right. Though industrial workers are 

generally better paid today than ever before, their conditions of work and often-poor 

living conditions, necessitate more than minimum amenities. The welfare package, by 

taking care of the basics of living, frees the worker to devote time and attention to the 

organization's tasks, enhances efficiency throughout the course of his/her career, serves to 

attract and retain the better workers and simultaneously enhances their morale. 

To conclude, in today's competitive world, labour welfare has come to be known as the 

internal social responsibility of the organization. Employers have realized the importance 

of retaining an efficient and highly productive labour force. They have also come to 

accept that the provision of labour welfare facilities to workers enables them to have a 
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better life, maintain goodwill, meet their hopes and aspirations, and reduce frustrations 

(Rao, 2005). Welfare activities raise the morale of employees, reduce risk and insecurity, 

eliminate turnover and absenteeism, and increase production and productivity. Thus, 

improving the quality of working life by providing labour welfare facilities would go a 

long way in achieving the goals of the organization. 

1.3 JOB SATISFACTION 

1.3.1 Genesis of Job Satisfaction 

The current economic environment has posed increased challenges for business and 

industry to be competitive, both nationally and internationally, which in turn require these 

organizations to perform better in terms of productivity, quality, time and service (Joshi 

and Sharma, 1997). Forward looking organizations, in such a climate are taking steps to 

undergo massive cultural change so as to bring about reciprocal changes in their 

performance. In this context it would be meaningful to identify and delineate the critical 

factors in the organizational environment that have the most positive impact on the 

performance of the enterprise. Among various factors, people's attitudes and feelings 

regarding their jobs and /or job experiences have been found to significantly affect both 

their personal behaviour as well as job behaviour (Herzberg et.al ., 1957; Locke, 1970; 

Schwals and Cummings, 1970; Pethy, Gee and Covender, 1984; Jaffaldano and 

Muchinsky, 1985). 

Picking up the trail left by Karl Mark's hypothesis of labor's alienation from the output; 

management practitioners, consultants, researchers and theorists in the West and 

elsewhere have been concerned with various issues pertaining to the quality of life at 

work and job satisfaction. 
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The father of scientific management, Taylor's (1911) approach to job satisfaction is based 

on the most pragmatic and essentially pessimistic philosophy that man is motivated by 

money alone. According to Taylor the workers are essentially "stupid and phlegmatic" 

and that they would be satisfied with work if they get higher economic returns from it. 

The economic man theory, propounded in the early phase of the industrial revolution 

believed that man was a lazy person and he disliked work. He is primarily motivated by 

money (Ali, 1978). Over the years we have moved away from a solely monetary approach 

to a more humanistic orientation. From a simple explanation based on money to a more 

realistic but complex approach to job satisfaction, it has come a long way. 

In the post industrial revolution period, the importance of psychological state and the 

motivational properties of social relationships on the job became clear. With Mayo's 

Hawthrone, studies in 1920s and subsequent research during 50s and 60s, the attitudes of 

organizations towards human resources began to change. After this, satisfaction of 

different needs, aspirations and capabilities of workers were recognized as assets to 

industry. This was the beginning of Human Relations Approach. 

It was Hoppock (1935) who brought the term "job satisfaction" into the limelight. He 

reviewed 32 studies in job satisfaction conducted prior to 1933 and observed that job 

satisfaction is a combination of psychological, physiological and environmental 

circumstances that cause a person to say "I am satisfied with my job". Such a description 

indicates the variety of variables that influence the satisfaction of the individuals but tells 

us nothing about the nature of job satisfaction. 
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The works of Maslow, Likert, Herzberg, Mc Gregor, Drucker and Argyris gave further 

momentum to the behavioural movement in the industry. The role of employee 

motivation, involvement and satisfaction was recognized, and adequate emphasis was 

given to developing an optimal level of HRD climate in the organization, to achieve 

employee satisfaction and motivation, which would ultimately contribute towards goal 

achievement (Mishra et. al., 1999). 

Further research on job satisfaction resulted in various models presented on job 

satisfaction. These models on job satisfaction can be viewed from the perspective of job 

content factors or the cognitive variables. Maslow (hierarchy of needs), Herzberg (two-

factor model) and Alderfer (existence, relatedness and growth needs) models attempted to 

identify specific job content factors, as influencing job satisfaction. The expectancy 

model by Vroom and the extension and refinement provided by Poter and Lawler, the 

equity model by Adams and the attrition model and locus of control by Heider explains 

the cognitive variables influencing job satisfaction. 

Many researchers have focused on job satisfaction since the classical Hawthorne studies 

(Roethlisberger and Dickson, 1943), and highlighted its importance in good human 

relations leading to organizational effectiveness (Hoppock, 1935; Blum and Naylor, 1968; 

Locke, 1976). In the mid — seventies Locke (1976) reviewed the research work done on 

job satisfaction during the preceding 40 years beginning with the classic study of 

Hoppock (1935). Locke has reported that more than three thousand studies have been 

published during the same period of 40 years. A critical view of these researches 

indicated that scholars and management practitioners are still interested in the study of 
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job satisfaction for the following reasons that have board implications for the individual, 

the organization and the society at large: 

• Satisfied employees enjoy better health and live longer (Locke, 1974; Kirkcadly 

and Furnhan, 1995) 

• Job satisfaction is infectious and carries over to life outside the work place 

(Howard and Rink, 1996). 

• Absenteeism is higher among dissatisfied employees (Scott and Taylor, 1985; 

Hackett and Guinn, 1995). 

• Dissatisfied employees are more likely to quit (Price, 1977). 

The study of job satisfaction has progressed through the years from a pessimistic 

philosophy to a more pragmatic approach. 

1.3.2 Importance of Job Satisfaction 

The concept of job satisfaction has gained much importance in modern times. The worker 

and employer both are concerned with it. The employer is interested because it results in 

good production, which means more profits to the employer. The worker is concerned 

with it because it brings happiness to him (Srivastava, 1984). 

The growth and progress of an organization depends on the worker's attitude to it. Job is 

an important part of one's life and satisfaction in one's job is an essential factor for the 

development of the company. High job satisfaction contributes to organizational 

commitment, job involvement, and quality life to the employees. An organization 

benefits when the worker's involvement and satisfaction are high (Manickavasagam and 

Sumathi, 2000). 
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According to Joseph (2001) no employee works , for the sake of work alone. The 

satisfaction an employee derives from his job is of primal significance as it has a direct 

relation to his efficiency and to the organization. Bhatt (1998) is of the view that job 

satisfaction is of great significance for the efficient and profitable functioning of any 

organization. 

Job satisfaction is one of the important factors, which affect not only the efficiency of the 

worker but also such job behaviour as absenteeism, accidents, etc. The workers who are 

satisfied are the biggest assets to an organization whereas dissatisfied workers are the 

biggest liabilities. 

Studies have revealed job satisfaction to be of great significance for the effective 

functioning of any organization. It has found to be intimately related to morale, is often a 

factor in worker productivity, influences attendance and stability, has a spill over effect 

on employee relations and accidents (Vroom, 1964; Rajgopal, 1965; Jawa, 1971; Locke, 

1976; Mirvis and Lawler, 1977; Khaleque, 1979; Mowday, 1981; Prakasam, 1982; 

Scarpello and Campbell, 1983; Bhattacharaya and Gosh, 1984; Srivastava and Roy, 

1996). 

Research findings suggest that productivity would increase with job satisfaction (Griffin, 

1981; Ruch and Heshauer, 1975; Wagner and Gooding, 1987; Wright and Crapanzano, 

1997). Job satisfaction is very important for a person's contribution to production. 

Additionally job satisfaction usually results in satisfaction in life in general, which is 

necessary for contentment and happiness. According to Kornhauser (1965) it has been 
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established that highly satisfied workers have better physical and mental well — being. 

On the other hand, job dissatisfaction results in stress and tension, which is usually the 

cause of a variety of physiological disorders. 

Job satisfaction spreads goodwill about the organization. From the point of view of an 

organization, people who feel positively about their work-life are more apt to voice 

favourable sentiments about the organization. Further, it also reduces absenteeism and 

turnover (Malhotra, Shruti and Sachdeva, 2001). 

Job satisfaction is believed to be a good predictor of employee behaviour at work. It is 

also an important indicator of an employee's feelings and attitudes towards his job. A 

person with a high level of job satisfaction holds positive attitudes about his job, while a 

person who is dissatisfied with his job holds negative attitudes about his job (Robbins, 

1991). 

Satisfaction in one's job induces motivation and interest in work. When work becomes 

interesting, an employee derives pleasure out of it and pursues the task with a sense of 

commitment and loyalty to the organization. 

An organization, which performs well, will reveal that the employees are motivated and 

get job satisfaction. It is an established fact that job satisfaction usually leads to 

qualitative and quantitative improvement in performance. Moreover it is also conducive 

to the all round development of the organization, because directly or indirectly it 

influences attitude, morale and production level (Chelliah, 1998). 
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According to Srivastava (2004) the amount of cooperation that the management may 

derive from the employees would depend greatly on the extent of satisfaction amongst 

them. In fact no organization can successfully achieve its goal and mission unless and 

until those who constitute the organization are satisfied in their jobs. Knowing the profile 

of satisfied employees has some distinct advantages. It helps in developing appropriate 

policies of recruiting those employees, who experience greater satisfaction. Satisfied 

employees are more likely to give something back to the organization, as they want to 

reciprocate their positive experience. 

The feeling of organizational citizenship makes them more helpful to co-workers, less 

complaining and more positively disposed to organization (Moorman, 1993). These are 

the traits that are of immense significance to developing nations. 

Job satisfaction helps to maintain a certain harmony in life. In order to be happy and well 

adjusted in one's work, one must have a feeling of satisfaction in the work one has chosen 

for oneself. Individuals consider those aspects of their job that are related to their own 

value system, some placing greater value on pay and security, others on income, others on 

the type of work and so forth (Srivastava and Roy, 1996). 

Job satisfaction may diminish negative effects such as irregular attendance at work, 

replacement of workers within a cycle or even the rate of accidents (Kahn, 1973). 

Furthermore, research evidence clearly shows that employees decisions about whether 

they will go to work on any given day and whether they will quit, are affected by their 

feelings of job satisfaction (Lawler, 1977). 
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In a study conducted by Nayyar (1994) on 80 supervisors in a State government company 

job satisfaction was found to be the most significant contributor to work performance. A 

person will take interest in his work and perform well when he likes his job and his basic 

needs are fulfilled. Unless a person is able to meet his basic needs, it will not be easy for 

him to concentrate on his performance. Satisfied employees engage themselves in more 

collaborative efforts and accept organizational goals than do dissatisfied ones (Ostroff, 

1992). 

According to Malhotra, Shruti, and Sachdeva (2001) job satisfaction has some relation 

with the mental health of employees and also has some degree of positive correlation 

with physical health. Both scientific study and casual observation provide ample 

evidence that job satisfaction is important for psychological adjustment and happy living 

of an individual. Job dissatisfaction on the other hand has been associated with stress, 

which has been implicated as a contributory factor in the genesis of hypertension, 

digestive ailments and in extreme situations to emotional break down. Additionally, 

evidence suggests that satisfaction is inversely related to absenteeism and turnover. 

Having satisfied workers may result in lower procurement, and development costs 

(Sharma and Jyoti, 2006). The resultant satisfaction leads to a higher level of 

involvement, a greater degree of participation, greater cost consciousness and timely 

maintenance of job schedules (Panda, 2001). 

According to Manickavasagam and Sumathi (2000) the level of job satisfaction varies 

from employee to employee, from company to company and from industry to industry. 

For achieving development, it is felt that job satisfaction is indispensable. 
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To conclude, Morse (1953) suggested that an organization could be evaluated in terms of 

human satisfaction. Job satisfaction is of importance because of its possible association 

with productivity, absenteeism, turnover and accidents. An organization makes a lot of 

efforts to keep and enhance its employee's satisfaction level, as highly motivated and 

satisfied employees contribute significantly towards higher productivity and efficiency. 

The success of an organization depends on the effective utilization and motivation of its 

human resources (Rao et. al., 2002). Every individual has some needs and desires that 

need to be fulfilled. Any job, which fulfills these needs, provides satisfaction. A satisfied 

employee is more motivated and tries to improve his performance. Importance of job 

satisfaction for an organization can never be over emphasized because of its central role 

in task achievement and human resource maintenance. It is perhaps for this reason that 

job satisfaction has been and remains one of the major areas of research for almost a 

century now (Ganguli, 1994). 

1.4 FOCUS OF THE RESEARCH 

The progress of a company and the development of the nation depend to a large extent on 

the welfare of the workers and their attitude towards work. Thus, labour welfare and job 

satisfaction assume importance. The focus of the present research is to study the labour 

welfare facilities and job satisfaction in the pharmaceutical companies - Indian and 

multinational - in Goa. The research attempts to make a comparative study of the labour 

welfare facilities provided and the job satisfaction experienced between Indian 

pharmaceutical companies and multinational pharmaceutical companies in Goa. The 

study will further investigate the dimensions of labour welfare influencing the level of job 

satisfaction in these companies. Further the study seeks to examine the influence of 

gender, age and experience on the level of job satisfaction. 
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1.5 STATEMENT OF THE RESEARCH PROBLEM 

Labour welfare measures are an effort towards relieving the industrial workers from want, 

worry and the adverse effects of industrialization, by improving working and living 

conditions. The proper administration and implementation of labour welfare facilities 

plays an important role in fulfilling the economic, social, and psychological needs of 

employees. In satisfying these needs a favourable attitude towards the job can be 

developed. Job satisfaction is an attitude, which is the result of many likes and dislikes 

experienced while working in an organization. The provision of labour welfare facilities 

is one of the factors instrumental in promoting job satisfaction. 

In a globalised and highly competitive world, pharmaceutical companies are in stiff 

competition with each other. They need to encourage their workers to perform better, 

improve efficiency and retain good employees. For this purpose providing adequate 

labour welfare facilities and promoting job satisfaction assumes importance. 

The present research is an inquiry into the labour welfare facilities provided and the job 

satisfaction experienced in Indian and multinational pharmaceutical companies in Goa. It 

aims to draw a comparison between labour welfare facilities provided and the level of job 

satisfaction experienced by employees (managers and workers) in Indian and 

multinational pharmaceutical companies in Goa. The study seeks to find out which 

dimensions in the labour welfare inventory significantly influence the level of job 

satisfaction in these companies. Further the study will verify whether the statutory or the 

non-statutory labour welfare facilities are a better predictor of job satisfaction. The 

research will analyse the influence of personal variables such as gender, age and 
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experience on the job satisfaction of employees in Indian and Multinational 

pharmaceutical companies in Goa. 

1.6 OBJECTIVES OF THE RESEARCH 

1) To compare the labour welfare facilities provided in Indian pharmaceutical 

companies and multinational pharmaceutical companies in Goa. 

2) To measure the job satisfaction of employees in Indian pharmaceutical companies 

and multinational pharmaceutical companies in Goa. 

3) To study the influence of labour welfare facilities on the level of job satisfaction 

of employees in Indian pharmaceutical companies and multinational 

pharmaceutical companies in Goa. 

4) To investigate the dimensions in the labour welfare inventory that influence the 

job satisfaction of employees in Indian pharmaceutical companies and 

multinational pharmaceutical companies in Goa. 

5) To determine the relative importance of the statutory and non-statutory labour 

welfare facilities as a predictor of job satisfaction in Indian and multinational 

pharmaceutical companies in Goa. 

6) To study the influence of gender, age and experience on the level of job 

satisfaction of employees in pharmaceutical companies in Goa. 
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1.7 RESEARCH HYPOTHESES 

Hol: There is no significant difference in the labour welfare facilities provided in Indian 

pharmaceutical companies and multinational pharmaceutical companies in Goa. 

Ho2: There is no significant difference in the level of job satisfaction experienced in 

Indian pharmaceutical companies and multinational pharmaceutical companies in 

Goa. 

Ho3: There is no significant relationship between labour welfare facilities provided and 

the level of job satisfaction in pharmaceutical companies in Goa. 

Ho4: The dimensions in the labour welfare inventory do not influence the job satisfaction 

of employees in Indian pharmaceutical companies and multinational 

pharmaceutical companies in Goa. 

Hoy: The statutory labour welfare facilities are not a predictor of job satisfaction than 

non-statutory labour welfare facilities in pharmaceutical companies in Goa. 

Ho6: Gender does not significantly influence the job satisfaction of employees in 

pharmaceutical companies in Goa. 

Ho7: There is no significant relationship between age and the job satisfaction of 

employees in pharmaceutical companies in Goa. 

Ho8: There is no significant relationship between experience and the job satisfaction of 

employees in pharmaceutical companies in Goa. 

rs- 
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1.8 SIGNIFICANCE OF THE RESEARCH 

The research on 'Labour Welfare and Job satisfaction: A Comparative Study of Indian 

pharmaceutical companies and Multinational pharmaceutical companies in Goa' is the 

first of its kind undertaken so far in Goa. It can therefore be of immense use to employers 

and future researchers interested in this area. The study provides an insight into the 

labour welfare facilities provided by Indian pharmaceutical companies vis-à-vis 

multinational pharmaceutical companies in Goa. Moreover from the study the level of job 

satisfaction experienced by employees in Indian pharmaceutical companies and 

multinational pharmaceutical companies in Goa will also be realized. This will be of 

interest to the employers of these companies, as it will make them aware of the 

importance of providing labour welfare facilities, which facilities need to be improved 

upon, the extent of job satisfaction experienced by their employees and how satisfaction 

at work can be enhanced. The study will make the employers realize that the labour 

welfare facilities act as a panacea for the workers and will motivate them to work in a 

laudable manner. Furthermore through the study, these companies will be able to realise 

which facets of job satisfaction need to be improved, so that appropriate measures can be 

taken to improve the job satisfaction of the employees. Moreover the study can assist the 

employers arrive at policy decisions that will ensure efficiency in the enterprise, make 

workers work in the best interest of the company and retain their loyalties with the 

company. An organization's viability and potential for growth depends to a large extent 

on a satisfied labour force and this study can help industries realize this aspect. 

Furthermore the Government of Goa will become aware of the labour welfare facilities 

provided by the pharmaceutical companies in Goa and could take necessary steps to 

improve the facilities provided to the employees in these companies. 
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Moreover future researchers interested in doing further research on labour welfare and job 

satisfaction would immensely benefit from the present research work. 

1.9 LIMITATIONS OF THE RESEARCH 

■ The study is restricted to only four industrial estates and to selected 

pharmaceutical companies in Goa. 

■ In the study only the permanent employees (managers and workers) in the selected 

pharmaceutical companies in Goa were chosen and not those who are temporary, 

casual or on contract. The results of the study therefore relate to only the 

permanent employees in these companies. The results could differ for temporary, 

casual or contract employees. 

■ Of the personal variables that influence job satisfaction only age, gender and 

present work experience of the employees is considered in the present study. 

Other personal variables like income, martial status, previous work experience, 

educational qualifications, and so on have not been analyzed. 

■ The study has focused only on labour welfare facilities (statutory and non-

statutory) influencing job satisfaction. There could be other factors/variables that 

have an effect on job satisfaction. 

■ The impact of labour welfare and job satisfaction on the pharmaceutical 

companies in Goa is not included in this study. 

■ The results of the study depend upon the co-operation, willingness and sincerity of 

the employees in answering the standardized instruments given to them. 
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CHAPTER II 

CONCEPTUAL FRAMEWORK 

2.1 INTRODUCTION 

In India industrial workers today constitute functionally a very significant part of the 

production process and they also contribute substantially to the nations economy. But if 

we make an overall survey of the living and working conditions of industrial workers in 

our country, the need for and the necessity of labour welfare in India would immediately 

become apparent. These welfare facilities have become necessary to counteract the 

handicaps to which the workers are exposed, both in their work-life and folk-life and to 

provide opportunities and facilities for a harmonious development of the workers 

personality. 

In their work-life workers have to work for long hours in unhealthy surroundings. The 

drudgery of the factory work continues to have adverse effects on them even after they 

knock off work. They are also far away from their village community. As most of them 

have migrated from rural areas, they are thrown into an uncongenial environment, which 

is strange to them. Such an unpleasant atmosphere created by the factory system makes it 

necessary to introduce various labour welfare measures. 

In developing countries where paradoxically sub-standard socio-economic conditions 

exist despite the vast programmes for industrial development undertaken in a planned 

way, the provision of suitable labour welfare facilities designed to meet the needs of 

workers can go a long way in ensuring the efficiency, contentment and commitment of 
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the labour force. A proper organization and administration of welfare facilities can play a 

vital role in promoting better working conditions and living standards for industrial 

workers, and also increase their productivity, especially in developing countries (Kohli 

and Sharma, 1997). 

During the fifties the idea of establishing socialism in India provided support for taking 

up measures to ensure labour security and labour welfare. India is not only a welfare state 

but also an entrepreneurial state. It had assumed on itself the responsibility of initiating 

and promoting economic development. It had to set the pace and provide the model for 

the private enterprise working in the country and also to ensure by its vested authority 

that the latter followed the model. The assumption of this responsibility by the State in the 

post — independence period, and the war-time experiences of the western capitalist 

societies together, are responsible for labour welfare to be given due social recognition 

and for some headway made towards their implementation through legislation. It needs to 

be emphasized that labour welfare as a function of State has come naturally as part of the 

characteristics of the twentieth century welfare state. By definition, a welfare state is a 

state that is no longer a passive onlooker or only a judge in a dispute, but an active 

participant in the daily life of the society, paying attention to all interests and claims. In 

India the jurisdiction of labour legislations is generally restricted to the organized labour 

or to the labour of only such industries, which comes under the purview of the factory law 

(Misra, 1971). 

According to Kerkaldy (1981) 'as a matter of fact the whole field of welfare is one in 

which much can be done to combat the sense of frustration of the industrial worker, to 

bring about maximum satisfaction, to relieve him of personal and family worries, improve 
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his health, to afford him a means of self-expression, to offer him some sphere in which he 

can excel all others, and to help him to a wider conception of life'. 

The growth and progress of an organization depends upon workers' involvement and 

satisfaction at the work place. Job satisfaction can ensure industrial peace and high 

productivity. Inorder to be happy and well adjusted in one's work, one must feel a sense 

of satisfaction. Job satisfaction is influenced by various factors such as the work 

environment, personal factors, work itself, organizational climate and so on. Job 

satisfaction has its basis in various theories and schools of thought. 

The present chapter will present a conceptual framework of labour welfare and job 

satisfaction focusing on the meaning, objectives, principles, approaches, theories to 

labour welfare and job satisfaction. 

2.2 CONCEPT OF LABOUR WELFARE 

Labour welfare is an extension of the term welfare and its application to labour. The term 

labour, labourer, workers, workman or employee are all used to refer to the wage earning 

human agents in the industry. Labour is any physical or intellectual activity applied in 

industrial production and one who performs it is a worker. According to the traditional 

economic theory labour can be defined as, "A factor of production which consists of 

manual and mental exertion and receives some return by way of wages, salaries or 

professional fees" (Railkar, 1990). 

"Labour is any mental or physical activity performed with an intention of earning some 

material benefits in cash or in kind. The human agent (man, woman or child) who 
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performs such labour is a worker. A worker is attached to a private or public employer 

and receives wages for the performance of labour". 

The Government of India under the Indian Labour Legislation [Industrial Law Section 2 (1)] 

defined a worker as "a person employed directly or through any agency, whether for wages 

or not, in any manufacturing process, or in clearing any part of the machinery or premises 

used for manufacturing process, or in any other kind of work incidental to, or connected with 

the manufacturing process or the subject of manufacturing process. Labour is a fundamental 

factor of industrial production. It is a human agent with its own economic, cultural, social and 

also political aspirations. Labour is according to Ricardo and Marx, a source of all values. 

Everything valuable in the economic sense is a product of labour. 

Welfare means faring and doing well. It is a comprehensive term and refers to the 

physical mental, moral and emotional well-being of an individual (Aswathappa, 2003). 

According to Hopkins (1955) "Welfare is fundamentally an attitude of mind on the part of 

management, influencing the method in which management activities are undertaken. 

Employers concerned with introducing or extending welfare programmes now or in the 

future must be concerned, not only with the past and current experience, but with 

developing trends". 

The concept of labour welfare has received inspiration from the concepts of democracy 

and welfare state. Democracy does not simply denote a form of government; it is rather a 

way of life based on certain values such as equal rights and privileges for all. The 

operation of welfare services, in actual practice, brings to bear on it different reflections 

representing the broad cultural and social conditions. 
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The Oxford dictionary defines labour welfare as "efforts to make life worth living for 

workmen". 

Chamber's dictionary defines welfare as a state of faring or doing well, freedom form 

calamity, enjoyment of health, prosperity, etc. Labour welfare work is also defined as 

"voluntary efforts on the part of the employees to improve the existing industrial system 

and the conditions of employment in their own factories". 

In a Resolution in 1947, the ILO defined labour welfare as "such services, facilities and 

amenities as adequate canteens, rest and recreation facilities, arrangements for travel to 

and from work, and for the accommodation of workers employed at a distance from their 

houses and such other services, amenities and facilities as contribute to improve the 

conditions under which workers are employed. 

According to N. M. Joshi (1927) labour welfare work covers "all the efforts that 

employers make for the benefit of their employees over and above the minimum 

standards of working conditions fixed by the Factories Act and over and above the social 

legislations providing against accidents, old age, unemployment and sickness". 

Arthur James Todd (1993) defines welfare work as "anything done for the comfort and 

improvement, intellectual and social, of the employees over and above the wages paid, 

which is not a necessity of the industry". 

Labour welfare also referred to as betterment of employees, relates to taking care of the 

well — being of workers by employers, trade — unions, and government and non — 
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governmental agencies. According to the Royal Commission on Labour (1931) "Labour 

welfare is a term which must necessarily be elastic, bearing a somewhat different 

interpretation from one country to another, according to the different social customs, the 

degree for industrialization and educational level of the workers". 

Report II of the ILO Asian Regional Conference (1947) defined labour welfare as a term 

which is understood to include such services, facilities and amenities as may be established in 

or outside the vicinity of undertakings to enable the persons employed in them to perform 

their work in healthy, congenial surroundings and to provide them with amenities conducive 

to good health and high morale. 

The Encyclopedia of Social Sciences Vol. XV (1935) defines labour welfare as 

"voluntary efforts of the employers, to establish within the existing industrial system, 

working and sometimes living and cultural conditions for the employees, beyond what is 

required by law, the customs of the industry and the conditions of the market". 

Another view point provided by the Indian Conference of Social Work is that "Labour 

welfare services include such services as are rendered to workers and their families by 

industrial enterprises with the purpose of raising their moral, material, social and cultural 

levels and to adjust to a better life". Labour welfare develops better workers, which in 

turn helps in the development of the community and society. 

In the broader sense labour welfare is a convenient term to cover all those aspects of 

industrial life that contribute to the well being of the workers. Labour welfare refers to 
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any agency either statutory or voluntary, which aims at betterment of workers conditions 

(Srivastava and Devi, 1974). 

According to Richardson (1960) "Labour welfare work refers to the efforts on the part of 

employers to improve within the existing industrial system the conditions of employment in 

their own factories. Any arrangement of working conditions, organization of social and sports 

club and establishment of funds by the firm, which contribute to workers health and safety, 

comfort, efficiency, economic security, education and recreation is labour welfare measure". 

The term labour welfare is very comprehensive and includes various types of activities 

undertaken for the economic, social, intellectual and moral benefit of the labour 

community (Kumar, 1994). Labour welfare implies the setting up of minimum desirable 

standards and the provision of facilities like health, food, clothing, housing, medical 

assistance, education, insurance, job security, recreation etc. Such facilities enable a 

worker and his family to lead a good work life, family life and social life (Sarma, 1996). 

According to C.P John (1998) the term labour welfare in its broad connotation refers to a 

state of living of an individual or a group in a desirable relationship with the total 

environment — ecological, economic, and social. 

Vaid (1970) considers labour welfare as an "expression of the assumption by industry of 

its responsibility for its employees." 
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The Committee on Labour Welfare (1969) formed to review the labour welfare scheme, 

described it as "social security measure that contributes to improving the conditions under 

which workers are employed in India". 

According to the Report of National Commission of Labour (1969) the concept of labour 

welfare is necessarily dynamic, having a different interpretation from country to country 

and from time to time and even in the same country, according to its value system, social 

institution, degree of industrialization and general level of social and economic 

development. Even within one country its content may be different from region to region. 

Labour welfare is a term that lends itself to several meanings. And it has never held the 

same significance in every country (Goyal, 1995). Sometimes the concept is very wide 

and is more or less synonymous with conditions of work as a whole. It may include not 

only the minimum standard of hygiene and safety laid down in general labour legislation 

but also such aspects of working life as social insurance schemes, measures for protection 

of women and young workers, limitations of hours of work, paid vacations and so on. In 

other cases the definition is much more limited and welfare in addition to general physical 

welfare conditions is mainly concerned with the day — to — day problems of workers and 

the social relationships at the place of work. The concept of labour welfare, which 

originated with the desire for a humanitarian approach to ameliorate the sufferings of the 

working class, later became a utilitarian philosophy, which worked as a motivating force 

for labour and for those who were interested in it (Kohli and Sharma, 1997). 
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2.3 NATURE OF LABOUR WELFARE 

Labour welfare has two aspects: negative and positive. On the negative side, labour welfare is 

concerned with counteracting the baneful effects of the large scale industrial system of 

production — especially capitalistic, and so far as India is concerned — on the personal/family, 

and social life of the worker. On its positive side, it deals with the provision of opportunities 

for the worker and his/her family for a good life as understood in its most comprehensive 

sense (Moorthy, 1968). 

The constituents of labour welfare, according to C. P. John (1998), include working 

hours, working conditions, safety, industrial health insurance, workmen's compensation, 

provident fund, gratuity, pensions, protection against indebtedness, industrial housing, 

rest rooms, canteens, crèches, wash places, toilet facilities, lunches, cinemas, theaters, 

music, reading rooms, holiday rooms, worker's education, co-operative stores, 

excursions, playgrounds, and scholarship and other help for education of employee's 

children. 

In India, the framework of providing welfare measures to workers consists of statutory and 

voluntary measures, the former being taken by the management and the latter being achieved 

through collective bargaining agreements (Madhumathi and Desai, 2003). The statutory 

framework and collective agreements prescribe the minimum targets to be achieved regarding 

welfare measures. It is because the government is not sure that all the employers are 

progressive minded and will provide basic welfare measures, that it introduced statutory 

legislation from time to time to bring about some measure of uniformity in the basic 

amenities available to industrial workers (Monappa, 1985). 
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In addition to the statutory framework, the collective bargaining agreements reached at 

industry and company levels also determine the nature and extent of welfare measures. 

The approach towards non — statutory welfare activities, which are voluntary and based 

on 'paternalism' or 'philanthropic motives' or 'on account of aggressiveness of unions' or 

`care and well being of employees', is changing. It is being realized that these welfare 

activities are more difficult to budget than salary. They often turn out to be more 

expensive and difficult to manage than have been visualized. They have become items of 

strife. Under such circumstances managements will become more careful about these 

activities, trying to observe their repercussions, that is, the cost and benefit of these 

measures to the organization. Management will consider the motivational effect of such 

activities on work and other productive behaviour (Selvarani, 1995). 

2.4 OBJECTIVES OF LABOUR WELFARE 

The objectives of labour welfare have progressively changed over the decades. From the 

primitive policing and placating philosophy of labour welfare, it gradually moved to the era 

of paternalism with philanthropic objectives. There are efforts made by some employers to 

give a humanitarian outlook to their employee-welfare programmes. The recent thinking in 

labour welfare, however, is more oriented towards increasing productivity and efficiency of 

people at work. Today labour welfare has become a comprehensive concept concerned with 

the development of total human personality embracing physical, mental, social, psychological 

and spiritual aspect of the employees' well being (Sarma, 1996). 

The objectives of welfare activities can be viewed as purely humanitarian to enable 

workers to enjoy a fuller and richer life - partly economic to improve the efficiency of the 
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workers, and partly civic - to develop among them a sense of responsibility and dignity, 

and thus make them worthy citizens of the nation. 

The following motives and considerations have prompted employees to provide welfare 

measures (Sarma, 1996): 

■ Some of the early philanthropic and paternalistic employees tried to improve 

the working and living conditions of their workers by providing various 

welfare measures. 

■ Some of them took recourse to welfare work to win over their employee's 

loyalty and to combat trade unionism and socialistic ideas. 

■ Some employers provided labour welfare services to build up a stable labour 

force, to reduce labour turnover and absenteeism and to promote better 

relations with their employees. 

■ At present, labour welfare has been conceived by some employers as an 

incentive and good investment to secure, preserve and develop greater 

efficiency and output from workers. 

■ One of the objectives for provision of welfare activities in recent times by 

certain employers is to save themselves from heavy tax on surplus. 

■ The purpose behind provision of welfare amenities by some companies is to 

enhance their image and to create an atmosphere of goodwill between labour 

and management and also between management and the public. 

■ Employers provide welfare facilities to fulfill the future needs and 

aspirations of labour, so that they experience job satisfaction. 
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Objectives of labour welfare measures as proposed by John (1998) are summarized 

below: 

• Enabling workers to live richer and more satisfactory lives. 

• Contributing to the productivity of labour and efficiency of the enterprise. 

• Enhancing the standard of living of workers by indirectly reducing the burden on 

their purse. 

• Enabling workers to live in peace and harmony. 

• Based on an intelligent prediction of the future needs of the industrial workers, 

designing policies to cushion off and absorb the shocks of industrialization and 

urbanization to workers. 

• Fostering administratively viable and essential developmental outlook among the 

workforce and 

• Discharging social responsibilities. 

2.5 PRINCIPLES OF LABOUR WELFARE 

Certain fundamental Principles are involved in the concept of labour welfare. The 

following are the more important among them (Kohli and Sharma, 1997): 

• Principle of Social Responsibility 

Industries have a social responsibility towards the society. Social responsibility means 

the obligations of the industry to pursue those policies, to take such decisions and to 
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follow those lines of action that are desirable in terms of the objectives and values 

currently prevailing in the society. This principle is based on the social conception of 

industry and its role in the society, that is, the understanding that social responsibility 

of the State is manifested through industry. It is assumed that labour welfare is an 

expression of an industry's duty towards its employees. Industry is expected to win 

the co-operation of the workers, provide them security of employment, fair wage and 

equal opportunity for personal growth and advancement, and make welfare facilities 

available to them. 

■ Principle of Democratic Values 

The principle of democratic values of labour welfare concedes that workers may have 

certain unmet needs for no fault of their own, that industry has an obligation to render 

them help in gratifying those needs, and that workers have a right of determining the 

manner in which these needs can be met and of participation in the administration of 

the mechanism of need gratification. The underlying assumption to this approach is 

that the worker is a mature and rational individual who is capable of taking decisions 

for himself/herself. 

■ Principle of Adequacy of Wages 

The third principle of labour welfare is adequacy of wages, it implies that labour 

welfare measures are not a substitute for wages. It will be wrong to argue that since 

workers are given a variety of labour welfare service, they need to be paid low wages. 

Right to adequate wage is beyond dispute. 
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■ Principle of Efficiency 

The fourth principle of labour welfare lays stress on the dictum that to cultivate 

welfare is to cultivate efficiency. Even those who deny any social responsibility for 

industry, do accept that an enterprise must introduce all such labour welfare measures 

that promote efficiency (Marshall 1950). It has been often mentioned that workers 

education and training, housing, and diet are the three most important aspects of 

labour welfare, which always accentuate labour efficiency. 

■ Principle of Co- responsibility 

The sixth principle of labour welfare recognizes that the responsibility for labour 

welfare lies in both employers and workers and not on employers alone (Moorthy, 

1958). Labour welfare measures are likely to be of little success unless mutuality of 

interest and responsibilities are accepted and understood by both the parties, in 

particular the quality of responsibility at the attitudinal and organizational level. 

■ Principle of Totality of Welfare 

The final principle of labour welfare is that the concept of labour welfare must 

permeate throughout the hierarchy of an organization and accepted by all levels of 

functionaries in the enterprise. 

■ Principle of Re-personalization 

The development of the human personality is given here as the goal of industrial 

welfare which according to this principle should counteract the baneful effects of the 

industrial system. Therefore, it is necessary to implement labour welfare facilities 
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both inside and outside the factory, that is provide intramural and extramural labour 

welfare facilities. 

■ Principle of Co-ordination or Integration 

This Principle plays an important role in the success of welfare services. Welfare is a 

total concept. From this angle, a co-ordinated approach will promote healthy 

development of the worker in his work, home and community. This is essential for the 

sake of harmony and continuity in labour welfare facilities. 

2.6 APPROACHES TO LABOUR WELFARE 

A study of the approaches to labour welfare is desirable for management, the workers and 

the general reader. For the general reader, a study of approaches is essential because 

his/her knowledge of the subject is incomplete without knowledge of these approaches, 

and knowledge of these approaches enables the manager and the worker to have a better 

perspective on welfare work. Moreover the various approaches to labour welfare reflect 

the attitudes and beliefs of the agencies, which are engaged in welfare activities. The 

different approaches to labour welfare reflect the evolution of the concept of welfare. 

Researchers (Railkar, 1990; Kohli and Sharma, 1997) have noted the following 

approaches to labour welfare: 

• Paternalistic Approach 

The Paternalistic Approach to labour welfare can be traced back to the beginning of 

the modern industrial system where there was hardly any difference between 

management and ownership. The owners could have first hand information of the 
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living and working conditions of the workers. The employers felt that they were 

responsible for the moral and material well-being of persons employed by them. The 

underlying assumption of this approach is that it takes for granted that the workers 

belong to a different and inferior social category, in need of help and charity. This 

assumption colours the nature of welfare schemes. These schemes are imposed from 

above (managers being wiser than workers) and the attitude of the employer seems to 

be 'I have done so much for you, now you should respect me and be loyal to me'. It 

may work in the initial stages of the factory system where the workers come from the 

villages. But with the changes in the attitudes of the people in general and industrial 

workers in particular, this attitude is resented and welfare measures are not accepted 

as charity. 

• Atomistic Approach 

This approach demanded that every individual should be left as free as possible. 

Every individual can attain his own best interest only under the conditions of 

maximum freedom. Therefore in the matters of labour welfare this view was 

completely opposed to any welfare promoting activities undertaken by the 

government or any social or public agency. According to this view the scope of labour 

welfare activities should be as little as possible. This hypothesis is based on three 

important principles, which are as follows: 

❖ Society in its natural form is made up of individuals. They are un-organized and 

un-coordinated. Under such a natural society every individual is self-centered. 
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❖ Such an individual always acts in a calculated manner. An individual always need 

a secure life. He is engaged in the activities of self- preservation. He will therefore 

act in such a manner that his self or personal interest will always be maximized. 

❖ Every individual through out the life will act in such a manner that helps to 

promote his self-interest. He is always in the pursuit of this objective. He fulfills it 

to the best of his ability. 

The Atomistic approach was based on the individualism and rationality concept of the 

early 19 th  century. This approach came under strong criticism in the 19 th  century itself 

and by the end of the 19 th  century extreme atomistic views had almost disappeared. It 

was increasingly felt necessary to take a more liberal and progressive view of labour 

welfare activities. 

• Mechanistic Approach 

With the beginning of the 20 th  century labour welfare and labour relations have been 

moving towards a more sympathetic approach. Efforts to increase efficiency of labour 

have become a matter of fundamental importance. It was observed that if labour 

administration is more scientifically managed then there is considerable scope for 

improving efficiency of labour. Such an approach to scientific management of the 

industry leads to the 'mechanistic' view about, labour welfare. It treats worker as 

`labour' performed in some 'mechanical units' such as 'hours of work', 'man — days', 

`man — hours'. Its emphasis is on the scientific and effective methods of production. 

Such an approach is greatly favoured by the employers and management. However, it 

is strongly opposed to by the trade union organization. This approach is based on the 

`stimulus and response' relationship. The essence of the scientific management and 

mechanistic approach is the 'carrot and stick' method that it advocates. Under this 
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approach welfare activities such as social security measures, better economic justice 

or healthy and hygienic atmosphere at the place of work are not found necessary in 

order to promote over all development of the personality of workers. Therefore this 

approach takes a highly restrictive view of labour welfare activities. 

• Humanistic Approach 

The Australian sociologist Elton Mayo advocated this approach. Mayo finds that what 

is more important is to treat labour as a human element of production. Therefore it 

was necessary to take a fresh and more sympathetic view of labour welfare. 

Humanistic approach is based on human relationships, which was missing in the 

earlier approaches to labour welfare. The human factor was particularly missing in the 

administration of the industry and Mayo discovered the importance of informal 

relations between groups of workers and stressed sociality of man. The approach 

considered human personality, attitudes and sentiments of workers, while promoting 

labour welfare. Therefore the humanistic approach to labour welfare takes an 

enlightened view about labour welfare. 

2.7 THEORIES OF LABOUR WELFARE 

There are various theoretical justifications suggested which may induce the employers to 

promote different welfare activities. The following are the theories on labour welfare 

(Railkar, 1990): 

■ Religious theory 

Welfare activities are considered to be necessary under this theory on the basis of 

religious principle. It is an attempt to appeal to the religious sentiments of the 
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employer. It may also be interpreted as if an employer wants to come out purified 

from his sinful acts of exploitation and profit making. Religious appeal demands 

sharing the fruits of progress and wealth partly with your fellow beings. Even God 

will not tolerate too much selfish and acquisitive tendency. Therefore making some 

compromises with the working class becomes the religious duty of every employer. 

■ Philanthropic theory 

Closely related to religious principle is the theory of charity or philanthropy. This 

theory goes a step ahead and argues that everyone should have brotherly relations 

with the rest of mankind. It is a duty of the rich to help the poor. Mutual help within 

the society alone will help to promote a peaceful and cooperative atmosphere. 

■ Trusteeship theory 

The theory takes a paternalistic attitude towards industrial production and ownership 

of resources. The entrepreneur, according to this theory, is not an owner but only a 

trustee and looks after the productive activities. It is the duty of the entrepreneur to 

distribute and use the wealth wisely in the larger interest of every workman who 

contributes to the production of wealth. The entrepreneur is therefore only like a big 

brother or elderly member of the family in charge of the overall welfare of all his 

employees. Mahatma Gandhi was a strong advocate of the trusteeship theory of 

labour welfare activities. 

■ Policing theory 

According to this theory welfare is a legal or statutory responsibility of the employer. 

Under this theory every employer is compelled to make available minimum comforts 

a- 
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to the working class such as minimum rate of wages, minimum safety, security 

provisions, promote payment of wages and other benefits. According to this theory 

employers are compelled to contribute to the minimum facilities under the fear of 

punishment. The State regulation, supervision, inspection of the industrial premises 

helps to ensure satisfactory fulfillment of the 'police function' of the entrepreneur in 

promoting welfare. 

■ Placating theory 

According to this theory employers promote welfare not as a matter of charity, but as 

a fruit of sustained efforts on the part of the working class. It is a matter of right of the 

working class to organize itself into militant unions, to plan agitation activities and 

compel the employers to concede more and more facilities to the working class. 

Therefore stronger the working class unity, greater would be the benefits in the form 

of welfare provisions. The employers are frightened not by the laws of the State, but 

by the unity of the workers that compels them to placate or satisfy the working class. 

■ Efficiency/Functional criterion 

According to this theory welfare promoting activities are demanded on the grounds of 

efficiency or functional criterion. There is an attempt to relate additional expenditure 

on the welfare promoting activities on one hand and resultant increases in the 

productive efficiency of the workers, on the other. It is argued that every addition to 

the welfare promoting activity is found to pay rich dividends in the course of time. 

Therefore the theory takes a commercial approach to labour welfare activities. 
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■ Public relations theory 

According to this theory, welfare activities are provided to create a good impression 

on the minds of the workers and the public, particularly the latter. Clean and safe 

working conditions, a good canteen, crèche and other amenities, make a good 

impression on the workers, visitors and the public. Some employers proudly take their 

visitors around the plant to show how well they have organized their welfare 

activities. 

■ Social theory 

The social obligation of an industrial establishment has been assuming great 

significance these days. The social theory implies that a factory is morally bound to 

improve the conditions of the society in addition to improving the conditions of its 

employees. Labour welfare should gradually become social welfare. 

It can be noticed from the above theoretical explanations on labour welfare that no single 

theory can explain the large variety of welfare activities that are provided by the modern 

industrialists for the benefit of the working class. Therefore total welfare programmes in 

modern times can be said to be an outcome of a composite effect of several theoretical 

considerations. 

2.8 SCOPE OF LABOUR WELFARE 

The scope of welfare activities calls for a comprehensive analysis that has been aptly 

considered by the Labour Investigation Committee (1946), Government of India. The 

Labour Investigation Committee has clearly mentioned the scope of such activities "For 

our part we prefer to include under welfare activities anything done for the intellectual, 
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physical, moral and economic betterment of the workers, whether by employer, by 

government or by other agencies, over and above what is laid down by law or what is 

normally expected as part of contractual benefits for which the workers may have 

bargained". Thus, under this definition we may include housing, medical and educational 

facilities, nutrition (including provision of canteens), facilities for rest and recreation, co-

operative societies, day nurseries and creches, provision for sanitary, accommodation, 

holidays with pay, social insurance measures undertaken voluntarily by employees, 

including sickness and maternity benefits schemes, provident funds, gratuities and 

pensions, and so on. 

The scope of labour welfare can be interpreted in different ways, in different countries, 

depending upon the stages of economic development, political outlook and social 

philosophy. In some countries the use of welfare facilities provided is confined to the 

workers employed in the undertaking concerned, while in others the workers families are 

allowed to share in many of the benefits which are made available" (ILO report II — Asian 

Regional Conference, 1947). 

The subject of labour welfare facilities is a very broad one covering a wide field of 

amenities and activities. In order to obtain a clearer understanding of its scope, we may 

examine the ways in which labour welfare is classified. Labour welfare work can be 

broadly divided into two categories: a) statutory and non — statutory or voluntary and b) 

intra-mural and extra-mural welfare facilities. 

Statutory welfare consists of those provisions of welfare work, which depends for its 

implementation on the coercive power of the government. The government enacts certain 
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rules of labour welfare to enforce the minimum standards of health and safety of workers. 

The employers are required by law to fulfill their statutory obligations on welfare. Non—

statutory welfare measures include all those activities, which employers undertake for the 

welfare of their workers on a voluntary basis. 

The Committee of experts on welfare facilities for industrial workers constituted by the ILO 

in 1963 had divided the welfare services in two groups: 

■ Intra-Mural Welfare Facilities: These welfare amenities are those provided within 

the premises of the establishments such as latrines and urinal, washing and bathing 

facilities, crèches, rest shelters and canteens, arrangements for drinking water, 

arrangements for prevention of fatigue, health services including occupational safety, 

administrative arrangements within plant to look after welfare, uniforms and 

protective clothing, and shift allowance. 

■ Extra-Mural Welfare Facilities: These are welfare amenities provided outside the 

establishment such as maternity benefit, social insurance measures, including 

sports, cultural activities, library and reading room, holiday homes and leave 

travel facilities, workers co-operatives including consumers co-operative stores, 

fair price shops and co-operatives including co-operative credit societies, 

vocational training for dependence of workers, other programmes for the welfare 

of women, youth and children and transport to and from the place of work. 

Thus, labour welfare is very comprehensive and embraces activities provided by employers, 

State, trade unions and other agencies to help workers and their families in the context of 

their industrial life. The scope of labour welfare however cannot offer limited facilities within 

48 



or near the undertaking, nor can it be so comprehensive as to embrace the whole range of 

social welfare or social services. It follows therefore that all extra-mural and intra-mural 

welfare activities, as well as statutory and non-statutory welfare measures undertaken by the 

employer, the government, trade unions or voluntary organizations fall within the scope of 

labour welfare. In this sense, even social security measures, education, cultural activities and 

industrial housing come within the scope of labour welfare. 

The statutory welfare facilities are covered under the following Acts namely: Factories Act 

(1948), Workmen's Compensation Act (1923), Maternity Benefits Act (1961), Employees' 

State Insurance Act (1948), Employees' Provident Fund and Miscellaneous Provisions Act 

(1952), Payment of Gratuity Act (1972), Employees' Pension Scheme (1995). The non-

statutory welfare facilities include housing, recreation, education/training, subsidized loans 

and other such facilities that are voluntary in nature. 

2.9 STATUTORY WELFARE FACILITIES 

Various Acts have been implemented, from time to time, by the Government of India 

which have defined the statutory welfare activities (Kumar, 2003): 

FACTORIES ACT (1948) 

The State regulation of the working conditions in factories in India started only in 1881 

when the first Indian Factories Act was passed. Prior to this enactment the Government 

had a policy of non-interference towards labour. Therefore, the Factories Act (1881) was 

the Government's first step to safeguard the interest of the workers. This Act was 

subsequently amended in 1911, 1922, 1923, 1926 and in 1931 and from time to time 

various provisions regarding fixation of daily hours of work, employment of children, 
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employment of full time inspectors, prohibition of heavy work for women in factories 

were added. On the basis of the recommendations of the Royal Commission on Labour, 

the Act came out to be amended again in 1934 when the factories were divided into two 

classes: seasonal and perennial. The maximum hours of work for adults in perennial 

factories were fixed at 10 per day and 54 per week. In seasonal factories the limit was 

fixed at 11 per day and 60 per week. This act was further amended in 1935, 1940, 1945 

and 1946 to incorporate 10 annual paid holidays for adults and 14 for children and to 

reduce the hours of work in perennial factories to 48 hours per week and 9 per day, as the 

maximum. 

In 1947 the Government of India introduced a bill, which after certain modifications 

become law and came into effect from 1 st  April 1948. The Factories Act (1948) in this 

present shape aims at providing security and a fair deal to the workers. 

The objectives of the Act clearly show that the said regulation is intended for the benefit 

and welfare of workers. The Act is a social piece of legislation and it aims primarily at 

protecting workers employed in factories against industrial and occupational hazards. 

Therefore, this Act imposes certain obligations upon the owner/occupier to provide such 

conditions as are conducive to health and safety of the workers. 

The scope and coverage of the Factories Act applies to factories all over India including 

the Sate of Jammu and Kashmir. It defines the 'factory' as any premises including the 

premises thereof: 
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• Wherein ten or more workers are working on any day of the preceding twelve 

months and in any part of which a manufacturing process is being carried out 

with the aid of power or is ordinarily so carried on. 

• Wherein twenty or more workers are working or were working on any day of 

the preceding twelve months and in any part of which a manufacturing process 

is being carried on without the use of power. 

The Factories Act (1948) is a central legislation but its administration is done by the 

State Government through their representative inspectorates. The State Government is 

empowered to grant exemptions, appoint inspectors and surgeons for certifying children 

and adolescents as fit for work in factories, registering and licensing factories, collecting 

license fee and framing necessary rules for giving effect to achieve the purpose of the 

Act. Provisions have been incorporated in the Act itself for the imposition of punishment 

for violating the provisions of the Act. 

Main provision of the Factories Act (1948) 

The Factories Act (1948) makes it statutory for employers to provide certain minimum 

welfare facilities that will improve the working conditions of workers. These include the 

following: 

❑ Health 

Under health provisions of the Act the following facilities are to be provided by the 

employer: 

(a) Cleanliness: Section 11 of the Act reveals that every factory shall be kept clean and 

free from effluvia arising from any drain, privy or other nuisance and in particular 
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accumulation of dirt and refuse shall be removed daily by sweeping or by other 

effective method from the floors and benches of work — rooms, staircases and passages 

and disposed off in a suitable manner. The floor of every room shall be cleaned at least 

once in every week by washing using disinfectant where necessary or by some other 

effective method. All inside walls and partitions, ceilings shall be varnished at least 

once in every period of five years; white washing shall be carried out at least once in 

every period of fourteen months. 

(b) Ventilation and Temperature: Section 13 of the Act stipulates that effective and 

suitable provision shall be made in every factory for securing and maintaining in 

every work room adequate ventilation by the circulation of fresh air, and such 

temperature as will secure to workers therein reasonable conditions of comfort and 

prevent injury to health. The State Government may prescribe standard of adequate 

ventilation and reasonable temperature for any factory or class of description of 

factories or part thereof. 

(c) Artificial Humidification: Section 15 maintains that in respect of all factories in 

which the humidity of the air is artificially increased, the State Government may 

prescribe standard of humidification, make rules for regulating the methods used for 

artificially increasing the humidity of the air, prescribe the test for determining the 

humidity, etc. Water used for the purpose shall be taken from a public supply or other 

sources of drinking water. 
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(d) Lighting: According to Section 17 of the Act sufficient and suitable lighting shall 

be provided and maintained in every part of the factory where workers are working or 

passing. It may be artificial, natural or both. 

(e) Drinking Water: Section 18 of the Act states that in every factory drinking water shall 

be provided and maintained at suitable points. If in a factory 250 or more workers are 

ordinarily employed provision shall be made for cold drinking water during hot weather 

by effective means. 

❑ Welfare 

Under welfare following facilities are to be provided by the employee: 

(a) First-Aid Appliances: Section 45 lays down that in every factory first-aid boxes shall 

be provided and maintained and these shall be in an easy access during all working hours. 

(b) Canteens: Section 46 contains the provisions regarding canteen facilities in any 

factory where 250 or more workers are ordinary employed, a canteen shall be maintained 

by the occupier for the use of workers. Foodstuffs to be served and charges to be made 

there shall be stated clearly. A committee of representative of workers and management 

shall manage it. 

(c) Shelters and Rest Rooms: Section 47 provides that in every factory wherein more 

than 150 workers are ordinarily employed, adequate and suitable shelters, rest-rooms and 

lunch rooms with provisions for drinking water where workers can eat meals brought by 

them, shall be provided and maintained. These should be kept clean, lighted and 

ventilated and shall be maintained in cool and clean conditions. 
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❑ Safety 

The Act provides that every factory should follow certain safety norms such as fencing 

and covering of dangerous parts of machines, cleaning and lubricating dangerous 

machines, periodical examinations of appliances such as hoists, goggles, safety hats and 

gloves and prevention of fire and risks. 

❑ Holidays and Leave with Wages 

The Act provides that the maximum number of hours for an adult worker is 48. The first 

day of the week shall be weekly holiday. Compensatory holidays will be allowed if the 

weekly holidays are lost. Daily working hours shall not be more than nine. The worker 

shall be allowed interval after every six hours of continuous work. The period of spread 

over shall not exceed 101/2 hours a day. The leave with wages is allowed to those 

workers who have worked for at least 240 days in a preceding calendar year. Earned leave 

is allowed at the rate of one day for every 20 days of work. Earned leave that can be 

accumulated and carried forward to the next calendar year is not to be more than 30 days. 

PAYMENT OF WAGES ACT (1936) 

Wages perform several cardinal functions in an economy. They are a recompense for 

work as a factor of production; they provide means for allocation of human resources 

among skills, industries, occupations and regions. Wages also have an efficiency function 

to perform. Productivity linked earning tends to increase efficiency of a worker and 

motivates him to contribute his best in achieving organizational goals. Moreover, wages 

influence the structure of distribution of national income. Therefore, effective wage 

administration assumes a greater significance in an industrial economy. 

54 



Since, the Payment of Wages Act, 1936 was designed as a protective piece of labour 

legislation to protect the workers from the wickedness of the employers, its effectual 

enforcement and implementation must be emphasized in an industrial system where the 

workers have been uncompassionately and capaciously robbed of their hard earned 

money in the past. 

The chief objective of the Act is to ensure that the wages paid to employees are disbursed 

by the employer within the prescribed time limit and that no deduction other than those 

authorized by law are made by the employer. It prescribes the enforcement machinery and 

lays down the penalties for contravention of the provisions. 

The Act applies to the whole of India and to persons employed in 

industry/factory/railways or to the employee of a contractor working for a railway 

administration. The State Governments are empowered to extend the application of the 

whole or part of the Act to any class of persons employed in any industrial establishment, 

by issuing three months' notice of their intention to do so, and then a notification in the 

official gazette. 

Main provisions of the Payment of Wages Act (1936) 

The brief explanation of the main provisions is as under: 

Wages mean all remuneration (whether by way of salary, allowances or otherwise) 

expressed in terms of money or capable of being so expressed which would, if the terms 

of employment, expressed or implied, were fulfilled, are payable to a person employed in 

respect of his employment or of work done in such employment, includes: 
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(a) Any remuneration payable under any award or settlement between the parties or order 

of a court; 

(b) Any remuneration to which the person employed is entitled in respect of overtime 

work or holidays or any leave period; 

(c) Any additional remuneration payable under the terms of employment; 

(d) Any sum which by reason of termination of employment of the person employed is 

payable under any law, contract or instrument which provides for the payment of such 

sum, whether with or without deduction but does not provide for the time within which 

the payment is to be made; 

(e) Any sum to which the person employed is entitled under any scheme framed under 

any law for the time being in force; but does not include any bonus, the value of any 

house accommodation, any contribution paid by the employer to any pension or provident 

fund, any traveling allowance, any gratuity payable as the termination of employment. 

According to Section 3, every employer shall be responsible for the payment of all wages 

to the person employed by him under this Act. 

Section 5(1) of the Act provides that wages of every person employed in any railway, 

factory or industrial establishment employing less than 1000 persons shall be paid before 

the expiry of 7th day and on 10th day to the employee of the concern employing more 

than 1000 persons. This date is counted from the last day of the wage period in respect of 

which the wages are payable. The violation of this provision is punishable with a fine, 

which may extend upto Rs. 500. 

56 



Section 7(2) of the Act states that deductions from the wages of an employed person shall 

be made only in accordance with the provision of the Act. The authorized deductions 

under the Act are: fines, and deductions for absence of duty, damage/loss, amenities and 

services provided by the employer, recovery of advances or adjustments of over payment 

of wages, income-tax, housing accommodation, provident fund, deductions under order of 

the court, deductions for co-operative societies, and insurance scheme. 

WORKMEN'S COMPENSATION ACT (1923) 

The Workmen's Compensation Act (1923) was amended several times and applies to 

workmen who are employed in factories, mines, plantations, transport and construction 

work, railway and certain hazardous occupations. The Central and State Government are 

empowered to extend the scope of the Act to any class of persons whose occupations are 

considered hazardous. Workers covered by the Employee's State Insurance Scheme are 

not entitled to benefits under the Workmen's Compensation Act. 

The Act provides for the payment of compensation by employers to workmen and their 

dependents for personal injury caused by accidents arising out of and in the course of 

employment and for death or disablement as a result of contracting certain occupational 

diseases. The amount of compensation depends on the nature of the injury and the 

average monthly wages and age of the workmen. Compensation for death is payable to 

the dependents of workmen. The minimum and maximum rates of compensation payable 

for death and disablements have been fixed and is subject to revision from time to time. 

The Act is administered by State Government through Commissioners for Workmen's 

Compensation. The Commissioners are entrusted with the settling of disputed claims, the 
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disposal of claims for injuries resulting in death and the revision of the periodic 

payments. 

MATERNITY BENEFIT ACT (1961) 

The Maternity Benefit Act (1961) enacted with a view to achieving uniformity in matters 

relating to maternity protection, applies to all factories, mines and plantations, except to 

those to whom the Employee's State Insurance Act applies. 

The Maternity Benefit Act provides for the payment of cash maternity benefit for certain 

periods before and after confinement, and grant of leave and other facilities to women 

employees, on conditions prescribed in the Act. The qualifying period of service shall be 

eighty days during a span of 12 months. The benefit is payable for a maximum period of 

12 weeks revised to 6 months. Apart from the Central Maternity Benefit Act, 1961, which 

permits the payment of a medical bonus, some State Acts include additional benefits, 

such as free medical aid, maternity bonus, provision of creches and additional rest 

intervals. In order to safeguard the interests of pregnant women workers, both the Central 

and State Acts provide that such women shall not be dismissed; nor can a woman worker 

be discharged during the period of maternity leave. 

The administration of the Act in all the States is the responsibility of factory 

inspectorates. Whereas in the Coal Mines, the Coal Mines Welfare Commissioner is in 

charge of it, the Director General of Mines Safety is in charge of mines other than coal. 
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EMPLOYEES' STATE INSURANCE ACT (1948) 

The Employees' State Insurance Act (1948) applies in the first instance to all non-

seasonal factories run with power and employing 10 or more persons and factories run 

without power and employing 20 or more persons. Under the enabling provisions 

contained in the Act, the Act is being extended by the State governments to new classes 

of establishments, namely shops, hotels, restaurants, cinemas, including preview theatres, 

road motor transport undertakings, and newspaper establishments employing 20 or more 

persons. 

The Employees' State Insurance Act applies only to persons whose aggregate 

remuneration does not exceed Rs. 6,500/- per month recently revised to Rs. 10,000/- per 

month. An insured person, entitled to benefits under this scheme, is not eligible to claim 

similar benefits under the Workmen's Compensation Act and the State Maternity Benefit 

Act. 

The benefits provided by the Employees' State Insurance are: 

• Free medical treatment (including specialized services such as cardiological and 

pathological services) in case of sickness and employment injury. 

• Free maternity care for women employees. The maternity benefit is admissible for 

12 weeks, of which not more than 6 weeks may precede the expected date of 

confinement. 

• In the case of employment injury disabling the employee for more than seven 

days, a cash disablement benefit, which is roughly half the employee's wages for 

the duration of the disability, is allowed. 
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• In the case of total permanent disablement, a life pension equal to about half the 

employee's wages, and in the case of partial but permanent disablement, a 

proportion of the amount that may fall due as life pension. 

• If the injury proves fatal, the half-wage benefit takes the form of a pension for the 

family or dependants of the deceased. 

The scheme is financed out of a fund built from contributions collected from employees 

and employers and grants from the Central and State Governments. 

The Act is administered by a Corporation in which employers, employees, the medical 

profession, the Central and State Governments and Parliament are represented. A Medical 

Benefit Council functions in an advisory capacity. A standing committee of the 

Corporation is responsible for general supervision, but executive responsibility at 

headquarters lies with the Director-General. 

To secure co-operation of all levels, regional boards and local committees have been set 

up, on which are representatives of labour, employers, State Governments and the 

Corporation. In order to settle disputes speedily, the Act provides for the setting up of 

Employees' Insurance Courts by State Governments. 

EMPLOYEES' PROVIDENT FUND AND MISCELLANEOUS PROVISIONS 

ACT (1952) 

While provident fund schemes were common in some government employments and with 

enlightened employers, the first legislative measure to cover industrial workers was the 
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Coal Mines Provident Fund and Bonus Schemes Act (1948). Though in the initial years 

the Act ran into opposition, both from employers and workers, after some time the 

misgivings on both sides were dispelled, and the Act got off to a good start. 

Encouraged by the success of the Coal Mines Provident Fund Scheme and faced with the 

persistent demand made to the Central Government for the extension of similar benefits 

to workers employed in other industries, the Employees' Provident Fund and 

Miscellaneous Provisions Act was passed in 1952. (Since 1971, it is known as the 

Provident Fund and Family Pension Fund Act). 

The Act provides insurance against old age, retirement, discharge, retrenchment or death 

of the workers. It is against these risks that the schemes guarantee the necessary 

protection to workers and their dependants. The Act and the scheme are extended to the 

whole of India. It applies to factories and establishments falling under any notified 

industry employing 20 or more persons. 

To become eligible for membership of the Fund, a worker must have completed one-

year's continuous service, or worked for 240 days during a period of 12 months. 

The employees have to contribute at the rate 6 1/4 per cent of the basic wage, dearness 

allowance and retaining allowances, if any, including the cash value of food concessions 

given to them. The employers too, have to contribute at the same rate. Workers, if they so 

desire, can contribute more, subject to a maximum of 814 percent. With effect from 

January 1, 1963, the statutory rate of provident fund contribution has been raised to 8 1/4 
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per cent in respect of certain industries/classes of establishments employing 50 or more 

persons in a few specified industries. 

A Central Board of Trustees, consisting of the representatives of the Central and State 

Governments, employers and workers, administers the scheme. There are a number of 

regional offices, each under a regional commissioner. There are also regional committees, 

whose function is to advise the Central Board. 

PAYMENT OF GRATUITY ACT (1972) 

The Payment of Gratuity Act, 1972 is applicable to factories, mines, oil fields, 

plantations, ports, railways, motor transport undertakings, companies, shops and other 

establishments. The Act provides for payment of gratuity at the rate of 15 days wages for 

each completed year of service subject to a maximum of Rs. 3,50,000. In the case of 

seasonal establishment, gratuity is payable at the rate of seven days' wages for each 

season. The Act does not affect the right of an employee to receive better terms of 

gratuity under any award or agreement or contract with the employer. 

In case of misconduct of the employee, which involves financial loss to the management, 

an amount equal to the loss directly suffered by the employer by reason of such 

misconduct is liable to be forfeited from the gratuity due to the employee. The Act also 

provides for the punishment of the employer who fails to pay gratuity to an employee. 

Thus, gratuity has now become a statutory service condition, and its quantum has no 

bearing on the size of the profit of the organization or similar extraneous consideration. 
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EMPLOYEES' PENSION ACT (1995) 

This Act was introduced for the industrial workers with effect from 16 November 1995. 

Under the Scheme, pension at the rate of 50 per cent pay is payable to the employees on 

retirement/ super-annuation on completion of 33 years' contributory service. A minimum 

10 years' service is required for entitlement to pension. Depending upon the salary and 

service of the employee at the time of death the scheme also provides for grant of family 

pension ranging from Rs. 450 per month Rs. 2,500 per month. In addition, children 

pension at the rate of 25 per cent of widow pension subject to a minimum of Rs. 115 per 

child is also payable up to two children. 

The schemes are financed by diverting a portion of the employers' and employees' 

contribution to the Employees' Provident Funds with an additional contribution by the 

Central Government. 

2.10 CONCEPT OF JOB SATISFACTION 

Work is important to men and job satisfaction plays a major role in general satisfaction. 

High job satisfaction is a hallmark of a well-managed organization. Job dissatisfaction on 

the part of the employees may lead to industrial unrest (Goyal, 1995). 

The subject of job satisfaction has attracted the attention of scholars for a very long time 

resulting into a large body of academic literature (Campbell et. al., 1976; Wright and 

Hemilton, 1978; Oshagbami, 1996). 
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Job satisfaction is derived from the Latin words `satis' and ffacere' meaning 'enough' 

and 'to do' respectively. Job satisfaction denotes a process of gaining desired things at the 

desired level on the job (Chelliah, 1998). 

Job satisfaction is very important in organizational behaviour because it was assumed that 

high satisfaction leads to high employee performance (Gosh, 1994). When people 

perform better, they will get higher rewards, which will lead to greater satisfaction. But if 

rewards are seen as inadequate for one's level of performance dissatisfaction will occur. 

Hoppock (1935) was the first industrial psychologist to provide the concept of job 

satisfaction in his classic work 'Job Satisfaction'. He defined job satisfaction as 'any 

combination of psychological, physiological and environmental circumstances, that cause 

a person to say — I am satisfied with the job'. He proposed the following six major 

components of job satisfaction: individual reactions to unpleasant situations, facility of 

adjusting with other individuals, standing in the socio-economic group with which one 

has identified, relationship between the demands of the job and the worker's abilities, 

interest and training, security and loyalty. Hoppock determined that job satisfaction is a 

combination of psychological, physiological and environmental conditions providing 

satisfaction to the person with his/her job. 

Researchers have defined job satisfaction as an attitude. 

Job satisfaction is a general attitude, which is a result of many attitudes in three areas, 

namely specific job factors, individual characteristics, and group relationships outside the 

job (Blum, 1956). 
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Job satisfaction is a person's attitude towards the job. Like other attitudes, it represents a 

complex assemblage of cognitions, emotions and behavioural tendencies. Job satisfaction 

typically refers to attitudes of a single employee. It may also refer to the general level of 

attitudes within the group. Attitude denotes a persistent tendency of an individual to feel, 

believe and react in a particular way towards some object. Attitude is a process by which 

individuals learn as a result of experience, to orient themselves towards objectives and 

goals (Rajagopalrao, 2002-03). 

According to Saiyadain (2002) job satisfaction is an end state of feeling, which may 

influence subsequent behaviour. It implies a positive emotional state, which may be 

totally unrelated to productivity. It is the end feeling experienced after a task is 

accomplished or an activity has taken place whether it is a highly individualistic effort or 

a collective endeavour. These tasks/activities could be very minute or large. They may be 

easily observable or could just be experienced. But in all cases, they satisfy a certain 

need. The feeling could be positive or negative depending upon whether the need is 

satisfied or not and could be a function of the efforts of the individual on one hand and on 

the other the situational opportunities available to him. 

Sinha (1974) describes job satisfaction is a distributive phenomenon. In other words, job 

satisfaction refers to a general attitude towards work by an individual worker. 

A person with a high level of job satisfaction holds very positive attitudes about the 

workplace and conversely, a person dissatisfied with the job embraces negative attitudes 

towards the job environment. The opposite of job satisfaction is 'job alienation' (Gosh, 

1994). 
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According to Newstorm and Davis (1993) job satisfaction is a set of favourable or 

unfavourable feelings and emotions with which employees view their work. Job 

satisfaction is an affective attitude- a feeling of relative likes or dislikes. 

Job Satisfaction is a person's attitude or emotional response (either positive or negative) 

towards his/her place of work (McCormick and Ilgen, 1980; Beck, 1990; and Nkerewem, 

1990). 

The term job satisfaction is viewed as "a positive attitudes towards one's work, which is 

global in nature and which results from many specific job related experiences" (Sharma 

and Bhaskar, 1991). 

Another view on job satisfaction suggests that it is an attitude that an individual has about 

his job. It results from his perception of his job and the degree to which there is a good fit 

between the individual and the organization (Reilly III, et. al., 1991). 

The term job satisfaction refers to employee's general attitudes towards his job. To the 

extent that a person's job fulfils his dominant needs and is consistent with his 

expectations and values, the job will be satisfying (Tripathi and Reddy, 1991). 

According to Ganguli (1994) job satisfaction is an attitude that results from a balancing 

and summation of many specific likes and dislikes experienced in connection with the 

job. It is the employees' judgement of how well the job on the whole is satisfying his 

various needs. 
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Job satisfaction represents an attitude rather than behaviour and hence is the outcome of 

the difference between the actual and expected receipts of rewards from a job 

(Manickavasagam and Sumathi, 2000). 

Job satisfaction is viewed as an overall complex of attitudes that is generated by 

individual attitudes and factors inherent in the worker and conditions that emanate from 

the social environment of work (Sinha, 1958). 

Paul E Spector (1997) describes job satisfaction simply as how people feel about their 

jobs and different aspects of their jobs. It is the extent to which people like or dislike their 

job. As it is generally assessed, job satisfaction is an attitudinal variable. 

Arnold (1986) views job satisfaction as "the amount of overall positive affect (or 

feelings) that individuals have towards their job. When we say that an individual has high 

job satisfaction we mean that the individual generally likes and values his job highly and 

feels positively towards it". 

Job satisfaction according to Karrir and Khurana (1996) refers to an attitude that arises 

from the qualities of job and job-associated conditions. This attitude may be a potent 

factor in cause or modification of certain kinds of behavior. 

Job satisfaction can be defined as the extent of positive feelings or attitudes that 

individuals have towards their job. When a person says that he has high job satisfaction it 

means that he really likes his job, feels good about it and values his job highly (Rao et. 

al., 1991). 
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Hague (2004) describes job satisfaction as a set of favorable or unfavorable feelings and 

emotions with which an employee views his/her work. 

In the words of Narchal (1984) 'job satisfaction consists of those outward and inward 

manifestations, which gives an individual a sense of accomplishment in the performance 

of his work. It may be taken as a summation of employees' feelings in the areas, which 

are directly or indirectly connected with the job.' 

Blum and Naylor (1986) define job satisfaction as a general attitude of the workers 

constituted by their approach towards the wages, working conditions, control, promotion 

related with the job, social relations in the work, recognition of talent and some similar 

variables, personal characteristics and group relations, apart from the work life. 

One of the aspects that can lead to dissatisfaction is one's attitude towards one's job 

(Herzberg, 1957). 

According to Srivastava (2001) job satisfaction is the result of various attitudes possessed 

by an employee towards his job. These attitudes are related to specific factors such as 

wages, conditions of work, advancement opportunities, prompt settlement of grievances, 

fair treatment by employer and other fringe benefits. 

Bullock (1952) explains job satisfaction as an attitude, which results from a balancing and 

summation of many specific likes and dislikes, experienced in connection with the job. 

Robbins (1993) too has defined job satisfaction as an employee's general attitude towards 

his job. 
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Job satisfaction is a general attitude towards one's job and evaluation of how well the job 

meets the expectations (Mills, 1976). 

Job satisfaction according to Afza (2005) refers to the persistent feelings a person has 

towards his work. 

Job satisfaction is a general attitude, which is the result of many specific attitudes. The 

amount of satisfaction that one derives from his present job is an indicator of his job 

satisfaction (Joshi, 1999). 

Job satisfaction reflects the attitude, which results from a balancing, and summation of 

many specific likes or dislikes experienced in connection with a job. The mixture of 

feelings, attitudes and sentiments that contribute to a general feeling of satisfaction gives 

rise to job satisfaction (Joseph, 2001). 

According to McCormick and llgen (1987) the positive attitudes towards the job are 

conceptually equivalent to job satisfaction and negative attitudes towards the job are 

equivalent to job dissatisfaction. 

Glimmer and Srivastava (1989) concluded that satisfaction or dissatisfaction at the job is 

the result of various attitudes the person holds towards the job, towards related factors 

and towards life in general. 

However some psychologists have rejected the concept that job satisfaction depends on 

individual attitudes. They are of the view that job satisfaction is more a function of job 
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condition than of personal factor (Ahmed, 1975). Thus, job satisfaction can also be 

viewed from a different perspective. 

The concept of job satisfaction has also been described as a reaction to the work 

condition/environment. 

According to Hoppock (1935) job satisfaction is the expression of an employee's 

evaluation of his own work life. 

Job satisfaction has been defined as the effective reaction to one's job (Aryee, 1992). 

According to Metha (1978) work satisfaction refers to the employee's perception of the 

working conditions, employees' influences and autonomy, the support they get from 

peers and subordinates and the nature of job. These together describe what he calls work 

satisfaction. 

It is the extent to which an employee is pleased or satisfied with the content and 

environment of his work (Hano, 1983). 

Blum (1956), and Van de Ven and Fery (1980) described job satisfaction as an effective 

reaction of feelings of employees with job, supervision, co-workers, pay, and his/her 

current and future career progress. 

In the industrial context if somebody likes or dislikes his co-workers, supervisors or 

reward system, it shows his job satisfaction. If his attitude to the above factors is positive, 
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we say he is satisfied, and if his attitude is negative, we say he is dissatisfied (Srivastava, 

1974). 

The term job satisfaction refers to the "employee's attitude towards his work 

environment. It represents a predisposition to respond in a favourable or an unfavourable 

way to persons or objects in ones environment" (Steers and Poter, 1979). 

According to Vroom (1967) job satisfaction is the reaction of the workers against the role 

they play in their work. 

Locke (1976) regards job satisfaction as 'a pleasurable or positive emotional state 

resulting from the evaluation or appraisal of one's job experience'. 

Job satisfaction emphasizes the specific task environment in which an employee performs 

his or her duties (Mowday et. al., 1982). 

Chelliah (1998) perceives job satisfaction as the persistent feeling towards distrainable 

aspects of a job situation. Job satisfaction may be global or specific. Sometimes it is 

referred to as an overall feeling of satisfaction, that is, satisfaction with the situation as a 

whole (global satisfaction). At other times it refers to a person's feeling towards specific 

dimensions of the work environment (fact or specific satisfaction). 

In the opinion of Hano and Page (1983) job satisfaction is the extent to which an 

employee is pleased or satisfied with the content and environment of his work. 
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Job satisfaction is further explained on the basis of job facets. 

Job satisfaction is a multifaceted phenomenon and is influenced by three groups of 

factors a) personal factors b) job factors and c) groups factors (Joshi, 2001). 

According to Pestonjee (1973) job satisfaction can be taken as a summation of 

employees' feelings in four different areas. Two of these areas encompass factors directly 

connected with the job (intrinsic factors) and the other two include factors not directly 

connected with the job (extrinsic factors), which are presumed to have a bearing on job 

satisfaction. These four areas are nature of work, management, social relations and 

personal adjustment. 

Job satisfaction refers to how people feel about their jobs and different aspects of their 

jobs (Spector, 1997). 

Job attitude can be defined as an overall feeling about one's job or career or in terms of 

specific facets of the job or career (example compensation, autonomy, co-workers) and 

can be related to specific outcomes, such a productivity (Wright, 1997). 

Job satisfaction according to Panda (2001) is a feeling of affiliation that a person derives 

from his job and the context in which he operates. 

Sinha and Agarwal (1971) defined job satisfaction as a persistent effective state, which 

has arisen in the individual as a function of the perceived characteristics of the job in 

relation to his frame of reference. 
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Job satisfaction is not only the result of aspects related to the work 'on the job' area but 

also a product of 'off the job' environment (Pestonjee, 1973; Dwivedi and Pestonjee, 

1975). 

Job satisfaction is the positive orientation of an individual towards all aspects of the work 

situation (Vroom, 1996). 

Work satisfaction refers to the employee's perception of the working conditions, 

employee's influence and autonomy, the support they get from peers and subordinates 

and the nature of the job (Patra, 1991). 

In the opinion of Harrell (1964) job satisfaction is derived from and caused by many 

different factors, which may broadly be divided into three headings — personal factors, 

factors inherent in the job and factors controlled by the management. 

Joseph (2001) views job satisfaction as a reflection of the overall attitude of workers 

towards the work, co-workers, the organization, the culture, the environment and the 

social group at large. 

Michael Argyle (1989) describes job satisfaction as the positive rather than the negative 

emotions experienced at work or as a reflective, cognitive state of satisfaction with the 

work, the pay and other aspects of the job. Job satisfaction refers to the effective 

orientation on the part of the individual towards work roles they are presently occupying. 
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Some researchers have defined job satisfaction in terms of perceived need satisfaction. 

Smith (1955) has defined job satisfaction as an employee's judgment of how well his job 

has satisfied his various needs. 

Job satisfaction is generated by an individual's perception of how well his job on the 

whole is satisfying to his various needs. The need fulfillment theory lays stress on 

satisfaction as a function of the present level of an individuals needs, goals, rewards, 

expectations etc. Under certain conditions high levels of performance may lead to high 

levels of satisfaction (Porter and Lawler, 1968). 

According to Malhotra, Shruti, and Sachdeva (2001) job satisfaction is an individual's 

emotional reaction to the job. It is a person's attitude towards the job and is a result of 

employee's perception of how well his job provides those things that are viewed 

important. 

Sinha (1974) defines job satisfaction as a "reintegration of affect produced by an 

individual's perception of fulfillment of his needs in relation to his work and the situation 

surrounding it". It is a distributive phenomenon. In other words, job satisfaction refers to 

a general attitude towards work by an individual worker. 

Job satisfaction has most commonly been used to refer to a person's conscious wants, 

desires or motives from his job (Dhawan, 1999). 

Job satisfaction is a function of the degree of congruence between individual's needs and 

the goal of the organization (Locke, 1976). 
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Keith Davis (1981) views job satisfaction as the degree of congruence between one's 

expectations of the job and the reality that the job provides. 

Job satisfaction refers to the degree to which an individuals needs, expectations and 

desires are fulfilled by his job in an organization (Nayyar, 1994). 

Job satisfaction indicates the inner fulfillment derived from being engaged in a piece of 

work. It is essentially related to human needs and their fulfillment through work 

(Venkatachalam et. al., 1998). 

Cormick and Tiffin (1979) have described job satisfaction as 'a function of the degree of 

need satisfaction desired from or experienced in the job'. 

According to Chelliah (1998) those jobs, which provide the worker a chance to fulfill 

their interest, give satisfaction. Every individual has some needs and desires that need to 

be fulfilled. Any job, which fulfills these needs, provides satisfaction. 

Saiyadain (2002) defines job satisfaction as the end feeling experienced after a task is 

accomplished or an activity has taken place whether it is highly individualistic effort or a 

collective endeavour. These tasks/activities could be very minute or large. They may be 

easily observable or could just be experienced. But in all cases, they satisfied a certain 

need. The feeling could be positive or negative depending upon whether need is satisfied 

or not and could be a function of the efforts of the individuals on one hand and on the 

other the situational opportunities available to him. 
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Sinha (1974) defines job satisfaction as a "reintegration of affect produced by an 

individual's perception of fulfillment of his needs in relation to his work and the situation 

surrounding it". 

Brown (1962) feels that since a job is very much instrumental in the satisfaction of these 

needs, an individual may displace these feelings to the job. 

The ways through which authority treats their employees and fulfils their needs and 

expectations have a profound impact on the attitudes of the employees towards their jobs, 

which in turn have an effect on the ability to accomplish their work (Hossain, 2000). 

According to Manickavasagam and Seemathi (2000) the job calls satisfying when there is 

a match between the characteristics of the job and the needs of the individual. 

Researchers have also explained job satisfaction or dissatisfaction in terms of whether the 

job fulfills or blocks people's aspirations. 

Job satisfaction or dissatisfaction is a function of perceived relationship between what 

one expects and obtains from one's job and how much of importance or value he 

attributes to it (Mobley and Locke, 1970; Locke, 1976; and Kemelgor, 1982). 

Feelings of satisfaction or dissatisfaction are complicated and varied. Working people 

may be satisfied with many of the conditions of their employment and still be markedly 

dissatisfied with other features of the job or of their working lives (Komhauster, 1944). 
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According to Brown (1962) job dissatisfaction occurs when conditions at work and life 

are such that they block the gratification of strongly desired human needs. It appears that 

the phenomenon is more likely to occur at higher levels. The nature of the job and the 

rewards (both physical and psychological) it offers are hardly adequate to gratify these 

needs (physical, security, social and egoistic) to a desired extent at lower occupational 

levels. This may lead to a feeling of deprivation since a job is very much instrumental in 

the satisfaction of these needs, an individual may displace these feelings to the job. 

Job satisfaction is the favorableness or unfavorableness with which employees view their 

work (Wanous and Lawler, 1972). 

Job satisfaction results when a job fulfills or facilitates the organizational attainment of 

individual's values and standards, on the other hand dissatisfaction occurs when the job is 

seen blocking such attainment (Locke et. al., 1990). 

According to Srivastava (2004) the feeling of satisfaction and dissatisfaction depends 

upon the gratification of various needs of the workers. Workers with passage of time 

come to develop a number of needs. When workers are able to perceive gratification of 

their various needs by the management, they will feel satisfied and in turn will develop 

favourable or pro-management attitude. But when workers fail to perceive gratification of 

various needs they remain dissatisfied and in the course of time develop unfavourable or 

anti-management attitudes. 
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Job satisfaction has also been explained on the basis of the individual's personality. 

Downey et. al. (1975) have reported that job satisfaction is an interactive function of 

individual's personality and organizational climate. 

To conclude, the concept of job satisfaction is a comprehensive one. Although job 

satisfaction refers to an employee's general attitude towards his job, it is the result of 

various attitudes the employee holds towards the job, towards job related factors and 

towards life in general. Job satisfaction is a combination of psychological, physiological 

and environmental circumstances that cause a person to feel that he is satisfied with his 

job. Job satisfaction is dynamic in nature. It is an attitude which results from a balancing 

summation of many specific likes and dislikes experienced in connection with the job. 

Thus job satisfaction is the attitude of an employee, resulting from a favorable 

relationship between his perception of how well his job can fulfill his various needs, his 

expectations and aspirations, and the extent to which these are actually fulfilled by the 

job. It expresses the amount of agreement between one's expectations of the job and the 

rewards that the job provides. Job satisfaction is a part of life satisfaction. 

2.11 SCHOOLS OF THOUGHT ON JOB SATISFACTION 

The study of job satisfaction can be divided into various schools of thought (Bhatia 

1983): 

The first school — the psychological needs school - is exemplified by psychologists such 

as Maslow, Herzberg, Likert and others. They see motivation as the central factor in job 

satisfaction and they concentrate their attention on stimuli, which are believed to lead to 
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motivation. The needs of individuals for achievement, recognition, responsibility, status 

and advancement are the stimuli. 

The second school devotes its attention to leadership as a factor of job satisfaction. 

Psychologists like Blake, Mouton, and Fiedler see the behavior of supervisors as an 

important influence on employee attitudes and direct their observations at leadership style 

and the response of subordinates. 

The third school, strongly represented the Manchester Business School by Lupton, 

Gowler and Legge, approaches job satisfaction from quite a different angle and examines 

the effort-reward bargain as an important variable. This leads to a consideration of law 

under which the wages and salaries of particular groups are constructed and the influence 

of factors such as overtime pay and the state of labour market and employees' attitude. 

Yet another school of thought approaches job satisfaction from an entirely different 

perspective and views management ideology and values as the important factors. The 

kind of legislation formulated by management, which is the result of management's 

ideology, and the employees perception of the legitimacy of this, have an influence on job 

satisfaction. 

Behavioural scientists concentrate on the content of work and on the job design factors. 

Some contributors, thinking on the subject, include the Herzberg School; seem to suggest 

that it is only necessary to identify the needs of the employee. The organization, for 

which he works, must recognize his needs and ensure that they are satisfied. As such job 
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satisfaction is positively related to the degree to which one's personal needs are fulfilled 

in the job situation. 

Thus, the various schools on job satisfaction have identified various factors influencing 

job satisfaction such as psychological needs, leadership, effort-reward bargain, 

management ideology and values, content of work, job design, and the needs of 

employees. 

2.12 THEORIES OF JOB SATISFACTION 

Some of the job satisfaction theories have been briefly described below (Furnham, 2005). 

Traditional Theory 

Earlier research in job satisfaction was almost exclusively predicted on the assumption 

that 'if the presence of a variable in the work situation leads to satisfaction, then its 

absence will lead to job dissatisfaction, and vice versa' (Ewen, et. al., 1966). This forms 

the basis for the traditional theory of job satisfaction. It saw the individual shifting along 

a single continuum in response to changes in the job, both intrinsic and extrinsic to the 

work role. The studies that support the traditional theory are those by Hulin and Smith 

(1967) and Graen (1968). 

Hierarchy of Needs Theory 

The need hierarchy theory of A. H. Maslow (1954) is highly significant in job satisfaction 

research. Maslow's theory was based on the idea that an individual's needs develop in a 

sequence from 'lower order' to 'higher order' needs. The hierarchy he proposed consisted 

of five plateaus, ranging from basic need to higher order needs: 
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■ Basic physiological needs 

■ Safety and security needs 

■ Social—affection needs 

■ Self esteem needs 

■ Self-actualization needs. 

Only after the lower level needs are satisfied does a person become concerned with 

fulfilling the higher order needs, since it is only the unmet needs that motivate him. 

Two-Factor Theory 

Herzberg developed one of the earliest theories relating to job satisfaction in the 1950s. 

Herzberg classifies job factors into two types. Job content factors (motivators) such as 

responsibility, recognition, the nature of work itself, are responsible for presence or 

absence of job satisfaction. Job context factors (hygiene factors) such as pay and working 

conditions are responsible for the presence or absence of job dissatisfaction. 

There are four motivators in the theory: achievement, recognition, responsibility, and 

advancement; and five hygiene factors: monetary rewards, competent supervision, policy 

and administration, working conditions, and security. The implication of the theory is 

that satisfaction and dissatisfaction are not opposite ends of the same scale and that job 

satisfaction may merely be an absence of job dissatisfaction (Crow, Stephen M. and 

Hartman, and Sandra J. 1995). 

The theory is simple and has a common sense appeal and it supports the argument that 

today's manager should concentrate on removing the dissatisfiers from the workplace and 
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concentrate on employing and developing the right people on the job (Mitchell, Terence 

R., Dowling, Peter J., Kabanoff, Boris V. and Larson, James R., 1988; Knowles and 

Michael C., 2000). 

Cognitive Dissonance Theory 

The cognitive dissonance theory was propounded by Leon Festinger (1957). It is based on 

the assumption that people strive to avoid inconsistencies in their beliefs. He proposed 

that dissonance between two cognitive elements would motivate an individual to do 

whatever is easiest to achieve a consistency between the disparate beliefs. This may entail 

changing one of the conflicting attitudes or may merely involve reweighing the 

importance of various attitudes or factors determining them. Such mechanisms are at 

work at our everyday decisions, but they often become very complex. John D. Handyside 

(1961) refers to this in his analysis of job satisfaction: 'Job satisfaction is a dynamic 

process of balancing one thing against another, rather than a static process of having a 

particular level of all-over satisfaction'. When adjustments are difficult, frustration may 

result. In work satisfaction terms, this frustration could cause dissatisfaction. 

Value Discrepancy Theory 

Locke (1969, 1976) used the discrepancy hypothesis in his value discrepancy theory. He 

thought that satisfaction is more likely to result from the fulfillment of wants or desires 

than from the fulfillment of deprived needs. That is, what a person considers important or 

valuable has stronger effects on his or her satisfaction. Values can be described in terms 

of both their content and their intensity or strength. Content refers to what is wanted, and 

intensity refers to how much is wanted. 
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Discrepancy theorists, including Locke, predict that a discrepancy results from getting 

less than what one wants will lead to dissatisfaction. Consider the job factor of pay. Many 

of us are not paid as much as we would like, and we feel dissatisfied with this job factor. 

With other job factors, dissatisfaction can result either when there is not enough or there 

is too much of a particular factor (Rice, McFarlin, and Bennett, 1989). 

Facet Theory 

Lawler and Porter (1967,1968) included job satisfaction within a motivational framework. 

Using expectancy theory concepts, they proposed that motivation results from (a) the 

perceived instrumentality of an action in producing an outcome and (b) the value of the 

outcome (or rewards). Satisfaction was proposed to result jointly from the rewards and 

from perceiving these rewards as equitable or fair. In addition, because it yields rewards, 

performance was seen as an indirect source of satisfaction. Viewing work performance as 

an antecedent of satisfaction is radically different. Usually, performance is treated as a 

consequence of satisfaction. 

Lawler's (1973) facet theory extends this line of thought into a more complete perspective 

on satisfaction. The primary aim of the facet model is to predict satisfaction with different 

aspects or facets of the job. Lawler used the discrepancy hypothesis and some of the 

motivation theory reasoning to do this. He proposed that the level of satisfaction with a 

job facet is determined by comparisons between expectations of what should be received 

from the job facet and perceptions of what is received. 

Social Influence Theory 
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Social psychologists have shown that attitudes develop in a social context and are 

moulded by reference groups in many cases (Triandis, 1971). Salancik and Pfeffer (1977) 

have proposed that social influence is an important determinant of job satisfaction. They 

argue that people do not make many comparisons for all the different aspects of a job, as 

discrepancy theorists have suggested. Instead, we take a cognitive shortcut. We simply 

look to see how others in similar jobs appear to feel. Our perception of their job attitudes 

influences our own attitudes. That is, when others appear to like a job, then we like it, too. 

Some laboratory research has supported the social influence theory. For example, subjects 

who heard others evaluate a task positively were themselves more likely to do so when 

they performed it later (Weiss and Shaw, 1979). Also, satisfaction with various aspects of 

work is affected by the individual's attachment to a highly cohesive work group (Manning 

and Fullerton, 1988; O'Reilly and Caldwell, 1985), and cohesive groups provide ample 

opportunity for social influence. 

Opponent Process Theory 

Landy (1978, 1985) observed that satisfaction with a job could change over time even 

though the job itself has not changed. Most of us have had the experience of no longer 

liking what we once loved to do. Then, oddly enough, when we are not allowed to do it 

anymore, we miss it. 

Landy viewed job satisfaction as an emotional state that is subject to physiological 

influences. Emotional balance is a neutral state maintained through opponent processes 

that counteract the emotional response to a job. He proposed that two different opponent 
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operations come into play: an immediate emotional response and a later reaction after 

many emotional responses to the job have occurred. 

The theories of job satisfaction thus outline the various factors that determine the job 

satisfaction of employees. These factors could vary from needs to emotions of employees 

that influence their job satisfaction. 

2.13 FACTORS INFLUENCING JOB SATISFACTION 

Many research studies have been conducted on the subject of job satisfaction in order to 

establish some of the causes that result in job satisfaction (Blum, 1968). These studies 

have revealed that certain variables are consistently correlated with job satisfaction. Some 

of these factors have been grouped into four identifiable, discreet categories (Poter, 

1973). These include: 

■ Organizational factors 

■ Work environment factors 

■ Factors related to work itself 

■ Personal factors 

Organizational factors 

Some of the organizational factors as sources of job satisfaction are: 

Salaries and wages play a significant role in determining the level of job satisfaction 

irrespective of the level of position that an employee holds in the organization. Studies 

conducted by Locke (1968) indicate that pay is primarily a determinant of job 

satisfaction, especially when it is perceived as fair and equitable compared to others and 

relative to employee's own efforts and contributions. Pay is also a prime mover since it 

satisfies the first level needs of Maslow's need-hierarchy theory. It is also considered a 
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symbol of achievement since higher pay reflects a higher degree of contribution towards 

organizational operations and welfare. 

Promotional opportunities are another source of job satisfaction, especially at higher-

level jobs, because a promotion indicates an employees worth to the organization, which 

is highly moral boosting. A promotion also involves a positive change in higher salary, 

less supervision, more challenging work assignments, increased responsibility and 

decision-making freedom. Promotion is a higher source of job satisfaction for executives 

than for lower level jobs (such as secretaries) because executives promotion brings with it 

far better benefits than in the case of lower level administrative jobs. 

Organizational structure and organizational policies play an important role in 

establishing an environment which is conducive to job satisfaction. Organizational 

policies, usually given employee behaviour and depending upon how strict or liberal 

these policies are, can generate positive or negative feelings about the organization. 

Liberal and fair policies are usually associated with job satisfaction. Employees, who feel 

unduly constrained because of strict policies or feel that they are not treated fairly, would 

not be happy with the job. 

Work environment 

If the environment in which employees work is conducive to growth and progress, then 

employees will experience satisfaction at the work place. The factors in the work 

environment that influence job satisfaction include: 
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❑ Supervisory style contributes to job satisfaction. It has been established that where 

the supervisors are friendly and supportive of workers, there is job satisfaction 

(Stogdill, 1974). Conversely it can also be established that satisfied employees 

themselves create a social environment at work where supervisors are more 

considerate of such employees. In any case, a close relationship between the 

supervisor and the worker and worker participation in decision making, about 

such issues that directly concern the workers are highly conducive to job 

satisfaction. 

❑ Work group is another factor influencing job satisfaction. The group size and the 

quality of interpersonal relations within the group play a significant role in 

workers happiness. Larger group sizes usually lead to lower level of job 

satisfaction due to the fact that large groups lead to poor interpersonal 

communication, reduce feelings of togetherness and difficulty in getting to know 

each other more closely. Smaller groups provide greater opportunity for building 

mutual trust and understanding. Work group also serves as a social, moral and 

emotional support system for the employee. If the people in the group exhibit 

similar societal characteristics, such as attitudes and beliefs, they tend to be drawn 

closer to each other resulting in a work climate that improves job satisfaction. 

❑ Working conditions to a large extent, affect job satisfaction. Good working 

conditions are highly desirable, because they lead to greater physical comport. 

People put a high premium on a clear and orderly work station and factors such as 

heating, air conditioning, humidity, lighting, availability of adequate tools and 

equipment and desirable work schedules all contributing to higher levels of 
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satisfaction. While such desirable working conditions are taken for granted, and 

may not contribute heavily towards job satisfaction, poor working conditions do 

become a source of job dissatisfaction, simply because they lead to physical 

discomfort and physical danger. 

Work itself 

By and large, the work itself plays a major role in determining the level of job 

satisfaction. The job content has two aspects. One is the job scope, which involves the 

amount of responsibility, work pace and the feedback provided. The higher the level of 

these factors, the higher the job scope and thus higher the level of satisfaction. The 

second aspect is variety. It has been found that a moderate amount of variety is most 

effective (Scott, 1966). Excessive variety produces confusion and stress, and too little 

variety causes monotony and fatigue, which are dissatisfiers. Additionally lack of 

autonomy and freedom over work methods and work place creates a sense of 

helplessness. 

Personal factors 

While the external environment within the organization and the nature of the job are 

important determinants of job satisfaction, personal attributes of individual employees 

play a very important role as to whether they are happy at the job or not. People with 

generally negative attitudes about life and pessimists, always complain about everything 

including the job. No matter how good the job is such people always find something 

wrong with it to complain about. 
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Age, seniority, and tenure have considerable influence on job satisfaction. It is expected 

that as people grow older, they usually come up the corporate ladder with the passage of 

time and move into more challenging and responsible positions. Meeting these challenges 

and succeeding is a high source of satisfaction. Even if they do not move up in their 

position, it is equally natural to assume that with age, people become more mature and 

realistic and less idealistic, so that they are willing to accept available resources and 

rewards and be satisfied about the situation. Employees who do not move up at all with 

time are more likely to be dissatisfied with their jobs. Tenure assures job security, and the 

feeling of job security is highly satisfactory to employees. This means that they can plan 

for the future without fear of losing the job. Thus employees with tenure are expected to 

be highly satisfied with their jobs. 

Equally important are the intrinsic sources of satisfaction that comes from within the 

person and is a function of the employees personality (such as self assurance, self esteem, 

maturity, decisiveness, sense of autonomy, challenges and responsibility) that are directly 

related to increased job satisfaction. It can be concluded that the higher the person is on 

Maslow's model of hierarchical needs, the higher is the job satisfaction. 

Thus job satisfaction results from the employee's perception of what the job content and 

context actually provides them in the work situation. If the employee's expectations are 

met in their work place then they will experience job satisfaction. 

The present research will analyze these factors that contribute to the job satisfaction of 

employees and determine the extent to which each of these factors influence job 

satisfaction. 
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2.14 CONCLUSIONS 

Labour welfare and job satisfaction are two dimensions that are important to ensure 

industrial peace, excellent industrial relations and progress of the nation. Labour welfare 

facilities provided by employers are based on diverse approaches and connected to 

various theories. Job satisfaction is influenced by different factors, which determine the 

level of satisfaction employees will experience at the work place. Job satisfaction also 

rests on certain theories and is influenced by different schools of thought. 

The job is satisfying when there is a match between the characteristics of the job and the 

needs of the individual. Labour welfare facilities can bring about the fulfillment of 

employees' expectations and thus promote job satisfaction. 

The present research is an attempt to determine the relationship between labour welfare 

facilities provided and job satisfaction experienced by employees in pharmaceutical 

companies in Goa. It will also draw a comparison of the labour welfare facilities provided 

and the extent of job satisfaction experienced between the Indian and multinational 

pharmaceutical companies in Goa. 
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CHAPTER III 

REVIEW OF LITERATURE 

3.1 INTRODUCTION 

Researchers have done tremendous work on labour welfare and job satisfaction. Some 

studies have determined the influence of labour welfare facilities on job satisfaction. 

Other studies have researched the extent of job satisfaction experienced by employees 

(managers and workers) and the job facets that are responsible in promoting job 

satisfaction. Furthermore investigations have shown that personal variables such as age, 

gender and experience influence job satisfaction. The review of literature in this chapter 

will highlight all such studies and provide an insight into the variables influencing labour 

welfare and job satisfaction. 

In this chapter, the review of literature is classified into various sections that are as 

follows: 

• Studies on labour welfare and job satisfaction. 

• Studies on job satisfaction. 

• Influence of job facets on job satisfaction. 

• Influence of personal variables on job satisfaction. 

• Age and job satisfaction. 

• Experience and job satisfaction. 

• Gender and job satisfaction. 

• Hierarchy and job satisfaction. 
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3.2 STUDIES ON LABOUR WELFARE AND JOB SATISFACTION 

The labour welfare measures provided in an organisation affect the attitudes of employees 

towards work. Labour welfare facilities satisfy the needs of the employees, which can 

improve their working life, family life and overall welfare. Various studies have explored 

the labour welfare facilities provided by organizations and determined its influence on job 

satisfaction. 

One such investigation was carried out by Goyal (1995) who studied the awareness of 

labour welfare facilities and brought out the relationship between labour welfare facilities 

and job satisfaction in her work titled Labour Welfare and Job Satisfaction. The study 

analyzed the impact of labour welfare measures on job satisfaction in the textile industries 

in Punjab, the extent of awareness and implementation of labour welfare measures among 

workers and the extent to which these measures have been successful to improve the 

workers' lot. Further the study critically assessed the problems and suggested ways to 

improve the implementation of labour welfare measures. In her research a comparative 

study was made between six cotton textile industries in Punjab belonging to the private, 

public, and co-operative sectors. Based on random sampling, 350 textile workers in these 

sectors in Punjab formed the sample of the study. The results of the study revealed that 

majority of textile workers were satisfied with their job. However private sector units 

have the maximum number of satisfied workers whereas the cooperative sectors have 

maximum number of workers dissatisfied with their jobs. The study highlighted a positive 

relationship between the level of satisfaction with the implementation of various labour 

welfare measures and job satisfaction. It was also revealed that the workers were satisfied 

with the labour welfare measures such as wages, housing facilities, and retirement 

benefits like gratuity and provident fund, and medical benefits. The maximum number of 
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workers satisfied with these welfare facilities was from the private sectors. Moreover the 

percentage of workers who felt the absence of adequate quality of working conditions, 

and that the supervisors and co-workers did not help them in the hour of need were very 

low. 

The study further revealed that satisfaction with the implementation of the Factories Act 

(1948) increased job satisfaction among workers. There was a positive correlation 

between the level of awareness of the Factories Act and the level of job satisfaction but 

this relationship is not statistically significant. A positive correlation was found between 

the level of satisfaction in the implementation of the provisions of the Provident Fund and 

Miscellaneous Provisions Act (1952) and job satisfaction. The same results were found 

with the Employees State Insurance Act (1948). Education and job satisfaction were 

negatively related but the correlation was not statistically significant. A negative 

correlation existed between status of employment and job satisfaction among the textile 

workers. 21.42 percent of workers reported that they would not like to continue with their 

present job. 

The findings of the study also revealed the percentage of workers in the textile industries 

studied, who were satisfied with their jobs due to the provision of various statutory labour 

welfare facilities. Majority of the workers were satisfied with their jobs with respect to 

retirement benefits like gratuity and provident fund. The number of such satisfied workers 

was the highest in the private sectors and the minimum in the public sectors. But only a 

few workers were found to be highly satisfied and highly dissatisfied with their jobs in 

this regard. 
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A small percentage of workers were dissatisfied with their jobs with respect to 

recreational facilities. The percentage of satisfied workers was the highest in the private 

sectors and minimum in the public sectors. 

A fairly large percentage of workers were satisfied with their jobs with respect to medical 

benefits and housing facilities. The private sectors had the maximum number of satisfied 

workers while in the public sectors minimum number of the workers was satisfied in this 

regard. 

Some workers felt that it is perfectly right that their job increased their standard of living 

(20.57 percent). The maximum number of the workers in favour of this was from private 

sectors and minimum from public sectors. 

The small percentage of workers felt the absence of adequate quality of working 

conditions. The private sectors had the minimum number of workers who are dissatisfied 

with their job in this regard, while the cooperative sectors had the maximum number of 

such workers. A small number of workers were highly satisfied, majority of them were 

satisfied and a few of them were dissatisfied with the quality of working conditions. 

To conclude, the study suggested the statutory welfare facilities should be well 

implemented and so should labour welfare measures so that the level of job satisfaction 

increases among textile workers in Punjab, which in turn may help in increasing 

productivity of workers. 
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In this study, Goyal (1995) determined the extent of job satisfaction experienced by 

textile workers due to primarily the statutory labour welfare facilities provided in the 

private, public and co-operative textile sectors in Punjab, the awareness and 

implementation of these labour welfare facilities and their correlation with job 

satisfaction, including the relationship between labour welfare and job satisfaction. 

However, the researcher did not investigate the influence of personal factors (gender, age 

and experience) and hierarchy on the level of job satisfaction of the textile workers 

studied, compare the level of job satisfaction experienced by these workers in the 

different sectors of the textile industry, the influence of the non-statutory labour welfare 

facilities on job satisfaction and the differential influence in the dimensions of labour 

welfare facilities on the level of job satisfaction. 

In a research study by Srivastava (2004) titled Impact of Labour Welfare on Employees 

Attitudes and Job Satisfaction, a comparative study was conducted on workers in the 

private and public sectors of Kanpur city. The researcher attempted to assess the quality 

of labour welfare activities, measure the degree of job satisfaction of workers provided 

with labour welfare facilities in private and public sectors and evaluate the attitudes of 

workers towards management in both the sectors. 

With the help of three standardized instruments, data was collected for the purpose of the 

study. These included Labour Welfare Inventory by Srivastava (2002), which had a total 

of 47 items and measured eight dimensions of labour welfare facilities, Job Satisfaction 

Scale constructed and standardized by Srivastava (1996) consisting of 38 items and 

measuring nine dimensions of job satisfaction and Attitudes of Workers towards 

Management constructed and standardized by Kapoor (1972) consisting of 20 items. 
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Incidental sampling technique was used to determine the sample of 100 workers each 

from the private and public sectors of Kanpur city. Thus the total sample of the study 

constituted 200 workers from the private and public sectors. 

The results of the study showed that better labour welfare facilities have a deep impact on 

workers psyche. If the conditions of workers are improved and they are provided with 

good labour welfare facilities they will be more satisfied in their jobs. Welfare facilities 

work as incentives for workers. The study also found that there was a significant 

difference in the labour welfare facilities provided in the private and public sector. The 

public sector provides better facilities to their workers than the private sector. However 

welfare facilities like subsidized loan, canteen and safety of workers scored significantly 

higher in private sector than the public sector. Significant difference was also found in the 

job satisfaction experienced between private and public sector workers. The public sector 

workers were more satisfied with their jobs than private sector workers. Public sector 

workers experienct, job security and get promotion on the basis of kindness from 

authority, while private sector workers feel job insecurity and get promotion on the basis 

of hard work and performance. Moreover the private sector workers also received very 

good salaries and incentives than public sector workers. 

A significant difference was also found in the attitudes of workers towards management 

in the two sectors. Public sector workers had a favourable (pro) attitude towards 

management while the private sector workers had an unfavourable (anti) attitude towards 

management. Furthermore workers who perceived better welfare in their organizations 

had a favourable attitude towards management as compared to the workers who perceived 

poor welfare facilities in their organizations. Workers who perceived better welfare 
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activities experienced higher degree of job satisfaction compared to those who perceived 

poor welfare facilities in private as well as public sectors. According to this better welfare 

facilities influence job satisfaction. 

Srivastava (2004) thus made an in depth study of the influence of labour welfare facilities 

on job satisfaction, including its effect on the attitude towards management, the 

comparative difference in the labour welfare facilities provided between the private and 

public sectors and the attitudes of workers towards management in the two sectors. 

The researcher did not probe into the personal factors (gender, age and experience) 

influencing the level of job satisfaction, the influence of the dimensions of labour welfare 

facilities on the level of job satisfaction, the statutory and non-statutory labour welfare 

facilities and its influence on job satisfaction of workers. Further no attempt was made to 

study the influence of hierarchy on the level of job satisfaction in these industries. 

The study on labour welfare and job satisfaction was conducted by Agnihotri (2002). This 

study on Labour Welfare Activities and Its Impact on Labourer Behaviour found that job 

satisfaction and the different dimension of welfare facilities was significantly related. 

Srimannarayana and Srinivas (2005) conducted a study titled Welfare Facilities in a 

Cement Plant: Employees' Awareness, Utilization And Satisfaction which analyzed 

welfare facilities provided by the plant, its administration and examined the extent of 

awareness, utilization and satisfaction of the employees with the welfare facilities. For the 

purpose of the study a private cement plant located in rural India was selected. The 

sample of the study constituted officers in the personal department (management) and a 
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random sample of 100 workers covering 50 monthly rated employees and 50 daily rated 

employees. A schedule was administered to the sample to collect their viewpoint on 

welfare. 

The cement plant was covered under the Factories Act (1948) and its rules. The plant 

provided almost all welfare facilities as per the stipulations of the Act. These included 

drinking water, cool water facility, bathrooms, latrines, urinals, locker facility, 

comfortable sitting arrangement, spittoons, first aid boxes, training in first aid, 

lunchrooms cum rest rooms, and canteen facilities. The cement plant also implemented 

the Workmen's Compensation Act (1923), Payment of Gratuity Act (1972) and a 

provident fund trust was constituted for the benefit of workers. 

In addition to the statutory welfare facilities, this plant undertook various other voluntary 

welfare programmes to promote the well-being of its employees. A township was built for 

the employees, with 783 quarters provided at nominal rents to the employees. A 

cooperative credit society and consumer stores were set up in the township. The company 

established an education society for the education of the employees' children. The 

company also provided full-fledged medical facilities to the employees and their family 

members. Transport facilities, recreation facilities, shopping complex was also provided 

for the benefit of the employees and their families. Thus it could be observed that the 

company provided various labour welfare facilities and these included both statutory and 

non-statutory welfare facilities. 

With regard to the awareness of the labour welfare amenities, the findings of the study 

revealed that all the respondent employees of the study were aware of the available labour 
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welfare facilities, which included both statutory and non-statutory welfare facilities. 

Moreover all the respondents were using the various labour welfare facilities provided to 

them. 

On the aspect of satisfaction with labour welfare facilities all the respondents of the study 

expressed satisfaction with regard to drinking water, spittoons, first aid appliances, 

latrines and urinals, sitting facilities and rest rooms. With regard to workers education, all 

respondents who were sent for programmes expressed their satisfaction over it. With 

respect to the canteen provided, all respondents of the study were happy with its location, 

ventilations, fans and hygienic conditions of the canteen. However, some of the 

respondents (29 percent) were dissatisfied with the foodstuff provided by the canteen, 

while a few of them (11 percent) complained on the services provided by the canteen staff 

and very few of them were dissatisfied with the prices of the food items. 

With regard to housing facility, a great majority of the respondents was happy with 

quarters' allotment policy of the organization (89 percent). But many of them were not 

happy with the housing loan policy (97 percent), because the policy did not allow them to 

take loans to build houses in the locality of their choice. 

The study also found that all the respondents were satisfied with the availability of the 

provisions in the cooperative stores and its credit facility but dissatisfaction stemmed 

from cooperative loan facility for a majority of the respondents. 

With regard to medical facilities, all of them were satisfied with ambulance facility but in 

case of the remaining items (nursing staff, services of consultant doctors, diagnosis, 
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treatment and medicines given in the company hospital) there was dissatisfaction 

expressed by some of the respondents. 

Concerning recreational facilities, all those respondents using the recreational club 

facilities and participating in cultural programmes were happy with them. A few of the 

user respondents were unhappy with the library and cable T.V. facility. 

According to the study canteen, housing, cooperatives, children education, medical 

facilities and recreational facilities were major aspects of employee welfare that affect the 

quality of life of employees and their family members. 

As for the social security provided by the organization all of the respondents were happy 

with regard to provident fund and the functioning of the provident fund trust committee, 

and a large majority of them were satisfied with Workmen's Compensation. 

Further the study drew attention to the relationship between age and satisfaction with 

welfare facilities. Older employees were satisfied more with canteen food, quarter 

allotment policy and quality of teaching. Middle age respondents were satisfied more 

with cooperative loan, treatment and medicines given in the company hospital. Younger 

respondents participated more in club activities whereas older ones participated in 

cultural activities. 

Moreover the study revealed that category of employment was a major factor affecting 

satisfaction. The results showed that the monthly rated employees were more satisfied 

with the labour welfare facilities provided than the daily rated employees. 
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It may be concluded that the organization under study provided various welfare facilities 

(statutory and non-statutory) for the benefit of workers and their families. This reflects the 

commitment of the management towards employee welfare. Employees are familiar with 

the welfare facilities. They are making use of these facilities depending on their needs. 

Overall a majority of them were satisfied with these facilities. The findings also revealed 

significant association between satisfaction with labour welfare facilities and age and 

category of employment. 

However the study did not analyze the level of job satisfaction of employees, the 

influence of labour welfare facilities on the level of job satisfaction, and that of gender 

and experience on job satisfaction. 

A similar inquiry on the awareness, utilization and satisfaction of labour welfare and 

social security was conducted by Kumar (2003) titled Labour Welfare and Social 

Security: Awareness, Utilization And Satisfaction of Labour Laws. The study was on 

workers in selected medium scale and large scale units equally drawn from public and 

private sectors in Haryana. A representative sample of 12 units was selected from these 

industries in Harayana. 

The objective of the study was to ascertain the level of awareness, the extent of 

implementation and utility of selected labour laws among the workers in the selected units. A 

comparison was made of the awareness, implementation and utility of selected labour laws in 

the public and private sectors chosen for the study. 
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The results of the study revealed that on the awareness aspect of the factories Act (1948) 

workers in the private sectors were relatively more aware of the existence of the Factories Act 

compared to workers in the public sectors. Considering the modus operandi of different 

provisions of the Act it was found that workers in the public sectors were relatively more 

aware of the provisions in the Factories Act such as health, safety, welfare, and annual leave 

with wages than workers in the private sectors. Similar results were realized for large scale 

and medium scale units of the public sectors, but in the case of safety provisions awareness 

was more in the large-scale units of the private sectors and medium scale units of the public 

sectors. 

On the aspect of implementation of the Factories Act the proportion of workers satisfied 

with the provisions of the Act (ventilation, temperature, drinking water, cleanliness and 

welfare) was relatively more in the public sectors than private sectors. The Act's 

provision on lighting, safety, overtime, and rest room facilities were noticed to be 

provided more in the private sectors, while the proportion of workers satisfied with the 

provision of first-aid and canteen in the private and public sectors were found to be the 

same. 

On the utility front of the provisions of the Factories Act the proportion of workers 

expressing high utility was relatively more in public sectors than private sectors except on 

the health provision. 

With the other labour laws studied such as Minimum Wages Act the workers in the public 

sectors were found to be more aware of the existence of the Act than workers in the 

private sectors. With the implementation of the Act workers in the public sectors were 
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found relatively more satisfied with the provisions of the Act, except with the wage rate 

of different classes. The proportion of workers expressing high utility of provisions of the 

Act (except the wage rate of different classes and employment covered provisions) was 

relatively higher in the public sectors. 

The awareness of labour laws like Provident Fund Act, Employees' State Insurance Act 

and Workmen's Compensation Act was found to be high for all respondents in the private 

and public sectors of the study. 

The study stressed upon only the statutory welfare facilities as determined by the labour 

laws and the extent of awareness, implementation and utility of these laws for workers in 

the selected public and private sectors in Haryana. The study brought out the comparative 

differences in the awareness, implementation and utility of labour laws between the 

private and public sectors. 

The study did not consider the level of job satisfaction of workers in these sectors, the 

influence of labour welfare facilities on job satisfaction, personal factors influencing job 

satisfaction and the impact of statutory and non-statutory labour welfare facilities on job 

satisfaction. 

Gani (1993) in his study on Quality of Work Life in a State Setting: Finding of an 

Empirical Study attempted to examine some important aspects of quality of work life, 

adopted from various studies in India and abroad. Using the technique of stratified 

proportionate sampling, the sample of the study constituted 250 workers from five large 

and medium scale manufacturing public and private sector units in Kashmir and Jammu 
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Divisions. A comprehensive interview schedule was prepared and used after proper pre-

testing to elicit information from workers on various issues under the study. The 

information was secured from respondents through personal investigation methods. Likert 

type technique was used to prepare the scale while selecting items to measure the 

attitudes of workers. With a view to measure the level of workers' job satisfaction, a 

scale developed and standardized by Ganguli (1954) consisting of 30 internally consistent 

statements and measuring nine dimensions of job satisfaction was used with slight 

modification. 

Results of the study revealed that wage discontent, deplorable working and living 

conditions, job insecurity and poor industrial relations climate, continues to be the major 

consideration in employees working lives. Furthermore considering that the increase in 

earnings have not led to an increase in real wages and that the improvements in wages 

alone can neither satisfy the worker nor cause job mobility and work commitment among 

them, the results draw attention to the fact that the non-wage incentives should receive 

more attention than they have received hitherto. These are in the form of dress, items 

subsidized, housing and canteens, family planning, recreational activities, transport, 

education, health care assistance which would go a long way in improving the lot of 

workers. With respect to various aspects of the job, majority of the workers were to a 

great extent dissatisfied with their wages, welfare facilities, working conditions, security 

of service, nature of job, supervisory behaviour, promotion opportunities, and personal 

policies. From the results it was found that workers recognize the supervisor's relation 

with workers as most important aspect of the job. 
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The study by Gani (1993) stressed upon the importance of non-wage incentives, which 

comes under the purview of non-statutory labour welfare facilities. Moreover the various 

aspects of the job in which majority of the workers were highly dissatisfied are part of 

labour welfare facilities. It determined the level of job satisfaction experienced by 

workers. However the research did not study the influence of the dimensions of quality of 

work life or in other words the labour welfare facilities on job satisfaction, nor did it 

study the influence of personal variables, hierarchy, and that of statutory and non-

statutory welfare facilities on job satisfaction. 

Sharan (1980) conducted a study on working conditions and job satisfaction. Six aspects 

of working conditions studied were wages, job security, benefits, promotional prospects, 

physical atmosphere at work, and social relationship with immediate bosses. The 

researcher found that the accumulative effects of these adverse working conditions have 

rendered work unpleasant for the respondents. Further it was found that if these working 

conditions show any marked improvement particularly in wages, then the respondent's 

satisfaction with their job is likely to improve considerably. 

A study by Kumar and Yadav (2002) titled Satisfaction Level from Labour Welfare 

Schemes in Sugar Factories in Gorakhpur Division, examined the labour welfare schemes 

in the eight State government and private sector sugar factories of the Gorakhpur Division 

in Uttar Pradesh. Based on stratified random sampling, 240 workers were interviewed 

from these sugar factories, using a well-structured interview schedule. The results 

revealed that, overall the satisfaction level of workers from labour welfare schemes was 

low in both the private and State sugar factories. Further, the workers in both sectors 

ranked the four labour welfare schemes according to their importance, which fell in the 
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following order housing scheme, medical scheme, followed by education and recreation 

schemes. 

However when a comparison was made between the respondents in the private and State 

sugar factories it was observed that worker's satisfaction level from welfare measures 

which affects work environment, is higher in the private sector sugar factories than in the 

State government sugar factories. Moreover satisfaction of workers from social security 

schemes, housing, medical schemes, education scheme, was higher for workers in the 

private sector sugar factories than the State government sugar factories. The study 

concluded that workers in State government sugar factories have less satisfaction from 

welfare schemes compared to those in the private sector sugar factories. 

The study made a comparative analysis of labour welfare schemes in the private and 

public sector sugar factories. But it did not include the study of job satisfaction, hierarchy 

and labour welfare. 

From the review of literature it can be realized that only a few researchers have shown 

interest in analyzing labour welfare facilities and its influence on job satisfaction. 

3.3 STUDIES ON JOB SATISFACTION 

One benefit of job satisfaction studies is that management is able to gauge the levels of 

satisfaction of employees in their corporations. It indicates how employees feel about 

their job, the areas of satisfaction and dissatisfaction and action plans that can be worked 

out to improve the job satisfaction of employees. Much research has been done in finding 
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out the level of job satisfaction experienced by employees. A brief description of these 

studies is presented below. 

In a study by Goyal (1995) on Labour Welfare and Job Satisfaction undertaken on six 

cotton textile industries in Punjab (two units each of the public, cooperative and private 

sectors) on a random sample of 350 workers (50 workers form every unit studied) 

representing all the departments from blow room to packing, found that only few of the 

workers were highly satisfied with their job, majority of them were satisfied, while some 

of them were not satisfied with their job. The satisfied workers out numbered the workers 

who are not satisfied. The private sector has the maximum number of workers (80.67 

percent) satisfied with their jobs. 

A study by Nazir (1998) on Perceived Importance of Job Facets and Overall Job 

Satisfaction of Bank Employees conducted on a randomly selected sample of 193 clerks in 

a private sector Jammu and Kashmir bank revealed that majority of the clerks were 

satisfied with their job (76 percent) whereas a few of them (24 percent) were dissatisfied. 

Khaleque and Rehman (1987) in a study on 1560 industrial workers indicated a higher 

percentage of workers that were satisfied with their job (86 percent), compared to only a 

small percentage of them who were dissatisfied (14 percent). Similar results could be 

observed from other studies like those of Khaleque and Wadud (1984). The study also 

revealed that overall job satisfaction is significantly higher for those respondents who are 

satisfied with job components and job facets than those who are not satisfied with them. 
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Results of the study by Tyagi and Tripathi (1996) concluded that maximum number of 

both scientists and extension personal expressed medium level of satisfaction with their 

profession, followed by low and high profession satisfaction. 

Shinde (1997) observed that majority of the master trainers (57.5 percent) experienced 

medium level of professional satisfaction, followed by 30 percent feeling high level of 

professional satisfaction and only a few of them experiencing low level of professional 

satisfaction (12.5 percent). 

In a study by Rao et al. (1991) on Motivation and Job Satisfaction: An Empirical 

Examination on a sample of 300 respondents in a small scale industry showed that an 

insignificant percentage of employees were satisfied with their work (12 percent), 

majority of the employees were dissatisfied with their work (48.25 percent) and many of 

them preferred to remain neutral on this count (39.75 percent). Those who were satisfied 

with their work were working in a work environment that was somewhat better than the 

others and were handling jobs that were quite challenging. Those dissatisfied with their 

work found their jobs disinteresting, heavy and burdensome, laborious, and oppressive 

nature of work. 

The study of Reddy and Rajendran (1993) on Organizational Commitment and Work 

satisfaction among Industrial Workers, attempted to determine the organizational 

commitment and work satisfaction of 200 workers in two public and private sectors. The 

findings of the study revealed that majority of the workers experienced high level of job 

satisfaction, while others experienced moderate and low level of job satisfaction. 
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Hague (2004) found that Indian academicians are deriving only a modest degree of job 

satisfaction and there seems to be a growing discontentment among teachers towards their 

job despite the different plans and programmes started for their benefit. 

A study by Sharma and Jyoti (2006) titled Job Satisfaction Among School Teachers 

conducted on a random sample of 120 equally represented government and private school 

teachers in Jammu city (at primary and secondary school levels) revealed that the degree 

of job satisfaction secured by teachers is not high and the reason lies in insufficient pay. 

Unless the physical needs, which require money, are satisfied, an employee will not be 

tempted to achieve higher order needs. 

Panda (2001) in the paper titled Job Satisfaction of Dotcom Employees - An Indian 

Experiment studied job satisfaction among a sample of 150 executives at various levels 

(from Managers to Vice Presidents) of dotcom companies, spread over six cities in India - 

New Delhi, Mumbai, Calcutta, Bangalore, Hyderabad and Chennai. A majority of the 

respondents were satisfied with the job they were doing (73 percent), and a majority was 

also found to be dissatisfied with the company in which they are working (75 percent). 

The researcher further explained that the nature and content of the job is the driving force 

behind satisfaction, whereas apprehensions and operational problems leading to doubts 

about long-term survival of the company are indicators of dissatisfaction. 

Rahad (1995) investigated factors related with job satisfaction in the article titled Factors 

Related with Job Satisfaction of Village Extension Workers in Training and Visit System. 

240 village extension workers in the Amravati division of the Vidorabha region in 

Maharashtra State formed the sample of the study. Findings revealed that a majority of 

109 



the respondents were moderately satisfied about their job (70.42 percent), while the 

proportion of highly satisfied respondents was rather small (16.25 percent). 

Maheshwari and Gupta (2004) in their study on Professional Satisfaction of Home 

Scientists Working in Krishi Vigyan Kendras of India measured the professional 

satisfaction of home scientists working in Krishi Vigyan Kendras of India. Their research 

was conducted in 170 Krishi Vigyan Kedras of India, with a sample of 90 training 

associates in home science. The findings of the study indicated that half of the training 

associates were satisfied with their profession, while a fairly large number (42.2 percent) 

were found partially satisfied. Only few training associates were in the category of high 

satisfaction (4.5 percent) and dissatisfaction (3.3 percent). 

Rajagopalrao (2002-03) research on Employees' Attitudes Towards Organisations and 

Managements in Urban Co-operative Banks: A Study observed employee's attitude 

towards their organizations and management in Urban Co-operative Banks. Among a 

sample of 500 employees of twenty urban cooperative banks, most of the respondents 

were happy with their organization, majority of the respondents opined that they were 

very happy with their organizations, while some of them expressed that they were not 

happy with their organizations. 

Gani (1993) in his study on Quality of Work Life in a State Setting: Finding of an 

Empirical Study examined the quality of work life in a State setting. This empirical study 

was conducted on a stratified proportionate sample of 250 workers of five large and 

medium scale manufacturing units in public and private sectors in Jammu and Kashmir. 

Results showed that most of the workers showed lower degree of job satisfaction (40.8 
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percent). In comparison a lesser percentage was moderately satisfied (34 percent), and a 

still fewer were satisfied with their jobs (25.2 percent). Workers dissatisfied with their job 

were either too old or too young, had low skills, were either illiterates or highly educated, 

whose job tenure was neither too short nor too large, earned relatively low wages and had 

a large family to support. The research suggested that a worker dissatisfied with his job 

is often rigid and inflexible, unrealistic in his choice of goals, unable to overcome 

environmental obstacles and generally unhappy. 

Madgaonakar, D'Souza, Veena, and Poornima (2001) on Influence of Experience in 

Different Work Schedules on Job Satisfaction of Nurses studied the influence of 

experience in different work schedules on the job satisfaction of nurses. The study, 

conducted on a stratified random sample of 57 nurses working in government and private 

hospitals and primary health centres, on different work schedules, in and around 

Bangalore and Mysore cities, showed that irrespective of shift schedule or the type of 

organization, job satisfaction of the nurses did not differ significantly. 

A case study by Chelliah (1998) on Job Satisfaction in Madras Fertilizers Limited 

conducted on 227 executives working in Madras Fertilizers Limited revealed that job 

satisfaction of the respondents was more than satisfactory. 

Hariharamahadevan and Amirtharajan (1997) article titled Job Satisfaction of 

Nationalized Bank Officer- Summary of a Study studied job satisfaction among 

nationalized bank officers in the middle and junior level (representing 80 percent of total 

strength of officers) in the southern part of Tamil Nadu. Findings revealed that majority 

of the respondents were dissatisfied with their job. 
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In a study by Katuwal and Randhawa (2007) titled A Study of Job Satisfaction of Public 

and Private Sector Nepalese Textile Workers, an investigation was made to compare the 

job satisfaction of 372 workers in the public and private textile sectors in Nepal. The 

sample was selected on the basis of stratified random sampling. The results of the study 

revealed that few of the textile workers were highly satisfied with their job, while the 

remaining showed either moderate or low levels of job satisfaction. 

From the review of literature it can be concluded that employees experience different 

levels of job satisfaction at their work place. However most of the studies have revealed 

that employees in India are to a large extent moderately satisfied with their job. 

3.4 INFLUENCE OF JOB FACETS ON JOB SATISFACTION 

According to Herzberg (1957) it is necessary to identify the needs of the employee. The 

organization for which he works must recognize his needs and ensure that they are 

satisfied. As such, job satisfaction is positively related to the degree to which one's 

personal needs are fulfilled in the job situation. 

Studies have shown that an increase in job satisfaction was not only with the satisfaction 

for the important components of a job but also with the satisfaction of the increasing 

number of job facets, irrespective of their importance (Blood, 1971; Warnous and Lawler, 

1972; Khaleque and Rehman, 1987). 

In a comparative study by Verma and Jha (1983) on the job satisfaction of 450 workers — 

150 each from Bata, Reserve Bank of India and Government printing press. They found 
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job factors to be more important in determining job satisfaction than personal and 

external factors. 

Sinha and Singh (1995) in their study on Employees' Satisfaction and Its Organisational 

Predictors focused on the contents of employees' salient needs and their expectancies to 

satisfy them, examined the direct effect of satisfying or not satisfying nature of the job, as 

well the impact of the various facets of the organization. To avoid having a sectoral 

picture of employees' satisfaction and its predictors the study included both managers and 

workers drawn from a large manufacturing organization located in the Eastern part of 

India. The sample consisted of 248 managers and 1795 workers, which is 11 percent and 

10 percent respectively of the employees' population. Relevant data was collected from 

the questionnaire schedule administered to the sample, which contained several parts 

relevant to the study such as facilities provided by the organization, facets of the 

organization, and indices of satisfaction. 

The findings of the study revealed that for both managers and workers there were three 

robust predictors of organizational satisfaction namely life satisfaction, expectancy to 

satisfy one's salient needs and satisfying nature of the job. The two important needs of 

workers and managers were (a) utilization of one's ability, expertise and job knowledge 

(b) need to be recognized for one's efforts. These findings were similar to that of Sinha 

(1990). However on other needs managers and workers differed. Managers needed 

challenge at work, tension free life and freedom to do things in their own way, while 

workers wanted promotion on time, good working conditions and better relationship at 

work. Workers were found to be more satisfied than managers. However the more 
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educated the workers or higher their positions, the more dissatisfied they were with the 

organization. 

The study provided evidence to support a new conceptual framework in which employees 

satisfaction was decomposed into employees satisfaction with their organization, life 

satisfaction, satisfying nature of the job, expectancy to satisfy their own salient needs. 

The study did not investigate the level of job satisfaction experienced by the employees 

and the influence of personal factors (age, gender and experience) on job satisfaction. It 

did not consider the aspect of labour welfare facilities offered in the organization and the 

influence of labour welfare amenities on job satisfaction. 

Finding a lacuna of reliable studies on job satisfaction for the scientific community and 

for other researchers to consider scientists as a subject of their analysis, Dhawan (1999) 

conducted a study on Job Satisfaction Among Indian Scientists: Some Empirical Findings 

from a Research Laboratory. The focus of the study was on the following issues: degree 

of satisfaction and dissatisfaction of the scientists with various aspects of their job such as 

goal setting, future in the laboratory, influence in the organization and learning 

opportunities, relationships of the background of the scientists with the factors of job 

satisfaction and job dissatisfaction. Determining the critical factors that contributed to the 

variations in overall job satisfaction and job dissatisfaction of the scientists was also 

analyzed. 
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A questionnaire consisting of 40 questions that represented 12 factors of job satisfaction 

was constructed to collect relevant data. On the basis of systematic random sampling 84 

scientists from the middle to the high categories from the research laboratory of the CSIR 

were selected for the study. 

The findings highlighted the degree and factors responsible for the satisfaction and 

dissatisfaction of the scientists. Factors responsible for job satisfaction for the sample of 

84 scientists studied were: work meaningful and important, potential skills and abilities, 

work enjoyment and overall job satisfaction. On the other hand factors responsible for 

dissatisfaction among the respondents were potential skills and abilities, learning 

opportunities, future prospects, influences in the organization, work meaningful and 

important, mutual support and help, learning opportunities and appreciation. Thus 'work 

meaningful and important' and 'potential skills and abilities' are factors that had direct 

implications in scientists' job satisfaction/dissatisfaction. Appreciation was low on 

satisfaction scale and high on dissatisfaction rating, thus indicating that this factor has 

direct implication for satisfaction/dissatisfaction of scientists. The results also revealed 

that majority of the scientists' showed a high level of job satisfaction. 

Further, the relationship between job satisfaction factors and the background data of the 

respondents indicated that there was a negative relationship between age and the 

following factors of job satisfaction- work related variety, appreciation and future 

prospects. A positive relationship between age and autonomy and challenge were found 

in the study. Moreover a negative relationship was found between service and job 

satisfaction factors like work meaningful and important, future prospects, work related 

variety, work enjoyment, potential skills and ability, and appreciation; while a positive 
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relationship was found between total service and factors like goal setting, and autonomy 

and challenge. 

The study made a detailed analysis of factors influencing job satisfaction/dissatisfaction 

and the relationship between factors of job satisfaction and the personal background of 

the respondents. 

The study failed to investigate the influence of hierarchy on job satisfaction, labour 

welfare facilities offered in the organization and the effect of labour welfare on job 

satisfaction. 

In a study by Dhawan (2001) on Variations in Job Satisfaction with Age: Some Empirical 

Findings drew attention to the relationship between age and sources of job satisfaction 

among blue-collar and white-collar employees and the differential impact of age on the 

sources of job satisfaction among different types of employees. 

Using the interview method wherein a questionnaire consisting of 40 questions 

representing five factors of job satisfaction was administered to the respondents to collect 

information on job satisfaction. The five factors in the job satisfaction questionnaire were 

opportunity, learning and challenge; influence over supervisors; work enjoyment and 

meaningfulness; satisfaction with work groups; and desirable future. The sample of the 

study consisted of 110 blue-collar workers from a Heavy Engineering Industry and the 50 

white-collar workers from a government department. 
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The investigation discovered that there was a difference on the job satisfaction factors for 

white-collar workers and blue-collar workers. The white-collar workers showed 

significantly higher level of job satisfaction than the blue-collar workers with influence 

over supervisors, opportunity, learning and challenge and desirable future. 

A further insight into age and job satisfaction factors for the two categories of workers 

was also provided. Age of blue-collar workers was found to be positively correlated to 

influence over supervisors and negatively correlated to work enjoyment and 

meaningfulness. Whereas the age of white-collar workers was negatively correlated with 

opportunity, learning and challenge; and positively correlated with desirable future. 

Moreover with age the job satisfaction for white-collar workers and blue-collar workers 

becomes quite identical. Hence overall comparison of job satisfaction between white-

collar workers and blue-collar workers tends to suppress crucial differences owing to the 

age factor. 

The study underlined the differences between two categories of employees in respect of 

their levels of job satisfaction factors based on the age factor. It provided an 

understanding of the influence of age on job satisfaction. 

The study did not investigate the influence of other personal variables on job satisfaction, 

the type of labour welfare amenities provided to the two categories of workers, and the 

influence of labour welfare on job satisfaction. 
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Mishra, Dhar and Dhar (1999) conducted an investigation Job Satisfaction as a Correlate 

of HRD Climate (An Empirical Study), which focused on the relationship between HRD 

climate and job satisfaction. The sample of the study included 200 respondents — 100 

each from the manufacturing (pharmaceutical) and service (banking) industries 

constituting the middle management level and above. The questionnaire method was 
fi 

used. Two standardized scales were administered to the respondents to assess HRD 

climate and job satisfaction. The scales were Rao's (1990) 38-item scale to measure HRD 

climate and Wiebs et.al . (1967) Job satisfaction scale. 

The findings of the study revealed that job satisfaction is a significant correlate of HRD 

climate. HRD climate contributes to the overall organizational and individual 

development. Moreover the employees are dependent on both personal and organisational 

variables to enhance job satisfaction. A study by Sinha and Singh (1995) supported this 

contention. 

This study did not however deal with the level of job satisfaction of employees nor did it 

make a comparative study of job satisfaction between the two industries. Further the 

personal factors influencing job satisfaction was not included in the study. The 

relationship between labour welfare and job satisfaction was not analyzed. 

Ibrahim, Sejini and Qassimi (2004) did a research study titled Job Satisfaction and 

Performance of Government Employees in UAE that investigated into the relationship 

between performance, personal variables and job satisfaction. The researchers randomly 

selected nine units of total 60 Federal and local Government units in the UAE from which 

382 employees' managerial and non-managerial positions formed the sample of the study. 
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The researchers reviewed several standardized questionnaires and adopted 30 statements 

that reflected the main core of alternative facets of job satisfaction (pay, fringe benefits, 

supervision, promotions, and work itself) and considerations of modern work 

environment (internal control systems and procedures). Each respondent was expected to 

indicate the extent to which he/she was satisfied with 30 items dealing with different 

aspects of their jobs. 

The findings showed that age, gender and marital status had no effect on overall job 

satisfaction or its facets (that is pay and benefits, professional development and work 

environment). The results also indicated that pay and benefits has no significant effect 

with relation to age, gender and martial status. There was also no significant relationship 

between self-rated performance and overall job satisfaction. However the self-rated 

performance, position and nationality were significant factors affecting some job facets 

namely pay and benefits, professional development and work environment. 

The research looked at the relationship between job satisfaction and performance; 

including the effects of personal variables on job satisfaction. However the study did not 

rate the job satisfaction of the sample studied nor compared the job satisfaction between 

the units selected. Moreover labour welfare facilities offered in these units were not 

analyzed and its effect on job satisfaction studied. 

Hariharamahadevan and Amirtharajan (1997) in their micro study titled Job Satisfaction 

of Nationalized Bank Officer — Summary of a Study attempted to inquire into the general 

level of job satisfaction among nationalized bank officers in a particular town, find out 

the relationship between job satisfaction and various background factors and suggest 
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suitable measures to improve job satisfaction. The researchers selected a 'structured 

questionnaire' in English. The sample consisted of all the officers at the junior and middle 

level of all the nationalized banks in a particular town in the Southern part of Tamil Nadu. 

These officers represented 80 percent of total strength of the bank officers. 

According to the findings of the study those factors which had a close relationship with 

job satisfaction were age, educational qualification, experience, salary, job security, 

customer service, suggestion scheme, interpersonal relationship, departments care, 

training effectiveness, officers association and recognition. The factors which had no 

relationship with job satisfaction were retirement benefits, loan facilities, accommodation 

facilities, working hours, transfer policies, authority and power, grievance handling 

procedure, job attitude and status in society. Further the study revealed that even though a 

considerable percentage of respondents were satisfied with their jobs (64.8 percent), they 

still are dissatisfied with some of the factors related with their jobs such as promotional 

policy, authority and power, working hours, transfer policy of officers, association and 

job security. Some of the respondents were dissatisfied with their job (35.2 percent), but 

they agreed that they are satisfied with some factor such as salary, security and inter-

personal relationship, loan facilities, suggestion scheme, work performance, retirement 

benefits, training effectiveness, accommodation facilities, and customer service. The 

study concluded by giving suggestions on policies of promotion, transfer, customer 

service, and job satisfaction. 

The study brought out some valuable information about job satisfaction of the 

respondents, the satisfiers and dissatisfies of the job and the association between job 

satisfaction and various variables. 
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The study left out the influence of gender and hierarchy on job satisfaction and the 

aspects of labour welfare and job satisfaction. 

The empirical study by Rajagopalrao (2002-03) on Employees' Attitudes Towards 

Organisations and Managements in Urban Co-operative Banks: A Study was initiated to 

examine the beliefs and outlook of the employees for joining the Urban Cooperative 

Banks, enquire into the reasons for the happiness and unhappiness of the employees with 

their organizations and managements and determine the feelings, opinions and attitudes 

towards their organizations, managements and jobs. The study comprised of a selected 

sample of 500 employees of 20 urban co-operative banks in Bangalore city. The study 

used a well-structured questionnaire and the researchers personally collected data from 

the respondents through personal contact and discussions. 

The study found that majority of the respondents were very happy with their 

organisations, while some of them expressed that they were unhappy with their 

organisations. The study further ranked the reasons for happiness of the respondents with 

their organisations which included good management, financially sound organisation, 

high reputation, job satisfaction, work culture, involvement in development and high 

salary. Further the following specific factors have influenced the unhappiness of the 

respondents in the following rank order: no scope for self-development, no job 

satisfaction, bad management, no facilities, poor salary and no work culture. Moreover 

the study also found that majority of the respondents expressed that they were happy with 

the managements, whereas a few of them expressed unhappiness with the managements 

of their respective urban co-operative banks. The reasons specified by the respondents for 
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their happiness/unhappiness with their managements were related to the treatment they 

received from the Board members of the respective urban co-operative banks. 

The study determined the feelings of the respondents towards their organisations and 

managements and highlighted the reasons for the happiness/unhappiness with their 

organisations and managements. 

Nonetheless the study did not venture into comparing the level of job satisfaction between 

banks; investigating the influence of age, experience, gender and hierarchy on job 

satisfaction; and the impact of labour welfare and job satisfaction. 

A study by Maheswaran, Rath and Vani (2003) on Job Satisfaction Among Faculty 

Members in Select B- Schools was conducted in the twin cities of Hyderabad and 

Secunderabad. The objectives of the study were to examine the degree of job satisfaction 

of faculty members, to find their ranking preference on the job satisfaction dimensions, 

and to assess the job satisfaction in relation to demographic variables of the faculty 

members. The sample for the study consisted of 53 faculty members who were randomly 

selected from B-schools affiliated to the University/AICTE and foreign institutes. The 

questionnaire method was used consisting of two parts: part A included demographic 

variables and part B included a standardized scale measuring job satisfaction that 

consisted of 15 items from the works of Oshagbemi (1997), was administered to the 

sample. 

The findings of the study showed that the most preferred dimensions of job satisfaction 

for the respondents were teaching, pay, co-worker behaviour, management and research. 
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The least preferred dimensions of job satisfaction were workload, selection of subjects, 

infrastructure, promotion and supervision. Job security falls in between the top five 

preferred and least five preferred dimensions and it was a moderately preferred 

dimension. The study further determined a significant relationship between age, 

designation and job satisfaction, with senior management faculties experiencing 

significantly greater job satisfaction than junior faculty members. Although female 

faculty experienced a higher level of job satisfaction than their male counterparts the 

difference was not significant. Moreover the salary of the faculty members did not 

significantly influence their job satisfaction. 

The study indicated the most preferred and the least preferred dimensions of job 

satisfaction of the respondents and the influence of personal variables and job 

satisfaction. 

However the study did not make a comparative study of the job satisfaction between the 

B-schools and the influence of work experience on job satisfaction. The study left out the 

aspects of labour welfare amenities and the effect of labour welfare on job satisfaction. 

Islam (2003) investigated the level of job satisfaction of women workers and 

technological change on job satisfaction in garment industries in Bangladesh. The study 

titled The Impact of Technological Change on Job satisfaction of Woman Garment 

workers in Developing Country was an attempt made to analyze the impact of 

technological change on job satisfaction of Bangladeshi women garment workers, 

examine the relationship between job satisfaction and the overall impact of technological 

change on garment workers and the relationship between job satisfaction and age, work 

experience, and the skill levels of women workers. 296 female workers were randomly 
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selected from 88 garment companies in Bangladesh who formed the sample of the study. 

The study was based on primary data wherein a structured questionnaire was used. The 

job satisfaction relating to technological change were developed, based on technological 

change survey (Slem and Levi, 1995). 

The results of the study showed that the most important factors of job satisfaction in order 

of their importance were fair pay followed by work satisfaction, task significance, salary, 

supervision, bureaucracy, conflicts, information sharing, co-workers relation, benefits and 

promotion. Moreover more significant work makes women workers more interested at 

work and gives more job satisfaction. Sharing information makes the women workers 

more understanding and in turn, increases their level of job satisfaction. The positive 

results of technological change on job satisfaction of women workers were improved task 

significance, better salary, higher quality supervision, good co-worker relations and 

increased benefits. The negative results of technological change on job satisfaction of 

women workers were unfair pay, work dissatisfaction, bureaucracy, conflicts, low 

information sharing, and lack of promotion. Further the results brought to light that age, 

experience and skills of the respondents had a significant relationship with the job 

satisfaction factors. 

The study showed the positive and negative impact of technological change on job 

satisfaction factors on women workers in Bangladesh garment industries and the 

important factors of job satisfaction for the respondents. Influence of personal variables 

on job satisfaction was also analyzed. 
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The study however did not compare the level of job satisfaction between the employees in 

the garment industries. It considered only female workers and left out the male 

counterparts. Labour welfare and its effect on job satisfaction were not considered in the 

study. 

Joshi and Sharma (1997) in their study on Determinants of Managerial Job Satisfaction 

in a Private Organisation examined the role of organisation related factors on job 

satisfaction among managerial staff in a private sector located in Gujarat. The objectives 

of the study were to ascertain the level of job satisfaction of managerial employees, and to 

identify the situational factors that influenced job satisfaction among the segment of the 

employee population. Random sampling technique was used, to draw the sample of 124 

managers from a private sector organization located in Gujarat. The data for the study was 

collected through a specially designed questionnaire administrated to the managers in 

small groups. For measuring job satisfaction, a multiple item scale was used, with a total 

of 8 items. 

The findings brought to light that all 15 job and organization related variables were 

positively and significantly related to managerial job satisfaction. Further the study 

indicated that the best predictors of job satisfaction were job content and training, and 

none of the 13 other independent variables studied are capable of influencing job 

satisfaction, such as scope for advancement, grievance handling, monetary benefits, 

participation, objectivity and rationality, recognition and appreciation, welfare facilities, 

support and warm communication, top management commitment, resourcing and 

recruiting, career/succession planning and performance appraisal. Furthermore among the 
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managerial employees majority of them of them were found to be highly satisfied with 

their job. 

The study determined the importance of job satisfaction and its related factors to only the 

managerial class of a private firm. It also indicted that the best predictors of job 

satisfaction. 

However the study excluded the job satisfaction study of the non-managerial workers, 

personal variables and job satisfaction. It did not include the labour welfare facilities and 

its influence on job satisfaction. 

The study by Srivastava and Roy (1996) on Work Adjustment and Job Satisfaction among 

Pro and Anti — Management Workers was based on the hypotheses that there will be a 

significant difference between adjusted and maladjusted employees in terms of job 

satisfaction, there will be a significant difference between pro and anti-management 

employees in terms of work adjustment, and there will be a significant difference between 

pro and anti management employees in terms of job satisfaction. The sample of 100 

workers from Bharat Heavy Electricals unit in the city of Haridwar, Uttar Pradesh was 

chosen through the random sampling technique. To collect data the questionnaire to 

measure Job Satisfaction constructed and standardized by Ganguli (1954) was used in the 

study. It consisted of 29 statements and measured eight dimensions of job satisfaction. 

Besides Work Adjustment Inventory constructed and standardized by Mishra and 

Srivastava (1992) was used, and the attitude scale for distinguishing between pro and 

anti-management employees, constructed and standardized by Kapoor (1976) was used. 
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The results of the study determined that job satisfaction is significantly related to the 

attitude the employees have towards management. Some dimensions of job satisfaction 

that is nature of work, senior — junior relationships, salary and working conditions are 

positively and significantly related to the attitude of the employees. No significant 

relationship was found between the rest of the dimensions of job satisfaction such as job 

security, advancement, functioning of the union, nature of corporate communication and 

attitude of employees. The study also showed a significant difference between adjusted 

and maladjusted workers in terms of job satisfaction. Pro-management workers 

experienced greater job satisfaction and better adjustment than their anti-management 

counterparts. Pro — management workers feel a high sense of satisfaction in matters of 

advancement, working conditions, nature of work, communication procedures, while anti 

— management workers do not. Moreover the pro-management workers were better 

adjusted to their work than anti-management workers. It was also found that work 

adjustment plays a significantly important role in creating job satisfaction. 

The study highlighted the relationship between employee attitudes, work adjustment and 

their job satisfaction. The pro—management and anti— management sentiments was the 

focal point of the study. 

However the study did not find out the level of job satisfaction experienced by workers, 

the influence of personal factors on job satisfaction. Labour welfare facilities and the 

impact of labour welfare on job satisfaction were left out of the study. 

A study exploring the relationship between organizational climate and job satisfaction 

was done by Prabhu and Rodrigues (2003) in their study titled Organisational Climate 

and Its Influence Upon Job Satisfaction: A Study in a Public Sector Organisation in 
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India. The objectives of the study were to assess the nature and state of organizational 

climate, explore the relationship between the organizational climate and employee job 

satisfaction, and to suggest workable organizational climate, and improving strategies to 

enhance the employees' job satisfaction. The stratified sampling technique was used for 

drawing the sample of 100 executives and non-executives from a public sector. A self 

administrated questionnaire consisting of personal attributes and professional 

demographic information, including items on organizational climate, and items pertaining 

to job satisfaction were used. The study adopted job satisfaction survey questionnaire by 

Spector (1985) combined with job satisfaction questionnaire 

(www.hr_survey.com/sdea4fhtm, www.hr  survey.com/sdea6s.htm. and 

www.surveysolutions.com ) that was simplified and modified to suit Indian working 

conditions as per the requirements of the study. The organizational climate questionnaire 

by Baldev R. Sharma (1989) was also used. 

The findings revealed that a majority of employees were highly satisfied with their jobs 

and the organizational climate. The dimension wise analysis revealed that employees 

perceived different dimensions of job satisfaction differently. Co-workers, resources, 

compensation and recognition were the dimensions which most of the employees reported 

high satisfaction. Training, supervision and management are the variables where they 

experienced low satisfaction. 

The study focused on the relationship between the organizational climate and employee 

job satisfaction and the perception of the job satisfaction dimensions. 
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The study did not compare the level of job satisfaction experienced by executives and 

non-executives, differences in their perception of the dimensions of job satisfaction. 

Besides labour welfare and job satisfaction was not included in the study. 

Study by Rahman, Rahman and Khaleque (1995) on Job Facets and Job Satisfaction of 

Bank Employees in Bangladesh was conducted with the objectives of the determining 

whether the public and private sector employees differ in terms of their job satisfaction 

and whether age and experience of the public and private sector employees were related 

to job satisfaction. Through random sampling the sample of 28 bank officers in private 

sector banks and 28 officers in public sector banks in Bangladesh. The total sample 

constituted 56 bank officers. The measuring instrument used was the job satisfaction scale 

developed by Warr et.al . (1979), which was a 15 item seven point rating scale. 

The findings of the study indicated that officers in public sector banks experienced higher 

level of job satisfaction than their counterparts in the private banks. Further the job facets 

influencing job satisfaction showed that salary by itself was not enough to increase job 

satisfaction. This result is supported by a study conducted by Khaleque and Chowdhury 

(1983). In addition, the study showed that public sector employees enjoy more work 

autonomy, which is an important factor in increasing job satisfaction. The working day of 

the public sector banks was comparatively shorter, their lesser salary compensated their 

job satisfaction and working hours. The employees of private sector banks receive higher 

salaries than their counterparts in public sector banks. However though the employees of 

private banks are satisfied with their salaries in the initial stages, after a few years of 

experience they realize the importance of job security. Working day that is an important 

factor of job satisfaction (Khaleque and Rahman, 1980) is comparatively longer in private 
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sector banks. The results also indicated that better salary and more job security; shorter 

working hours and more work autonomy are associated with higher job satisfaction. 

Moreover results on the personal background of the sample showed that for the public 

sector banks job satisfaction positively increased with age and experience while for 

private sector banks there was no significant relationship between age and job 

satisfaction. But job satisfaction was negatively related to experience in private sector 

banks. 

The study pointed out the difference in the level of job satisfaction experienced between 

private sector and public sector banks, the job facets that differ in these banks and their 

influence on job satisfaction, including the personal factors of age and experience 

influencing job satisfaction in private sector and public sector banks. 

The influence of hierarchy and gender on job satisfaction was not included in the study. 

Even labour welfare and job satisfaction was not considered in the study. 

Nazir (1998) made an attempt to study the overall job satisfaction of bank clerks, identify 

the determinants of job satisfaction including the perceived importance of some job and 

background factors on the overall job satisfaction. The study titled Perceived Importance 

of Job Facets and Overall Job Satisfaction of Bank Employees was conducted on a 

randomly selected sample of 193 clerks in various branches of a private bank in Srinagar 

district of Jammu and Kashmir. The instruments used to collect data from the respondents 

included the Brayfield-Rothe scale (1958) to measure overall job satisfaction, scale for 

rating perceived importance job facets by Khaleque and Rehman (1987), and the job 

facets and life satisfaction questionnaire. 

130 



The results of the study revealed that majority of the clerks (76 percent) were satisfied 

with their job, while few of them (24 percent) were dissatisfied. Moreover the overall job 

satisfaction was significantly higher for those respondents who are satisfied with job 

components and job facets than those who were not satisfied with them. Further there 

were five factors that were conceived as the most important causes of job dissatisfaction 

namely hours of work, adequate earnings, management policy, ability utilization, and 

recognition. The relationship between job satisfaction and personal variables showed that 

except for income and level of education no other variable such as age, marital status and 

number of dependents showed any association with overall job satisfaction. 

The study investigated the overall job satisfaction of bank clerks; influence of job facets 

and their perceived importance, including the influence of some personal variables on job 

satisfaction. 

However the study did not analyze hierarchy and job satisfaction, labour welfare facilities 

and its impact on job satisfaction. 

Hague (2004) studied the relationship between gender and age on the job satisfaction of 

academicians in the study titled Job Satisfaction of Indian Academicians: A Study based 

on Gender and Age. The researcher randomly selected 253 teachers from a central 

university. A questionnaire was constructed and administered to the respondents, which 

included 43 items with nine job satisfaction dimensions. 

The results of the study indicated that the academicians were moderately satisfied with 

their jobs. On all the dimensions of job satisfaction 38 percent were satisfied, 20 percent 
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were dissatisfied and 42 percent were indifferent. On job itself all respondents were 

satisfied and most of the respondents were satisfied with autonomy, collegial relations 

among faculty, salary and benefits, and teaching administration. High level of 

dissatisfaction was experienced on three job dimensions - institutional resources for 

research, career advancement and promotion, and physical facilities. With age job 

satisfaction is found to be increasing but at a decreasing rate. On the basis of gender there 

was moderate job satisfaction experienced between male and female respondents, but 

male respondents showed a little more satisfaction than their female counterparts. 

The study made a detailed analysis of job satisfaction, satisfaction with the job 

dimensions and the influence of age and gender on job satisfaction. 

However the study did not analyze the influence of hierarchy on the level of job 

satisfaction, labour welfare and its impact on job satisfaction nor did it make a 

comparative study between organizations. 

The study conducted by Sharma and Jyoti (2006) on Job satisfaction Among School 

Teachers investigated intrinsic, extrinsic and demographic variables in determining the 

level of job satisfaction of school teachers in both government and private schools. A 

random sample of 120 school teachers of equal representation in both government and 

private schools (at primary and secondary school levels) in Jammu city was selected for 

the study. A questionnaire was prepared on the guidelines of the Job Descriptive Index, 

which comprised of 109 statements in six sections. The results of the study revealed that 

the overall job satisfaction experienced by teachers was modest. The reason lies in 

insufficient pay. Moreover the dimensions of job satisfaction studied had a positive 
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relationship with job satisfaction. The level of satisfaction from all dimensions of job 

satisfaction was modest except pay and rewards dimensions in which majority of the 

respondents felt it was inadequate. Comparing the job satisfaction of the respondents in 

the private and government schools results indicated that both experienced modest level 

of job satisfaction. On the dimensions of job satisfaction for the private school teachers 

the maximum satisfaction was derived from the dimensions of students and physical 

environment, while minimum satisfaction was experienced from pay and rewards. On the 

other hand, the government school teachers secured maximum satisfaction from the 

dimensions of principal's behaviour, and high dissatisfaction on the dimension of pay and 

rewards. Between the primary and secondary school teachers in both the private and 

government schools it was found that the secondary school teachers experienced a higher 

level of job satisfaction that their counterparts in the primary schools. Thus explaining 

that as the occupational level increases job satisfaction of the individual also increases. 

On the gender aspect the results showed that the level of job satisfaction is higher for 

female teachers than their male counterparts. Further no significant relationship was 

found between age and job satisfaction. 

The study was an in depth analysis of job satisfaction, the dimensions that 

satisfy/dissatisfy the respondents, including the influence of demographic factors on job 

satisfaction. Moreover a comparison was drawn on their level of job satisfaction and its 

dimensions between the respondents in the private and government schools. 

However the study did not incorporate labour welfare facilities provided and its effect on 

job satisfaction. 
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The effect of work motivation, hierarchy and job anxiety on job satisfaction was made by 

Malhotra, Shruti and Sachdeva (2001) in their work titled Work Behaviour and Job 

Satisfaction: A Study in Banking Industry. A sample of 180 employees (managers and 

clerks) from different nationalized banks in Rohtak and Bhiwani were selected for the 

study. Data was collected from the respondents by administering three standardized 

instruments - Work Motivation Questionnaire by Agarwal, Job Anxiety Scale of 

Srivastava and Sinha and Job Satisfaction Scale by Muthaya. The results found that work 

motivation and job anxiety significantly affect job satisfaction but hierarchy was not 

found to significantly affected job satisfaction. There was a difference in the job 

satisfaction scores of managers and clerks at different levels of work motivation and job 

anxiety. Job satisfaction was found to be significantly higher for the low motivation group 

than moderate and highly motivated group. The moderate and highly motivated group did 

not differ significantly. There seemed to be an emergence of rudimentary 'LP shaped 

relationship between the two factors. The results made it clear that professionals with 

high ranks (managers) at moderate level of work motivation display least job satisfaction 

with the low motivated group having maximum job satisfaction. At the low ranks (clerks) 

display similar level of job satisfaction which in contrast is highest at high work 

motivation level and lowest at low work motivation level. 

The study highlighted the effect of work motivation and job anxiety on job satisfaction on 

the ranks of managers and clerks. 

In a study by Rahad (1995) on Factors Related with Job Satisfaction of Village Extension 

Workers in Training and Visit System on a sample of 240 village extension workers in 

Amravati division of Vidarbha region in Maharashtra State found that majority of the 
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respondents were moderately satisfied about their job. The proportion of highly satisfied 

respondents was low. Further, out of eight independent variables studied only education 

was found to be significantly and negatively related to job satisfaction. The contribution 

of hygiene factors to job satisfaction was more than the motivator factors. Among the 

various hygiene factors job security and advancement, adequacy of salary, physical 

conditions of work and social status attached to the job were positively and significantly 

related to the job satisfaction of the respondents. 

A study that explored and evaluated the impact of status on motivation of public sector 

bank executives and identified some indicators to improve the motivation of the bankers 

was done by Islam (2000) in his paper titled Impact of Status on Motivation of a Banker 

in Bangladesh: A Public Sector Bank Perspective. A sample of 195 officers and 

executives of different public sector banks in Bangladesh were chosen for the study. The 

sample was interviewed through a pre-designed questionnaire. 

The findings showed that officers and executives of public sector banks have not 

achieved a reasonable level of job satisfaction keeping with their existing status in the 

banking job. Majority of the executives (88.2 percent) perceived their status to be lower 

than similar jobs in other government departments. The executives and employees of the 

banks perceived that they could achieve high levels of job satisfaction if they were 

assured a separate higher pay scale, which takes into consideration their job requirements. 

Further the status of the respondents had fallen significantly because their salary and 

benefits were much lower than their expectation and justification. With job security a 

large proportion of the respondents (55.9 percent of executives, 69.8 percent of 
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employees) expressed their satisfaction. Finally suggestions were made to improve the 

motivation of the bankers. 

The study analyzed the job satisfaction of officers and executives in keeping with their 

status, and the aspects that could increase their job satisfaction. 

The study did not deal with the personal factors influencing job satisfaction, labour 

welfare and its impact on job satisfaction. 

Sharma and Sharma (2003) researched upon the motivation and commitment of 

managerial staff in relation to various organizational variables. Their research study titled 

Organizational Commitment and Motivation Among Managerial Staff. The sample 

consisted of 254 middle level mangers randomly selected from a high performing 

organization. A structured questionnaire on 11 organizational characteristics was 

developed by the researcher and administered to the respondents in a group setting of 15 

to 20 managerial staff. 

The study highlighted the significantly better availability of HR policies and practices in 

10 aspects namely, safety and security, monetary benefits, objectivity and rationality, 

participative management, training and development, welfare facilities, recognition and 

appreciation, grievance handling, scope for advancement, and delegation of authority. 

Further three determinants were identified as critical predictors of organizational 

commitment and managerial motivation namely job content, scope for advancement, and 

objectivity and rationality. Other significant determinants of organizational commitment 
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were safety and security, and monetary benefits. For job satisfaction the predictor was 

monetary benefits. 

The study indicated the predictors of organizational commitment, managerial motivation 

and job satisfaction. 

The study did not research into the job satisfaction of the managerial staff and the 

influence of labour welfare on job satisfaction. 

Maheshwari and Gupta (2004) conducted a study on the professional satisfaction 

including the factors affecting the professional satisfaction of scientists titled Professional 

Satisfaction of Home Scientists Working in Krishi Vigyan Kendras of India. The study 

was conducted on a sample of 90 training associate home scientists who were mailed 

questionnaires to collect data. A job satisfaction scale was developed consisting of 41 job 

satisfaction items. 

The findings indicated that half of the training associates were satisfied with their 

profession, while some were found partially satisfied. Only few training associates 

experienced high level of satisfaction and dissatisfaction respectively. The findings also 

revealed that there was not a single item in which the respondents were highly satisfied or 

dissatisfied (salary, interpersonal relationships, nature of work, motivation at work, 

security, work environment, coordination among staff, sense of achievement, prestige 

attached to the job, opportunity to use own talents and skills and so on). Out of 41 

professional satisfaction items the respondents were satisfied with 25 items and partially 

satisfied with rest of the 16 items. They are satisfied with salary, nature of work, 
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interpersonal relationships, professional security and above mentioned factors; and 

partially satisfied with promotional opportunities, professional training, library, 

recognition and appreciation for efforts, opportunities for professional growth and 

development. The study also found a negative significant relationship between various 

constraints (administration, financial, technical, operational, personal and social) and 

professional satisfaction. Thus due to these constraints the training associates did not 

experience optimum professional satisfaction and it reduced their interest and enthusiasm 

in the job. Moreover it was found that age and experience of the respondents were not 

associated with their professional satisfaction. 

The study determined the job satisfaction of the sample studied. Their satisfaction on 

various items of professional satisfaction, and the relationship between the constraints, 

age, experience and professional satisfaction was analyzed. 

The study did not include influence of hierarchy, gender on job satisfaction, and impact of 

labour welfare on job satisfaction. 

The study by Rao, Sujatha and Chakravarthy (2002) on Job Satisfaction of Employees, A 

Survey of LIC Employees on a sample of 54 employees majority of them in the middle 

age group whose average service was 12.73 years indicated that respondents were 

satisfied with their job. The study also found that among the factors contributing to job 

satisfaction majority of the employees were satisfied with the quality of training facilities, 

working conditions or environment, housing loan facility, and good or excellent relations 

with management. Moreover majority of the respondents were satisfied with their present 

job, most of them were happy with their place of work and do not want to leave the 
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organization even if a better job is offered to them. Since all these factors influenced job 

satisfaction it was concluded that these were the reasons for high job satisfaction among 

the employees. 

Further the study also found that certain attributes influenced job satisfaction. Salary was 

highly associated with job satisfaction, followed by years of service. While promotion, 

satisfactory place of work and housing were not dominant attributes associated with job 

satisfaction. However salary was found to be the most important factor deciding the level 

of job satisfaction. 

The study considered the job satisfaction of the sample, the job facets they were satisfied 

with and those job attributes that had high associations with job satisfaction. 

The study did not include the influence of personal factors and hierarchy on job 

satisfaction, nor did it consider the relationship between labour welfare amenities and job 

satisfaction. 

The experience of shift and shift schedules on the job satisfaction of nurses was 

undertaken in a study by Madgaonakar, D'Souza, Veena, and Poornima (2001) titleed 

Influence of Experience in Different Work Schedules on Job Satisfaction of Nurses. A 

standardized questionnaire (Mishra, Tiwari and Pandey, 1997) was administered to a 

stratified random sample of 57 nurses working in government and private hospital and 

primary health centers, on different work schedules, in and around Bangalore and Mysore 

cities. 

139 



The findings showed that irrespective of the shift schedule or the type of organization, job 

satisfaction of the nurses did not differ significantly. Further an increase in the shift work 

indicated a linear increase in their job satisfaction. 

The study basically looked at the job satisfaction of nurses working in shifts. 

It did not consider the job factors or the personal factors that influence the level of job 

satisfaction of these respondents, nor did it include the labour welfare amenities provided 

and its impact on job satisfaction. 

Joseph (2001) in his article On Job Satisfaction Among Transport Employees made a 

comparative study of the job satisfaction of employees in the private and public sector. 

The empirical study was conducted on a sample of 300 transport employees working in 

the private (180 employees) sector and public sector (120 employees) in the Kottayam 

district of Kerela. The sample was interviewed using the Job Satisfaction Scale 

constructed by H.C. Ganguli (1994) consisting of nine variables that measured job 

satisfaction. 

The findings pointed out that there was a significant difference between the public sector 

and private sector transport employees in their level of job satisfaction. Employees in the 

public sector were highly satisfied with salary and other allowances, social status, 

relationship with co-workers, working hours and relationship with passengers; whereas 

the private sector employees were highly satisfied in their relationship with co-workers, 

working conditions and relationship with passengers. The public sector employees are 

just satisfied with job security and trade union relations and their counterparts in the 

private sector were satisfied only with trade union relations. The satisfaction of public 
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sector employees in the middle range was only in the case of management policies and 

working conditions. But the satisfaction of private sector employees in the average or 

middle range was for five variables namely salary and other allowances, job security, 

management policies, social status and working hours. It was found that experience and 

the number of dependents significantly affected the job satisfaction of transport 

employees in the public and private transport sectors. 

The study determined that job satisfaction was the result of both situational and personal 

variables. It made a comparative study of the job satisfaction aspects in private and 

public sectors. The study left out the variables of age, gender and hierarchy, including 

labour welfare and their impact on job satisfaction. 

In a study by Katuwal and Randhawa (2007) titled A Study of Job Satisfaction of Public 

and Private Sector Nepalese Textile Workers, an investigation was made in comparing 

the job satisfaction of 372 workers in the public and private textile sectors in Nepal. The 

sample was selected on the basis of stratified random sampling. The results of the study 

determined that the workers in the public and private textile sectors experienced high 

dissatisfaction towards job facets, especially the facets of monetary expenditure of the 

organization, behavioural aspects of management, and employment policy of the 

organization. While comparing the workers in the public and private textile sectors, it was 

found that public sector textile workers were statistically more satisfied than their private 

sector counterparts with personnel policies, style of management, and welfare facilities. 

The private sector textile workers were statistically more satisfied with the duration of 

work, wages, job security, and training and development than those in the public sector. 

Both groups of workers had similar attitudes on the job facets such as autonomy in work, 
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job interest, promotion, ability utilization, recognition, supervision style, colleagues, and 

physical facilities available in the work place. 

The study was a comparative analysis of job satisfaction and job factors in the private and 

public sectors. It determined the job facets that influenced the job satisfaction of workers 

in the two sectors, as well as those job facets in which the two groups experienced similar 

satisfaction. 

The study however left out the personal variables, labour welfare and their impact on job 

satisfaction. 

From the above studies it can be observed job facets play an important role in influencing 

job satisfaction. Moreover the studies also reveal that different job facets determine the 

job satisfaction of employees. 

3.5 INFLUENCE OF PERSONAL VARIABLES ON JOB SATISFACTION 

When a person comes to work, he brings with him his total personality, his attitudes, likes 

and dislikes, his personal characteristics and these in turn, influence the satisfaction he 

derives from his work. As work is one of the necessary aspects of the total life experience 

of an individual, it becomes important to examine how personal characteristics influence 

one's job. Personal variables here refer to bio-social variables such as age, gender and 

length of service which are in keeping with the variables of the present research. 

3.5.1 Age and Job Satisfaction 

Research on the relationship between age and job satisfaction has revealed that in general 

job satisfaction increases with age. As workers grow older they become more realistic and 
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adjust themselves better to their work situation. However later their job satisfaction may 

decline as promotions become less frequent and they face the realities of retirement. The 

youngest workers report the lowest job satisfaction. Young workers today expect a great 

deal of personal fulfillment from their jobs. Job challenge, self-expression and freedom to 

make decisions are factors important to them. They are thus disappointed when they 

begin to work and fail to find challenges and responsibilities. The results of many studies 

have shown meaningful relations between job satisfaction and age. 

The essence of the study by Hoppock (1935) suggested that job satisfaction tends to 

increase with increasing age. Older workers tend to be more satisfied with their jobs than 

younger workers. 

Herzberg et.al . (1957) were among the first to report linear relationship between age and 

job satisfaction. Herzberg and his team suggested that job satisfaction climbs with age. 

Later, Handyside (1961) and Warr (1992) reported similar relationship between age and 

job satisfaction. Hulin and Smith (1965) tested Herzberg's hypothesis and suggested that 

the linear model best explains the effect of age on job satisfaction. Age is one of the 

factors affecting job satisfaction. Studies conducted in five different countries prove that 

the elder workers are more satisfied (Davis, 1988). Kose (1985) has also found a 

meaningful relation between the age and job satisfaction. According to Herman et. al. 

(1980) and Sweeny (1982), the older teachers were more satisfied with their jobs than 

were younger teachers. In more recent studies Hickson and Oshaghami (1999) and Bas 

and Ardic (2000) examined the effect of age on job satisfaction of academicians. 
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Age has been found to be consistently related to job satisfaction (Hulin and Smith, 1965; 

Rhodes, 1983; Bush et. al., 1987). The aging effects on job satisfaction were established 

by researchers such as Friedlander (1963), Dicaprio (1974), Doyle (1975), Start and 

Laundry (1973), Arvey and Dewhirst (1979). Ganguli (1955), and Shrestha and Singh 

(1975) who have reported significant association between the age of the respondents and 

their level of job satisfaction. Pattanayak, Nanda, Mohapatra and Mohapatra (1995) have 

studied the role of personal characteristics like age and job experience and satisfaction in 

an integrated steel plant. The findings suggested that personal characteristics influence 

job satisfaction of both executives and supervisors. 

Some researchers have established certain association between age and sources of 

satisfaction (Hulin and Smith, 1965; Saleh and Hyde, 1969; Sharma, 1971; Hunt and 

Saul, 1975; De, 1977; Glenn and Taylor, 1977; Haefner, 1977). In their study of white-

collar employees, Glenn and Taylor (1977) found a moderate but consistent positive 

correlation between age and job satisfaction. They explained this correlation as a result of 

influence associated with 'aging' or 'cohort' membership or both. For both types of 

employees - white collar and blue collar - job satisfaction has been shown to vary directly 

with age (Hulin and Smith, 1965; Saleh and Hyde, 1969). The level of employee in an 

organizational hierarchy has been shown to be an important mediating variable affecting 

the relationship between age and sources of job satisfaction. In a study of five 

government departments, De (1977) found a positive correlation between age and job 

satisfaction for top-level employees, a negative correlation for middle level employees 

and an insignificant correlation for lower level employees. While job satisfaction of top-

level employees increased with age, it decreased with age for middle level employees. 
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The study highlighted the intervening influence of levels of organizational hierarchy in 

the relationship between job satisfaction and age. 

Researchers have studied the relationship between age and job satisfaction across 

cultures. While most of the studies in the West, by and large, showed a negative 

relationship (Kay, 2000), there is some evidence to suggest that it may be curvilinear as in 

case of a national sample of British workers (Warr, 1996) or positive for an American 

sample (Lee and Wilbur, 1985). In other parts of the world same trends seem to prevail. 

Studies on Nigerian samples have found positive relationship between age and job 

satisfaction (Saiyadain, 1985; Sokoya, 2000), which is the same for the Malaysian sample 

(Saiyadain, 1996). However Indian samples have found to show a curvilinear relationship 

(Dhawan, 2001), as well as a linear relationship (Nazir, 1998). Whereas a German sample 

showed no relationship between age and job satisfaction (Grund and Slivka, 2001). A 

study based on Korean sample showed a U shape relationship between age and job 

satisfaction (Ahn et. al., 2001). Some of the reasons for wide variations across cultures 

could be related to high expectations that employees develop as they grow old which are 

often nullified by routine nature of the job. Additionally, over qualification and lack of 

authority and control at the beginning of one's career can also affect the job satisfaction 

of the employees. 

Super (1939) and Dwivedi and Pestonjee (1975) found age to be curvilinear and 

significantly related with job satisfaction. Further Gani (1993) found that workers 

dissatisfied with the job were found to be either too old or too young. 
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Various researchers through their studies have shown that there is no significant 

relationship between age and job satisfaction. 

Nazir (1998) in his study on 193 bank clerks in the Srinagar district of the Jammu and 

Kashmir State found that there was no significant relationship between age and job 

satisfaction. 

Similarly a study by Sinha and Singh (1995) on 248 managers and 1795 workers drawn 

from a large manufacturing organization located in the eastern part of India found that 

there was no significant relationship between age and organizational satisfaction. 

Studies by Natraj and Hafeez (1965), Sinha and Nair (1965), Gosh and Shukla (1967), 

Rao (1970), Vasudeva and Rajbir (1976), Bhatt (1992), Reddy and Rajendran (1993), 

Vasagam (1997) and Nazir (1998) have also found no significant relationship between 

age and job satisfaction suggesting thereby that job satisfaction is independent of age. 

These studies had workers as their respondents. 

In a study by Saiyadain (1985) on samples of 620 Nigerian and 778 Indian employees 

showed that for the Indian sample there was no significant difference in the job 

satisfaction of managers in relation to age, sex, marital status, years of education and 

annual income. 

According to researchers such as Kornhauser and Sharp (1932), Sinha (1958), Scammel 

and Stead, (1980), and Wellmaker and Hamshari, (1986) no relationship was found 

between age and job satisfaction. 
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According to Sharma and Joyti (2006) on Job Satisfaction Among School Teachers 

conducted on 120 respondents in private and government schools in Jammu city revealed 

that there was lack of linear relationship between age and job satisfaction among the 

teachers. The age wise analysis of job satisfaction revealed that insignificant coefficient 

of correlation existed between age and job satisfaction. But when class intervals of age 

were made and the mean job satisfaction obtained by teachers in each group was 

calculated, it revealed that there was a significant difference in mean job satisfaction of 

various age groups, and that maximum job satisfaction was during 41-45 and 55-60 years. 

The analysis showed that satisfaction level varies for different age groups. 

In a study by Ibrahim, Sejini and Qassimi (2004) on Job Satisfaction and Performance of 

Government Employees in UAE conducted on a sample of 381 employees (managerial 

and non-managerial positions) working in nine government offices in UAE showed that 

there was no significant relationship between age and job satisfaction. 

Similarly, a study by Madgaonkar et.al . (2001) on Influence of Experience in Different 

Work Schedules on Job Satisfaction of Nurses conducted on a stratified random sampling 

of 57 nurses working in government, private and primary health centers in and around 

Bangalore and Mysore cities indicated that age, marital status and type of organization 

did not influence the job satisfaction of nurses. 

Maheshwari and Gupta (2004) in their article Professional Satisfaction of Home Scientists 

Working in Krishi Vigyan Kendras of India on a sample of 90 training associates home 

scientists in the 170 Krishi Vigyan Kendras of India also established that age of the 

respondents were not associated with their professional satisfaction. The study by Bhate 
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(1983) supports this finding. Bhate (1983) reported the non-significant impact of age on 

job satisfaction of anganwadi workers of Integrated Child Development Scheme. 

There are a number of studies conducted that show a positive relationship between age 

and job satisfaction (Nicholson et. al., 1976; Glenn et. al., 1977; and Saiyadain, 1983). 

Generally one would expect that as a person grows older he would get greater satisfaction 

with his job particularly because of the experience and the ease with which he would be 

able to perform it. Studies by Ghua (1965) and Sinha and Agarwal (1971) support such a 

relationship. 

One such study by Rahman, Rahman and Khaleque (1995) on Job Facets and Job 

Satisfaction of Bank Employees in Bangladesh conducted on a random sample of 56 male 

officers of private banks (28 officers) and public banks (18 officers) showed that in the 

public banks, employees job satisfaction increased positively with age and experience. 

But for the private sector employees there was no significant relationship between their 

age and job satisfaction. 

In a study by Maheshwaran, Rath and Vani (2003) on Job Satisfaction Among Faculty 

Members in Select B-Schools conducted on a random sample of 53 faculty from 29 B-

schools in the twin cities of Hyderabad and Secunderabad on the older age group, middle 

age group, and younger age group revealed that faculty members in all age groups were 

highly satisfied with their jobs. Moreover a statistically significant difference between job 

satisfaction and the age groups was also found. This established that the senior 

management faculties were more satisfied than the junior faculty. As the faculty members 

grew older, their job responsibilities also increased and consequently their rewards also 
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increased. Hence their job satisfaction was high. However the younger faculty members 

take time to cope with the dynamic environment and hence feel the pressure of work 

environment, which results in lower level of satisfaction. Dhawan (2001) study reported a 

similar finding that employees of different age groups exhibit different levels of 

satisfaction, therefore necessitating different strategies to enhance the satisfaction of the 

people. 

In a similar study conducted by Randhawa (2005) on The Relationship between Work 

Attitudes and Work Performance on a random sample of 150 scientists from the 

agriculture extension centers in Haryana. The sample was between the age group of 26 to 

65 years with at least three years of experience in the same organization and educated up 

to post-graduate level. The findings showed that there was a positive correlation among 

the demographic variables that is age, qualification and experience. The highest 

correlation was between age and experience. A significant correlation was found between 

age and job satisfaction, and between experience and job satisfaction. This indicated that 

older and more experienced scientists tend to be more satisfied with their jobs. 

Bhatt (1998) in the article titled A Study of Socio-Personal Variables and Job Satisfaction 

of LIC Employees on a random sample of 282 employees in the age range of 20 to 58 

years showed that there existed significant difference between the low and high age group 

of employees. It implied that high age group of employees experienced higher job 

satisfaction than the low age group employees. 

The study by Pavani and Devi (2003) titled Job Satisfaction among Women Police 

Constables was conducted on a sample of 60 women police constables from Vijayawada 
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City Police Department, Andhra Pradesh. The results revealed that age of the women 

constables had a positive significant relationship with job satisfaction. As age of the 

respondents increased their level of job satisfaction also increased. 

Similar results that employees become more satisfied as chorological age increases, thus 

indicating a positive and linear relationship between age and job satisfaction was 

observed in studies conducted by researchers (Nicholson et. al., 1976; Glenn et. al., 1977; 

White and Spector, 1987; Lindstorm, 1988; Krishnan and Krishnan, 1994). However 

some researchers have found the opposite results (Sinha and Sharma, 1962; Srivastava, 

1978; Narchal, Alag and Kishore, 1984; Kacmar and Ferris, 1989; Snyder and Mayo, 

1991). 

While many studies have found a positive and linear relationship between age and job 

satisfaction, some others suggest that this relationship is positive and linear until a 

terminal period in which there is significant decline in job satisfaction (Salesh and Otis, 

1964; Carrell and Elbert, 1974). 

One such study was by Hague (2004) on Job Satisfaction of Indian Academicians: A 

Study Based on Gender and Age. A random sample selected for the study consisted of 

252 teachers from a central university in three age groups: up to 40 years (72 

respondents), 41-51 years (66 respondents) and above 50 years of age (114 respondents). 

The results determined that job satisfaction level seems to be increasing with age but at a 

decreasing rate. But there was no significant difference in the job satisfaction of 

respondents with respect to different age groups. However on the dimensions of job 

satisfaction the teaching staff in all age groups seemed to show high satisfaction level 
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with the dimension of job itself. They are moderately satisfied on dimensions of 

autonomy in job, collegial relation among faculty, salary and benefits, and general 

factors, and moderately dissatisfied on dimensions of career advancement and promotion, 

and institutional resources for research. The study concluded that there was no significant 

difference in the attitudes of different respondents with respect to age. Though there 

was dissatisfaction, it was found to be decreasing with age. Contrary to this fact, job 

satisfaction is found to be increasing with age but at a decreasing rate. 

In a study by Dhawan (2001) on Variations in Job Satisfaction with Age: Some Empirical 

Findings conducted on a sample of 110 blue collar workers from a heavy engineering 

industry and 50 white collar workers from a government department, drew a comparison 

between two groups of blue-collar employees and white-collar employees on the basis of 

age - 30 years of age or below and those above 30 years. The study revealed the 

relationship age and facets of job satisfaction. Blue-collar employees above 30 years of 

age had significantly higher score for the factor 'influence over supervisor' than those 30 

years or below. On the other hand younger blue collar employees (those 30 years of age 

or below) showed significantly greater 'work enjoyment and meaningfulness' in 

comparison to the older colleagues. The two groups were similar on the rest of the factors 

such as opportunity learning and challenge, satisfaction with group's work and desirable 

future. Further the correlation between age and job satisfaction for blue-collar workers 

showed that age is positively correlated with 'influence over supervisors' and negatively 

correlated with 'work enjoyment and meaningfulness'. Thus for blue-collar workers with 

increase in age 'influence over supervisors' also increased, whereas with age there was a 

decrease in their 'work enjoyment' and their perception about its 'meaningfulness'. The 

results clearly showed that age had a significant relationship with these two factors. 
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In the case of white-collar workers the study revealed that the younger group of white-

collar workers showed significantly greater satisfaction on the two factors of 

`opportunity, learning and challenge' and 'influence over supervisors' in comparison to 

the older colleagues. On the other hand, white-collar workers above 30 years of age 

showed significantly higher satisfaction with 'desirable future' in comparison to the 

younger group. The study also determined the correlation between age and factors of job 

satisfaction for white-collar workers, which indicated that age is negatively correlated 

with the factor 'opportunity, challenge and learning' and positively correlated with the 

factor 'desirable future'. Thus for white collar employees, with increase in age, their 

opportunities for better work environment, challenge at work and new learning goes 

down, whereas they feel their future is safe and better. For the remaining three factors 

namely influence over supervisor, work enjoyment and meaningfulness, and satisfaction 

with work group no significant correlation was found. Moreover when the entire sample 

of blue-collar workers was compared with the entire sample of white-collar workers 

(without consideration of age) the latter showed significantly higher satisfaction with the 

two factors of 'influence over supervisor' and desirable future'. When comparisons were 

made between younger blue-collar and white-collar workers, the latter showed 

significantly higher scores on the two factors 'opportunity learning and challenge', and 

`influence over supervisor'. Likewise older white-collar workers exhibit greater 

satisfaction with the factor 'desirable future' than older blue-collar workers. There was 

greater similarity found between older people than differences, as revealed by the results 

of the study. With age the degree of job satisfaction for blue-collar and white-collar 

workers becomes quite identical. Thus overall comparison of job satisfaction between 

blue collar and white-collar workers tend to suppress these crucial differences owing to 

age. 
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Islam (2003) in his study on The Impact of Technological Change on Job satisfaction of 

Woman Garment workers in Developing Country on a sample of 296 women workers in 

88 garment companies in Bangladesh revealed that a positive significant correlation age 

of women workers and the factors of job satisfaction. 

According to the results of the studies conducted based on the Minnesota questionnaire 

for younger workers short — term factors (co-workers, hours, pay and working conditions) 

seem to be of primary concern. Older workers are more concerned with long-term factors 

(advancement, benefits and security). 

Berhard and Gerhard (1981) investigated the relationship between motivational factors 

and job satisfaction and found that older workers had a lower need for growth and were 

more satisfied than younger workers. 

Bhargava and Kelkar (2000) found a significant positive relationship of age with salary, 

experience and promotions, in their study on Prediction of Job Involvement, Job 

Satisfaction and Empowerment from Organizational Structure and Corporate Culture on 

a sample of 83 managers, officers and supporting staff of a leading soap industry in 

Mumbai. 

There are studies undertaken by scholars that show an inverse relationship between age 

and job satisfaction. 

The intention of a study conducted by Saiyadain, Demberel and Murerwa (2004) on 

Demographic Variables and Job Satisfaction amongst Mongolian and Ugandan 

Employees was to examine the interaction between demographic differences with country 
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differences. Selecting a random sample of 120 Mongolian and 100 Ugandan employees 

revealed that there was decreasing satisfaction with increasing age for employees in both 

countries. The analysis of the results showed an inverse relationship between age and job 

satisfaction. Age is likely to lead to greater seniority and so greater autonomy. Younger 

people in the sample from both countries were very satisfied with their jobs. However as 

they spent more time in the same job their satisfaction level dropped as routine and 

habituation set in. This is supported by a significant negative relationship between age 

and job satisfaction in both the samples. Across countries Ugandan employees are more 

satisfied than the Mongolian sample. Further Mongolian employees in the age group of 

25 and below and Ugandan employees between 31 to 53 years were found to be more 

satisfied than the other age levels in their respective countries. There was also a 

significant quadratic relationship between age and job satisfaction for Mongolian 

employees, only thereby suggesting that after a certain age the fear of loosing the job and 

finding alternatives draws them to get more involved with the job leading to higher 

degree of satisfaction with it. 

Other studies have also found a significant negative relationship between age and job 

satisfaction was (Sinha and Sharma, 1962; Narchal, Alag and Kishore, 1984; and 

Dhawan, 1999). 

The review of literature on age and job satisfaction points out that various conclusions 

can be drawn such as: positive relationship between age and job satisfaction, an inverse 

relationship or the two variables could be neutral. Even across cultures wide variations 

exist between age and job satisfaction. However in general job satisfaction increases with 

age since employees become more realistic over the years and adjust better to their work 
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situation. On the other hand younger workers are reported to experience low levels of job 

satisfaction because they expect a great deal of personal fulfillment from their jobs, which 

may not be accomplished at their work place. 

3.5.2 Experience and Job Satisfaction 

According to Lawler (1977) work experience has profound effects on both the individual 

employees and society as a whole. Job satisfaction is found to be influenced differently 

by different years of work experience. 

Various researchers studied the effect of tenure on job satisfaction. Gruneberg (1979) 

pointed out that the relationship between tenure, defined, as length of service with the 

organization and job satisfaction is unclear. This is because studies have indicated diverse 

relationship between experience and job satisfaction. 

In samples from some countries the relationship was found to be positive. For example, 

studies in India (Saiyadain, 1985), Nigeria (Sokoya, 2000) and Malaysia (Saiyadain, 

1996) have shown that job satisfaction increases with increasing years of work 

experience. On the other hand, Kalantan et. al. (1999) found a negative relationship 

amongst Arabic medical professionals and Saiyadain (1985) found that job satisfaction 

increased with increasing years of work experience amongst Nigerian employees and then 

showed a decreasing trend with increasing years of work experience, once again high 

expectations with increasing years of experience in terms of authority and control might 

have influenced the degree of satisfaction. 
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The study by Sinha and Ojha (1989) revealed curvilinear relationship between job 

satisfaction and experience. Kaur (1984) did not find any such relationship. 

Studies have found a positive relationship between job satisfaction and years of 

experience (Sinha and Nair, 1965; Porter et. al., 1974; Gupta and Mishra, 1978; Lynch 

and Verdin, 1983; Narchal, Alagh and Kishore, 1984; Wellmaker, 1985; Rajashekar, 

1991; Bedeian, Ferris, and Kachmar, 1992; and Pandey, 1992) and a negative correlation 

was found between years of experience and job satisfaction in studies by Vasudeva and 

Rajbir (1976), De Santis and Durst (1996), and Vasagam (1997). Whereas other studies 

have shown no relationship between job satisfaction and experience (Natraj and Hafeez, 

1965; Ghosh and Shukla, 1967; Rao, 1970; Sinha and Agarwala, 1971; and Reddy and 

Rajendran, 1993). These studies have generally used workers as respondents. In the case 

of supervisory and above groups, a study by Saiyadain (1985) conducted on a sample of 

620 Nigerian and 778 Indian employees showed that for the Indian sample those with 15-

19 years of experience seemed to be more satisfied than those with less than 5 years of 

experience. 

An inquiry by Rahman, Rahman and Khaleque (1995) on Job Facets and Job Satisfaction 

of Bank Employees in Bangladesh on a random sample of 56 male officers in public 

banks (28 officers) and private banks (28 officers) showed that in the private sector, 

employees job satisfaction was significantly negatively associated to their experience and 

for the public sector employees job satisfaction increased positively with experience. 

In a study by Gani (1993) on Quality of Work Life in a State Setting: Findings of an 

Empirical Study conducted on 250 workers of five large and medium manufacturing units 

156 



in public and private sectors in Jammu and Kashmir revealed that workers dissatisfied 

with their jobs were those whose job tenure was neither too short nor too large. 

Bhatt (1998) attempted to determine the difference between LIC employee's socio-

personal variables and job satisfaction. The study titled A Study of Socio-Personal 

Variables and Job Satisfaction of LIC Employees was conducted on a random sample of 

282 employees from different cities of Gujarat, with an experience of 1-35 years. The job 

satisfaction scale constructed, modified and standardized by the researcher, which was 

based on the two-factor theory of Herzberg, was administered to the respondents. The 

results showed that there existed significant differences in job satisfaction between the 

low and high experience groups of employees. It means that the respondents with more 

experience showed higher level of job satisfaction than those with less experience. 

Joseph (2001) in his study titled Job Satisfaction Among Transport Employees on a 

sample of 300 transport employees working in the private and public sectors in the 

Kottayam district of Kerela determined that experience influenced the job satisfaction of 

transport employees. 

The intention of a study conducted by Saiyadain, Demberel and Murerwa (2004) on 

Demographic Variables and Job Satisfaction Amongst Mongolian and Ugandan 

Employees was to examine the interaction between demographic differences with country 

differences. Selecting a random sample of 120 Mongolian and 100 Ugandan employees 

showed that the relationship between years of experience and job satisfaction was 

different for the employees across countries. The job satisfaction was high for Mongolian 

employees who had 1-5 years of work experience while for the Ugandan employees the 
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job satisfaction was greater for employees with 6-10 years of work experience, than other 

employees of varying work experience in their respective countries. Further there was an 

inverse relationship between work experience and job satisfaction but this was found for 

only the Mongolian employees. 

In a study by Panda (2001) on Job Satisfaction of Dotcom Employees an Indian 

Experiment conducted on a sample of 150 executives at various levels of hierarchy (from 

managers to vice-presidents) of dotcom companies, spread over six cities in India - New 

Delhi, Mumbai, Calcutta, Bangalore, Hyderabad and Chennai- showed that there was no 

significant influence of personal factors (age and gender) on the overall job satisfaction, 

except for experience. Experience was found to be significantly related to job satisfaction. 

In a study by Randhawa (2005) on The Relationship Between Work Attitudes and Work 

Performance on a randomly selected sample of 150 scientists from the Agriculture 

Extension Centres in Haryana showed that there was a significant positive correlation 

between experience and job satisfaction. This indicated that more experienced scientists 

tend to be more satisfied with their jobs. 

The study by Pavani and Devi (2003) titled Job Satisfaction Among Women Police 

Constables was conducted on a sample of 60 women police constables who had less than 

five years of working experience, from Vijayawada City Police Department, Andhra 

Pradesh. The findings determined that working experience of the respondents had a 

positive significant relationship with job satisfaction. As working experience of the 

respondents increased their level of job satisfaction also increased. Similar results were 

also reported in studies by Devi (1981) and Dhokora and Bhilegaonakar (1987). 

158 



Islam (2003) in his study found a negative relationship between experience and job 

satisfaction. The study found that less experienced women were more satisfied with their 

job. 

According to the review of literature, the various studies have highlighted the intervening 

influence of experience and job satisfaction. Researchers have determined that the 

relationship between experience and job satisfaction is diverse. These two variables have 

been found to have a positive, negative or no correlation with each other. Work 

experience of employees can contribute towards the growth of the organization, 

especially when employees perceive their job as highly satisfying. 

3.5.3 Gender and Job Satisfaction 

Gender has been found to have an influence on job satisfaction (Rockman, 1985 and 

Wahba, 1975). A great deal of research has been done to examine the relationship 

between gender and job satisfaction (Mottaz, 1986; Goh, Koh and Lowl, 1991; Mason, 

1995; Clark, 1996 and 1997). However the results of the relationship between job 

satisfaction and gender are contradictory. 

While some studies have found women to be more satisfied than men (Bartol and 

Wortman, 1975; Murray and Atkinson, 1981; Sloane and Williams, 1996; Clark, 1996 

and 1997), others have found men to be more satisfied than women (Hulin and Simith, 

1964; Shapiro and Stern, 1975; Forgionne and Peeters, 1982). There are some studies 

reporting higher level of job satisfaction (Price, 1971; Cortis, 1973; Raichura, 1995; 

Anand, 1972; Javingia, 1974; Reddy and Ramakrishnain, 1981), low job satisfaction 

159 



(Gakhar and Sachdeva, 1987 and others) among females and no difference between males 

and females (Di Caprio, 1974; Doyle, 1975; Start and Laundry, 1973; and Rao, 1986). 

There are studies conducted, to show that gender of employees does not influence job 

satisfaction. 

A study by Ibrahim, Sejini and Qassim (2004) on Job Satisfaction and Performance of 

Government Employees in UAE on a sample of 381 employees (managerial and non-

managerial positions) working in nine government offices in UAE found that gender was 

not significantly related to job satisfaction. 

Similarly Ushasree, Reddy, and Vinolya (1995) in their study on Gender, Gender Role 

and Age Effects on Teacher's Job Stress and Job Satisfaction conducted on a random 

sample of 40 male and 40 female high school teachers found a lack of gender differences 

in job satisfaction. 

Saiyadain et. al. (2004) study on Demographic Variables and Job Satisfaction amongst 

Mongolian And Ugandan Employees was an investigation of gender differences and job 

satisfaction across regions. The random sample of the study included 120 Mongolian and 

100 Ugandan employees of whom 56.7 percent and 43.3 percent were male and female 

employees respectively in Mongolia and 48 percent and 52 percent were male and female 

employees respectively in Uganda. The findings revealed that there was no significant 

difference between male and female samples in both countries. The results are unlike the 

general trend of females being more satisfied with their job as against male samples. One 

explanation could be that if women reject role stereotype determined by their gender and 

160 



pursue careers side by side with their male counterparts, they may experience the same 

degree of job satisfaction as men (Saiyadain, 1985). 

Further a study by Maheswaran et.al. (2003) on Job Satisfaction among Faculty Members 

in Select B-Schools conducted on a random sample of 53 faculty members of which 61 

percent were males and 39 percent females with the average age of 34 years showed that 

female respondents obtained a higher mean score than their male counterparts but this 

was not statistically significant. However both males and females were satisfied with their 

jobs. 

Researchers have found that gender differences influence job satisfaction and they have 

also illustrated those job facets that provide more satisfaction to males and female 

employees. 

A questionnaire designed by Minnesota Gas Company headquartered in Minneapolis, and 

administered for over 30 years, collected data from 57,000 people: job applicants and 

employees, managers and subordinates, older and younger workers, men and women, the 

highly educated and the barely educated. The questionnaire asked people to rank 10 

common job factors according to the importance they attached to them. The job factors 

included advancement, type of work, company, security, pay, supervisor, co-workers, 

benefits, working conditions and hours of work. The results of the studies undertaken by 

researchers at Minnesota Gas Company and in other private companies using this 

questionnaire states the following: Men consider job security to be most important, and 

working conditions the least important. Women rank type of work first, and benefits last. 

The ranking of type of work has moved up over the years for males. The importance of 
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security to women has, on the average, decreased over the years. The importance of pay 

and benefits has been increasing for both men and women while the importance for 

advancement, opportunity for promotion has been decreasing. 

In another study by Sharma and Jyoti (2006) on Job Satisfaction Among School Teachers 

conducted on a random sample of 120 equal representation of government and primary 

school teachers (primary and secondary school levels) in the Jammu city revealed that 

there was a significant difference between gender and job satisfaction. The female 

teachers are more satisfied than their male counterparts due to the nature of the job and 

the socio-cultural value of the teaching profession, and the low expectations about job 

status among the female teachers as compared to the male teachers. The findings of this 

study was supported by Perie and Baker (1997) who in their study on job satisfaction 

among more than 36,000 elementary and secondary public school teachers reported that 

female teachers showed higher levels of job satisfaction than male teachers. 

However there are certain other studies that indicate that women workers tend to be less 

satisfied with their jobs than their men counterparts (Hulin and Smith, 1964; Cheung and 

Steven, 1999). 

According to a study titled Job Satisfaction of Indian Academicians: A Study Based on 

Age and Gender conducted by Hague (2004) on a sample size of 252 teachers from a 

central university in which 198 were male and 52 were female respondents found some 

relationship between gender and job satisfaction. Both male and females academicians 

were moderately satisfied with their job, but male respondents were a little more satisfied 

than female respondents. Both were highly satisfied on the dimensions of job itself, and 
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moderately satisfied on autonomy in job, collegial relation among faculty, salary and 

benefits and general factors. Males were moderately satisfied with teaching 

administration and institutional resources for research, while female respondents were 

moderately satisfied with career advancement and promotion. Further male respondents 

were moderately dissatisfied with career advancement and promotion and physical 

facilities and female respondents were moderately dissatisfied with institutional resources 

for research, teaching administration and physical facilities. On the nine different 

dimensions of job satisfaction (job itself, autonomy in job, teaching administration, 

collegial relation among faculty, career advancement and promotion, physical facilities, 

institutional resources for research, salary benefits and general factors) there did not seem 

to be a variation in the satisfaction level, on the issue of effect of gender on job 

satisfaction. 

Rao (1986) conducted a study to evaluate the difference between quality of working life 

of men and women employees doing comparable work. The findings illustrated a 

significantly higher composite quality of working life score for men than for women 

employees. Men employees had significantly higher scores for opportunity to learn new 

skills, challenge in job and discretionary elements in work. It was also found that age and 

income had a positive impact on perceived quality of working life for women. 

The investigation by Islam (2003) on The Impact Of Technological Change on Job 

Satisfaction of Women Garment Workers in Developing Country on a sample of 296 

women workers of 88 garment companies in Bangladesh revealed that the most important 

job satisfaction factors was fair pay, followed by work satisfaction, task significance, 

salary, supervision, bureaucracy, conflict, information sharing, co-workers relation, 
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benefits and promotion being the least important factor of job satisfaction for Bangladesh 

women workers in the garment companies. The findings of the study also revealed that 

more work was important and information sharing would result in a more positive overall 

impact on women workers in Bangladesh. More significant work and sharing information 

increased the level of job satisfaction of women workers. Further age and experience of 

women workers were found to have a significant relationship with the job satisfaction 

factors such as fair pay, better salary, quality supervision and better benefits. There was a 

positive significant correlation between age and experience of women workers and these 

factors of job satisfaction. 

In a study by Bhatt (1998) on A Study of Socio Personal Variables and Job Satisfaction of 

LJC Employees on a randomly selected sample of 282 employees (242 males and 40 

females) from different cities and towns of Rajkot district of Gujarat State indicated a 

significant difference in job satisfaction of male and female employees. The female 

employees expressed more job satisfaction than the male employees. The findings of the 

study were supported by Anand (1972), Javingia (1974), Reddy and Ramksishna (1981), 

and Raichura (1995). 

Hunt and Saul (1975) examined the relationship between age, tenure and job satisfaction 

among male and female white-collar workers. Age was found to have stronger 

relationship with job satisfaction than tenure among males. Reverse relationship was 

found among females. However another study shows that the effects of the motivator and 

hygiene factors on job satisfaction does not vary according to sex (Bilgin, 1986). 
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Across countries. an examination of the relationship between gender and job satisfaction 

by and large showed no difference between male and female samples. For instance 

studies on the sample from India (Saiyadain, 1985), USA (Mannheim, 1983), Nigeria 

(Saiyadain, 1985), Germany (Grund and Sliwka, 2001) and Malaysia (Saiyadain, 1996) 

did not find gender differences influencing job satisfaction scores. However studies on 

British sample (Clark, 1997), Arabic sample (Kalantan et. al. 1999) and Korean sample 

(Aim et. al., 2001) showed that females were more satisfied with their jobs than male 

counterparts. 

Studies were even conducted only on women employees by researchers such as Islam 

(2003). 

Rajashekar (1991) conducted a study on working conditions and job satisfaction of 

women employees. He found that six aspects of work place such as wages, benefits, job 

security, promotional aspects, physical atmosphere at work place, and social relationship 

were found to be the determinants of job satisfaction. Moreover women employees, in the 

study, were found to have medium level of job satisfaction. Very few had low level of 

satisfaction which indicates that employment of women leads them to experience at least 

minimum level of work satisfaction as they get financial returns. The study also revealed 

that age, income, education, work experience and family/spousal support had significant 

positive relationship with job satisfaction of women employees. Hence women with better 

education, better income, advanced age, more experience and better family support had 

better job satisfaction. Gupta and Nisha (1978) also found that women with advanced age 

and advanced experience had better job satisfaction. 

165 



The study by Pavani and Devi (2003) titled Job Satisfaction among Women Police 

Constables was conducted on a sample of 60 women police constables from Vijayawada 

City Police Department, Andhra Pradesh. The sample were administered the modified 

scale by Gita Shrestya (1995) on job satisfaction. From the findings of the study it was 

revealed that majority of the women constables (56.66 percent) had moderate level of job 

satisfaction, which was because of low level of salaries, bad working conditions, lack of 

promotions and lack of professional recognition and inadequate working incentives. 

Similar findings were revealed by Chakraborty (1965). Furthermore the results of the 

study determined that majority of the respondents showed high level of job satisfaction 

with regard to the following job variables — medical and other benefits, job security, 

progressive enhancement of income and allotment of increments in the department. The 

study provided an insight into the nature of the job and the causes for medium level of job 

satisfaction. 

The review of literature has provided an overview of the job satisfaction between genders. 

Some studies have revealed that females experience more job satisfaction than males, 

while others have found the opposite. Still other studies have shown that gender has no 

relationship with job satisfaction. Moreover various studies have indicated that different 

job facets determine the job satisfaction of males and female employees. 

3.5.4 Hierarchy and Job Satisfaction 

For a long time the superior-subordinate relationship has been the focus of discussion and 

investigation. In this age of intense inter-company rivalry, dynamics of such relationship 

can make or break an organization. Intense competition is also on the rise in fast 

emerging industrialized countries such as India (Raman, 2000). How to manage the 
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superior-subordinate relationship to serve an organization's best long-term interest is an 

open question. However all agree that somehow the relationship has to be managed to 

provide superior performance and continued productivity. 

The feeling of satisfaction and dissatisfaction is based purely an interpersonal interaction 

between any two persons in the work group or between the leader supervisor and the 

subordinate of the group. Various researchers have attempted to determine the relation 

between hierarchy and job satisfaction. 

Das (1985) in his study on the nature of interpersonal relations found a positive 

correlation between job satisfaction and interpersonal relations. In another study 

conducted by Das and Sekhar (1992) it was found that there was a positive relationship 

between work performance, job satisfaction, interpersonal relations and communication. 

Beregmans (1981) study revealed that the structural characteristics and the hierarchical 

level of a job have the most significant and pervasive effect on manager's sense of job 

satisfaction. Singh and Srivastava (1975) found that the status of a job and job satisfaction 

were positively correlated. According to Venkatachalam et. al. (1998) each individual 

tries to better his job prospects. Since work is central to an individual's life, he tries to 

move upward in his job and this would lead to further involvement in his job and more 

satisfaction. Mary (1987) and Dhar and Jain (1992) found that job seniority is related to 

job attitudes whereas other authors found no such relationship (Babu, 1986; and Reddy, 

1989). Sharma (1991) who conducted a large survey on officers and clerks of the banking 

industry found that the level of overall satisfaction of bank officers was roughly the same 

as that of bank clerks. 
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In a study by Singh and Pestonjee (1990) on Job Involvement, Sense Of Participation and 

Job Satisfaction: A Study in Banking Industry on a sample of 500 bank employees - 250 

officers and 250 clerks - of a nationalized bank in western India showed that occupational 

level had a significant influence on job satisfaction. The study also found that there was a 

significant difference between job satisfaction of officers and clerks in job area and social 

relations. Clerks were found to be more satisfied in these areas in comparison to officers 

of the bank. The study confirmed that the occupational levels have a significant influence 

on job satisfaction. This result was similar to that of Ebling et. al. (1979) who found that 

job satisfaction does not increase linearly from worker to chief. Tannenbaum et. al. 

(1974) have also suggested that position in the hierarchy is not an independent contributor 

to job satisfaction. 

In a study by Sharma and Bhasker (1991) on Motivation of Public Sector Managers: A 

Comparative Study on 30 public sector enterprises on a sample of 5184 managerial 

personal - junior and middle level managers- found that they were only moderately 

satisfied with their job. The study also found that two variables, which were not 

significantly related to job satisfaction, were monthly emoluments and experience as 

officer. 

Venkatachalam, Reddy and Samiullah (1998) in their paper titled Effect of Job Level and 

the Organization's Identity on Job Involvement and Job Satisfaction: A Study of Different 

Organizations on a sample of 300 supervisors and an equal number of subordinates 

drawn from three different organizations: banks, schools and government offices located 

in four districts of Andhra Pradesh revealed a mixed relationship between hierarchy and 

job satisfaction. The findings showed that there was a significant difference in the job 
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satisfaction between supervisors and subordinates in government offices. Supervisors 

experienced more job satisfied than subordinates. Job level showed a significant effect on 

job satisfaction. However in banks and schools there was an insignificant difference in the 

job satisfaction between supervisors and subordinates. 

In an empirical study of Bhargava and Kelkar (2000) on Prediction of Job Involvement, 

Job Satisfaction and Empowerment from Organizational Structure and Corporate 

Culture on a sample of 102 in the three hierarchical levels - managers, officers and the 

supporting staff - in a leading soap manufacturing industry in Mumbai indicated that 

hierarchical level emerged as a significant predictor of job satisfaction. 

Insights into the hierarchical motivation dynamics in Indian enterprises was done by Afza 

(2005) in a study titled Superior Subordinate Relationships and Satisfaction in Indian 

Small Business Enterprises. The study investigated the relationship between basis of 

leader power and several criterion variables such as commitment satisfaction, intent to 

leave and compliance. Moreover it intended to examine whether the findings of an 

emerging economy (India) were different from that of the developed countries (USA). 

The study used the questionnaire method. Job satisfaction was measured with the Job 

Description Index (Amith, Kendall and Hulin, 1969). Organizational commitment was 

measured with the short form of the organizational commitment questionnaire of Poter 

et.al . (1974). Rahim leader power inventory was used to measure the five French and 

Raven (1959) basis of supervisory power, which was modified for the present study. 

Similarly questionnaires were used to measure propensity to leave and compliance. The 

sample of the study constituted 341 employees from 25 manufacturing companies in 

Durgapur industrial zone in West Bengal. The respondents were randomly selected from 

169 



the three departments of production, marketing, and office administration of these 

companies. 

The results of the study showed that performance-contingent reward power base and 

expert and referent power bases of the leaders were more effective in influencing the 

follower's organizational commitment, job satisfaction, propensity to leave, and 

attitudinal and behaviour compliance. Further the correlations between the variables were 

found to be stronger in India than those in USA. The performance-contingent coercive 

power was ineffective in influencing any significant outcome from the followers. This 

finding was consistent with the findings of the study conducted in the USA (Rahim and 

Afza, 1993). 

The study brought out the relationship between leader power and various variables related 

to the job. It also drew a comparison between India and USA. 

However the study did not look into the job satisfaction levels of employ .. 

welfare aspects in the organization and its impact on job satisfaction. Moreover the study 

did not determine the influence of personal factors on job satisfaction. 

In a study by Maheswaran et. al. (2003) on Job Satisfaction Among Faculty Members in 

Select B-Schools conducted on a random sample of 53 faculty members from 29 B-

schools in the twin cities of Hyderabad and Secunderabad on professors, associate 

professors, assistant professors and lecturers found that professors are more satisfied, 

lectures are less satisfied and the assistant and associate professors are moderately 

satisfied. The findings were statistically significant. Thus those in senior positions 

experience more job satisfaction than those at the lowest positions. 
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The study on hierarchy level of women employees was conducted by Suchitra and Devi 

(2003). Their research on Job Satisfaction of Women Employed in Various Occupations 

on a sample of 90 working women in Hyderabad city in the State of Andhra Pradesh in 

the age group of 25-45 years, in which 30 respondents were clerks, 30 class IV employees 

and 30 were administrators/professionals, indicated that regarding job satisfaction of class 

IV employees, two thirds of them experienced medium level of job satisfaction and 30 

percent of them experienced low level of job satisfaction. Their low level of salaries 

influenced their job satisfaction. Even in the case of clerks their lower salaries had lead 

them to have only medium level of job satisfaction. Anand (1972) had found that salary 

was significantly related to job satisfaction. Among all three categories of women 

employees, administrators/professionals had high level of job satisfaction followed by 

clerks. Thus indicating that hierarchy influences job satisfaction. 

An investigation on the occupational level and job satisfaction was conducted by Joshi 

(2001) titled Occupational Level and Job Satisfaction: A Comparative Study of Public 

and Private Sector Organizations. The focus of the study was to make a comparative 

study of the extent of job satisfaction among the employees of the public and private 

sectors. On a random sample of sixty each (N=120) from private and public sectors, in 

three levels of hierarchy managers supervisors and workers (sample of 20 was taken from 

each level) the results found a mixed relationship between hierarchy and job satisfaction 

in the private and public sectors. The extent of job satisfaction was not significantly 

higher in the private sector organization as compared to the public sector organization. 

Further the study highlighted that there was a significant positive relationship between 

occupational level and job satisfaction in the public sector and not in the private sector. 

There was a significant difference in the extent of job satisfaction of managers, 
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supervisors and workers in the public sector, whereas there was no significant difference 

in the extent of job satisfaction of managers, supervisors and workers in the private 

sector. These findings of the private sector are supported by the studies of Chaudhry 

(1989), Anantharaman and Begum (1982), Sarveswara Rao (1976), which have found no 

significant relationship between occupational level and job satisfaction. The findings of 

the public sector are supported by the studies of Srivastava and Singh (1980), Singh and 

Pestonjee (1990), Daftuar (1986), Sinha (1988), Kornhouser (1964), Komarraju (1981) 

that found a significant positive relationship between occupational level and job 

satisfaction. 

Manickavasagam and Sumathi (2000) attempted to study various aspects of job 

satisfaction in their paper titled The Study of Job Satisfaction among the Employees of 

Dalmia Magnesite Corporation, Salem. The objectives of the study was to ascertain the 

degree of job satisfaction among the employees of Dalmia Magnesite Corporation, to 

determine whether executives, staff and workers of Dalmia differed with respect to job 

satisfaction, to identify factors influencing job satisfaction and to suggest suitable 

measures for improving the level of job satisfaction. The study used the proportionate 

stratified random sampling method. The sample consisted of 150 employees in the 

executive, staff and workers (mine workers and factory workers) cadres, with 20 percent 

from the executive cadre and 10 percent each from the staff and workers categories. The 

employee attitude and opinion about a range of items were tapped by job satisfaction 

survey schedule, administrated for the purpose. The study used the scaling technique for 

measuring job satisfaction. 
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It was noticed from the findings of the study that the level of job satisfaction was high 

among the executives and the staff cadre and low job satisfaction was observed more 

among the mine workers compared to factory workers. Moreover executives had more 

job satisfaction than staff and workers. Further there was a significant difference in the 

job satisfaction levels of executives and workers. According to their preferences the 

respondents also rated the job facets. The cadre wise differences in preferential ranking of 

job related factors showed that executives gave first preference to 'growth opportunities' 

and second preference to 'salary'. Staff and workers assigned first preference to 

`wage/salary' and second preference to 'job security'. 'Supervision' was given least 

preference by all the three cadres of employees while `wage/salary' was given more 

importance. The study concluded by making suitable suggestions to improve the level of 

job satisfaction of the employees. 

Various studies have determined that different job facets contribute towards job 

satisfaction at different levels of management. 

In a study by Sharma and Sharma (2003) on Organizational Commitment and Motivation 

among Managerial Staff on a sample of 254 middle mangers in a high performing public 

sector company found that job content emerged as the most critical determinant of 

managerial motivation and organization commitment. The net contribution of this 

variable is the highest. The scope for advancement and objectivity and relationship were 

the next highest predictors of variance in motivation and organization commitment. 

Sinha and Singh (1995) found that the nature of work and human relations contributed 

directly to the satisfying nature of the job in the case of managers. 
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Khaleque and Choudhary (1984) found nature of work to be the most important factor in 

job satisfaction among top-level managers whereas managers at the bottom level 

considered job security as the most important factor in this respect. 

Dolke and Sutaria (1980) found that supervisors who were high achievers were 

motivation seekers while low achievers were hygiene seekers. In a study by Kline and 

Boyd (1991) respondents at the highest management level reported highest levels of job 

satisfaction. For presidents, satisfaction was related to the organization's structure and 

context as well as to its climate, whereas for middle managers and vice — president's job 

satisfaction were related more frequently to the organizations climate and less frequently 

to its structure and context. 

In a study by Joshi and Sharma (1997) on Determinants of Managerial Job Satisfaction in 

a Private Organization conducted on a random sample of 124 managers from various 

departments and at various managerial levels (junior, middle and senior managers) from a 

private sector organization in Gujarat indicated that mangers in this company were highly 

satisfied with their jobs. The managers perceived job context, training and 

communication to be most well looked after by the company. The dimensions of 

performance appraisal, resourcing and recruitment, appreciation and recognition, 

participative management, support and warmth, career/succession planning, and scope for 

advancement were moderately rated by managers. While the dimensions of top 

management commitment to HRD, objectivity and rationality, welfare facilities, 

grievance handling, and monetary benefits were perceived to be relatively neglected. 
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A study by Karrir and Khurana (1996) on Quality of Worklife of Managers in Indian 

Industry conducted on a random sample of 491 managers from the private, public and 

cooperative sectors at different levels of management (top, middle and lower levels) 

indicated that managers who experienced more job satisfaction and were more involved 

in their jobs and work, displayed higher quality of work life. 

A case study on Job Satisfaction in Madras Fertilizers Limited conducted by Chelliah 

(1998) determined the job satisfaction of executives and the factors responsible for their 

satisfaction. The study was on a random sample of 227 executives of the organization, 

who were administered schedules and questionnaires to elicit the required responses. The 

findings showed that job satisfaction of the respondents was more than satisfactory. It 

highlighted the major factors that the executives were highly satisfied that contributed to 

their job satisfaction namely job security, promotion, conducive physical environment, 

impartial treatment, freedom of expression, nature of the job, salary and other monetary 

benefits, supervision, relationship with colleagues, work evaluation, and labour welfare 

facilities. 

The relationship between job satisfaction and a number of organizational characteristics 

was examined by Sharma and Kaur (2000) in their study Determinants of Managerial 

Motivation in a Public Sector Manufacturing Organization. Data for the same was 

collected with a 61 item structured questionnaire administered to a sample of 163 

executives of a public sector manufacturing organization. The findings found that the 

executives were only moderately motivated and they perceived their HRM policies and 

practices to be quite unsatisfactory. The only exceptions were job content (which was 

given high rating) and climate dimensions called objectivity and recognition (whose 
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ratings were moderate). The HRM policies and practices were: monetary benefits, safety 

and security, welfare facilities and training and development. The study also revealed that 

out of the eleven independent variables selected for the study (scope for advancement, 

grievance handling, monetary benefits, participative management, objectivity and 

rationality, recognition and appreciation, safety and security, training and development, 

welfare facilities, job content and delegation of authority) only job content and monetary 

benefits emerged as the best predictors of job satisfaction. When the effect of these two 

variables is controlled, none of the remaining nine organizational characteristics had any 

significant relationship with job satisfaction. Together the two variables explained 50 

percent of the variance. Apparently the executives of the company were highly satisfied 

with the way their jobs were designed. They enjoyed the fact that their job allowed them 

to use their own idea and abilities and that the jobs involved adequate variety and 

challenge. 

Moreover studies by Dayal and Saiyadain (1970), Rao (1970), Pareek and Keshats 

(1981), Lal and Bhardwaj (1981) found work itself to be an important factor influencing 

job satisfaction. 

Promotional opportunities, job security, salary did influence the job satisfaction of 

managers/supervisors as indicated in studies of Ganguli (1965), Sawlapurkar et. al. 

(1968), Padaki and Dolke (1970), Narain (1971), Singhal and Upadhya (1972), and 

Pareek and Keshats (1981). 

Recognition was another determinant of job satisfaction for managers/supervisors as 

observed in the studies by Padaki and Dolke (1970), Dayal and Saiyadain (1970), Narain 
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(1971), Kumar, Singh and Verma (1981), Pareek and Keshato (1981), Sinha and Singh 

(1995). 

Studies also showed that relations between co-workers and supervisors influenced job 

satisfaction (Dayal and Saiyadain, 1970; Rao, 1970; Pestonjee and Basu, 1972; Lal and 

Bhardwaj, 1981). 

There are research studies that indicate the job facets that influence the job satisfaction of 

workers. 

In the case of workers the results of a representative sample of 16 studies dealing with 

different samples of Indian workers from different organizations summarized by 

Saiyadain (2002) indicated that economic factors played a significant role in job 

satisfaction of Indian workers. This was followed by job security, advancement and fringe 

benefits. Work itself, relationship with co-workers, working conditions received the sixth, 

seventh and eighth ranks respectively and recognition the fourteenth rank, including 

company policy. The researcher concluded that the factors that satisfied 

managers/supervisors and workers were not the same. In the case of workers it was the 

hygiene factors while in the case of managers/supervisors it was the motivators that 

contributed to their satisfaction. 

A study by Lal and Bhardwaj (1981) on 25 supervisors, 25 clerical staff and 25 skilled 

workers showed that supervisors and clerks ranked relations with co-workers, 

responsibility and relations with supervisors as most important determinants of job 

satisfaction, but for skilled workers it was independence, responsibility and working 

conditions that determined job satisfaction. 
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Researchers have found that there are cases when workers are not satisfied with their 

supervisors. 

In a study by Rao et al. (1991) on Motivation and Job Satisfaction: An Empirical 

Examination on a sample of 300 respondents in a small scale industry showed that 

employees were not always happy with their relations with supervisors. Most of the 

employees expressed dissatisfaction, some preferred to remain neutral and others 

expressed satisfaction in this regard. The emerging picture regarding supervisory 

behaviour in this study showed that the supervisors were demanding, dictatorial and 

irritating personalities, guarded employees performance closely all through the day, were 

production-centered and did not allow employees reasonable amount of freedom to 

process the job operations in an independent fashion. To some workers the supervisors 

were helpful and appreciative and to others they were untrustworthy, irritating, dictatorial 

and demanding. Thus the emerging picture regarding supervisory behaviour and 

treatment (meted out to employees) was full of paradoxes. Besides Ganguli (1965) and 

Pestonjee and Basu (1972) found that relations with supervisors was an important 

contributing factor to job satisfaction. 

The study by Goyal (1995) titled Labour Welfare and Job Satisfaction on 350 textile 

workers in Punjab further determined that a very small number of workers felt that their 

supervisors and co-workers did not help them in the hour of need. Thus the number of 

workers dissatisfied in this regard was very low. The study also revealed that in the 

private sector none of -the workers is dissatisfied in this respect. Moreover many of the 

workers reported that their supervisors and co-workers helped them in the hour of need, 

while some of them just agreed to it and other workers slightly agreed to it. Further the 
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study revealed that higher the status of employment, lower is the level of job satisfaction 

among the workers, that is unskilled workers tend to have higher job satisfaction as 

compared to those who were highly skilled. 

To conclude, research studies on hierarchy and job satisfaction established that 

differences existed in the job satisfaction experienced by managers and workers in 

organizations. These studies have further emphasized that there are various job facets that 

influence the job satisfaction of managers and workers. One of the critical determinants 

for the overall performance of corporates is the efficiency and effectiveness of its 

managerial cadres and the workers who run the industry. The corporate sector thus 

requires to pay greater attention towards the development of human resources in all their 

aspects. It is realized that this is a task that will require not only constant attention but 

also innovation and initiative in many ways. 

3.6 HOW THE PRESENT RESEARCH IS SIMILAR OR DIFFERENT TO 

OTHER STUDIES 

The present research draws certain similarities with other studies done by various 

scholars, but is also distinct from them. The present study is similar with other studies on 

labour welfare and the relationship between labour welfare and job satisfaction (Gani, 

1993; Goyal, 1995; Agnihotri, 2003; Kumar, 2003; Srivastava, 2004; Srimannarayana and 

Srinivas, 2005). 

The present study will determine- the level of job satisfaction of employees, as done by 

earlier studies (Rao et. al., 1991; Gani, 1993; Rahad, 1995; Tyagi and Tripathi, 1996; 
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Shinde, 1997; Chelliah, 1998; Nazir, 1998; Rajagopalrao, 2002-03; Hague, 2004; 

Maheshwari and Gupta, 2004; Sharma and Jyoti, 2006; Katuwal and Randhawa, 2007). 

The job facets influencing job satisfaction will also be studied in the present research as 

investigated by researchers earlier (Herzberg, 1957; Rahmam et. al., 1995; Sinha and 

Singh, 1995; Srivastava and Roy, 1996; Joshi and Sharma, 1997; Hariharamahadevan and 

Amirtharajan 1997; Nazir, 1998; Dhawan 1999; Rao et. al., 2002; Islam, 2003; 

Maheshwaran et. al., 2003; Sharma and Sharma, 2003). 

The present research will consider the influence of gender, age and experience on job 

satisfaction, as examined by earlier studies (Hoppock, 1935; Herzberg, 1956; Rahaman 

et. al., 1995; Bhatt, 1998; Maheshwaran et. al., 2003; Pavani and Devi, 2003; Saiyadain, 

2004; Randhawa, 2005; Sharma and Jyoti, 2006). 

However from the review of literature it can be observed that there is a dearth of studies 

on labour welfare, the relationship between labour welfare and job satisfaction. Very few 

studies have made an attempt to investigate the influence of labour welfare amenities on 

job satisfaction. Hardly any studies have been done to determine how labour welfare 

facilities influence the job satisfaction of employees. 

The statutory and non-statutory labour welfare facilities, as predictors of job satisfaction 

have not been paid much attention to by researchers. A comparative study between Indian 

and multinational companies have not been researched earlier. Moreover a comparative 

study on labour welfare and job satisfaction in Indian and multinational pharmaceutical 

companies in India and Goa has not been carried out in any of the research studies. 
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Taking into consideration this lacuna, the present research on Labour Welfare and Job 

Satisfaction: A Comparative Study of Indian Pharmaceutical Companies and 

Multinational Pharmaceutical Companies in Goa will be an attempt to fill the gaps 

evident in the earlier studies. This present study will: 

➢ Examine the labour welfare facilities provided and the job satisfaction 

experienced in pharmaceutical companies in Goa. 

➢ Compare the labour welfare facilities provided in Indian pharmaceutical 

companies and multinational pharmaceutical companies in Goa. 

➢ Measure the level of job satisfaction of employees in Indian pharmaceutical 

companies and multinational pharmaceutical companies in Goa. 

➢ Study the influence of labour welfare facilities provided on the level of job 

satisfaction of employees in Indian pharmaceutical companies and multinational 

pharmaceutical companies in Goa. 

➢ Determine the relative importance of statutory and non-statutory labour welfare 

facilities as predictors of job satisfaction in pharmaceutical companies in Goa. 

➢ Analyze the influence of gender, age and experience of employees on the level of 

job satisfaction of employees in pharmaceutical companies in Goa. 

This research is the first of its kind to be undertaken in Goa. The research findings 

will make employers in pharmaceutical companies in Goa become aware of the labour 

welfare facilities provided by them, the level of job satisfaction of their employees 

and those labour welfare facilities that will increase the level of job satisfaction of 

their managers and workers. Moreover the research will be useful for the 

pharmaceutical companies to frame appropriate labour welfare policies/reforms 

suitable to their companies that will enhance job satisfaction of their employees. 
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CHAPTER IV 

RESEARCH METHODOLOGY 

4.1 OVERVIEW OF THE PHARMACEUTICAL INDUSTRY IN INDIA 

The pharmaceutical industry is perhaps among a few sectors in the Indian economy 

whose foundation is built on the process of internationalization (isid.org.in ). During the 

first stage of internationalization, 1947-1969, inward FDI and imports served as the initial 

channels of overseas business links for the industry. Since then the internationalization 

profile of the industry has undergone significant changes overtime. Now domestic 

pharmaceutical companies are leading this process by adopting a host of new strategies 

like exports, green field direct investments abroad, acquiring overseas companies, 

contract manufacturing and research and strategic alliances with global firms. Thus the 

Indian pharmaceutical industry from a mere importer and distributor of drugs and 

pharmaceuticals has moved to an innovation — driven cost effective producer of quality 

drugs. 

Today, India is considered to be amongst the largest manufactures of pharmaceuticals, 

accounting for nearly 8.5 per cent of the world's pharmaceutical production 

(indiaimage.nic.in ). In fact India is now the fifth largest producer of drugs and 

pharmaceuticals after USA, Japan, Europe and China (Singh, 2004). Despite price 

regulations, which restrict margins and limit the investible funds available for research, 

Indian companies have been able to develop cost competitive technologies, which enables 

them to compete internationally. The industry has achieved global recognition as a "low 

cost producer of quality bulk drugs and formulations". 
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Several factors make the Indian pharmaceuticals an industry to reckon with, namely 

(www.domain_b.com): 

• Self-reliance - displayed by the production of 70 per cent of bulk drugs and almost 

the entire requirement of formulations within the country 

• Low cost of production 

• Low research and development costs 

• Innovative Scientific manpower 

• Strength of National Laboratories 

The drugs and pharmaceutical industry in India has come a long way in the past 100 years 

(Divatia, 2004). It has achieved considerable progress since Independence. The 

pharmaceutical industry which was dominated by multinational companies (MNCs) in the 

1950s, witnessed a fall in their market share to 75 percent by the end of 1970s because of 

the public sector companies like 1DPL, HAL etc. were established in the 1960s, and 70s. 

During the 1980s and 1990 many public sector units entered the industry and started 

controlling a significant share in the market. By the turn of the century the share of MNCs 

declined to 50 percent. 

From total import dependence in the initial years, this industry has made rapid strides in 

the production of bulk drugs and formulations. The exports have shown considerable 

growth in the past few years. The industry is a global industry driven by the need to 

conquer diseases and improve upon the existing treatment The emphasis on research 

inputs is continuously increasing. 
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The Indian pharmaceutical sector is witnessing tremendous growth with contract research 

and clinical trials businesses taking wing, and the new patent regime opening new 

avenues for players in the country (www.domain_b.com). The country's pharmaceutical 

market is a US $7.3 billion opportunity with the domestic retail market expected to cross 

the US $10 billion mark in 2010 and would be worth an estimated US $12-13 billion in 

2012. The Indian pharmaceutical industry today is in the front rank of India's science-

based industries with wide ranging capabilities in the complex field of drug manufacture 

and technology. The sector is estimated to be worth US $6 billion, and growing at over 13 

per cent annually. Indian pharmaceutical companies now supply almost all the country's 

demand for formulations and nearly 70 per cent of demand for bulk drugs. The 

pharmaceutical industry in India manufactures large number of drugs and formulations 

with continuous research being done in these units. The range of products manufactured 

include antibiotics, sulpha drugs, vitamins, analgesics antipyretics, steroids, anti-dyslectic 

drugs, anti-TB drugs, anti-malarial drugs, anti-dysentery vaccines, cardiovascular drugs, 

hormones, drugs for HIV/AIDS — almost every drug is manufactured in India (Divatia, 

2004). 

The Indian pharmaceutical industry ranks 17th with respect to export value of bulk 

actives and dosage (www.domain_b.com). Exports constitute nearly 40 per cent of the 

production, with formulations contributing 55 per cent and bulk drugs 45 per cent. 

According to the Pharmaceutical Export Promotion Council (Pharmexcil), the 

pharmaceutical exports in 2007-08 stood at US$ 6.68 billion against US$ 5.73 billion in 

2006-07, recording a growth rate of 16 per cent. The industry has been clocking export 

growth rate, recording 18 per cent, 23 per cent and 17 per cent growth rates during 2006-

07, 2005-06, and 2004-05, respectively. 
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The industry has an Indian Pharmaceutical Alliance (IPA) an industry body representing 

research based pharma companies and includes CIPLA, Ranbaxy, Dr. Reddy's 

Laboratories, Wockhardt, Lupin, Torrent, Alembic, Sun Pharma, Zydus Cadila, Unichem 

and Nicholas Piramal (Divatia, 2004). They account for 30 percent of market share of 

pharmaceuticals, 90 percent of total pharma research and development, expenditure of 

about Rs. 3000 crores and roughly 27 percent of exports. The research has been 

recognized by International Generic Pharmaceutical Alliance (IGPA). This alliance 

includes off patent drug manufacturers from US, Canada and Europe and India that is the 

first country outside the developed world to have been admitted in IGPA. It has been 

observed that the turn over of many of the pharmaceutical units is quite high, for instance 

pharmaceutical companies like Ranbaxy (8 percent share), Glaxo (4.02 percent), Cipla 

(4.87 percent), Dr. Reddy's Laboratories (5.79 percent) and Lupin (3.31 percent) alone 

shared over 25 percent of production in 2001-02. Some of these units have set up joint 

ventures abroad in various countries including some of the developed countries like UK, 

USA, Sweden, Germany, Switzerland, Nepal, China, South Africa, Russia, Vietnam. 

Units like Lupin, Cipla have marketing rights in the respective countries. 

The exports of pharmaceuticals have witnessed 20 percent growth in the past decade. The 

large companies like Cipla, Zydus Cadilla, Ranbaxy, Wockhardt have made exports in 

sizeable quantities. Thus India not only exports pharmaceutical products all over the 

world but a few companies have established their presence in advanced markets as well 

(indiaimage.nic.in). Since the late nineties, Indian drug companies have been acquiring 

foreign companies primarily to get immediate access to overseas generic markets (Dagar, 

2006). Overseas acquisitions aren't a novelty for the domestic drug industry. Its puny size 

($6.5 billion) when compared to the global market opportunities of $500 billion, has for 
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long ensured that Indian pharma companies kept their eyes on overseas markets. 

Wockhardt has made four overseas acquisitions pumping $300 million; Dr. Reddy's 

Laboratories acquired Betaphann, the fourth largest pharmaceutical company in Germany 

for $777 million in 2006. The overseas investment of pharmaceutical sector was 

$1,580.36 million in 2005-06. 

In the pharmaceutical industry today, there are world-class drug manufacturers in India 

who are globally competitive, produce for the domestic market and have made a sizeable 

contribution to the country's export value. The major concentration of drug industry in 

India is in the States of Maharastra, Gujarat, Andhra Pradesh, Punjab, Goa, Tamil Nadu 

and Madhya Pradesh. 

4.2 PHARMACEUTICAL INDUSTRY IN GOA: THE SUNRISE INDUSTRY 

The genesis of the pharmaceutical industry in Goa, after liberation, commenced in the late 

1960's with the establishment of pharmaceutical companies such as Cater Wallace, Kare 

Laboratories Private Limited, Geno Pharmaceuticals Limited, Centaur Pharmaceuticals 

Limited and Merit Pharmaceuticals Limited. The growth of the pharmaceutical industry 

was very slow in Goa, post liberation because of a number of reasons such as lack of 

appropriate infrastructure, inadequate availability of industrial land, power and water 

supply, shortage of skilled labour, want of technical manpower and above all 

entrepreneurship of the right mettle. It suffered from a high technological obsolescence 

Pr  both in terms of the therapeutic affectivity of its chemical molecule and also the delivery 

system through which it is administered. Moreover the choice of manufacturing, 

technology and products, demands shrewd entrepreneurial judgement. An entrepreneur to 
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be successful in a pharmaceutical venture has to possess an extraordinary blend of 

technical understanding, market judgement and financial perspicacity (Salgaocar, 1992). 

The major growth in the pharmaceutical sector in Goa started in late 1990's (Kare, 2004). 

The five years tax holiday for Goa announced in the Union budget in the year 1993, 

which was further extended to the period up to 31-3-2004, as per section 80-IB (4) of the 

Income Tax Act, gave further impetus to the development of the pharmaceutical sector in 

Goa. From 1995 onwards an all round development took place and today pharmaceutical 

industries have over 120 registered units employing approximately 20,000 people 

directly, besides an additional 2000 to 3000 are employed in the marketing of 

pharmaceutical products (Salgaocar, 1992). A number of ancillary units such as 

packaging, printing and allied industries have started to meet the requirements of the 

pharmaceutical industry, where the employment is also quite large. The pharmaceutical 

industry in Goa has emerged as a major component in the industrial development of the 

State (Kare, 2004). 

With the conducive environment in the State a large number of pharmaceutical units have 

found Goa to be an attractive destination for investment. The availability of appropriate 

space either in the government industrial estates or outside with well supplied power, 

water and transport facilities; abundance of skilled labour — pharmacy graduates, 

managers, engineers and technicians — who have the required skills in manufacturing, 

organization, management, have attracted pharmaceutical companies to Goa. Moreover 

the clean natural environment, establishment of convenient and fast communication, as 

well as transit links with the rest of the country and the world, coupled with government 

incentives for setting up industries, makes Goa the most ideal and sought-after location 
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for setting up of a pharmaceutical industry for any desiring entrepreneur. Several small, 

medium, large and joint ventures in pharmaceuticals have come to be established in Goa, 

during the last 30 years or so creating the scenario, as it exists today. 

Goa has emerged as a hub for pharmaceutical companies. It is the sunrise industry of the 

State. Goa has been able to attract big Indian and Multinational pharmaceutical 

companies between the decade of 1993-2003 (Salgaocar, 1992). These include big names 

like Glenmark, Zydus Cadila Health Care Limited, Unichem, Lupin, Ratio Pharma, 

Watson, Ranbaxy, Aventis, Cipla, Wyeth Limited, Abbott India Pharmaceuticals Limited. 

Most of the pharmaceutical units in Goa manufacture basically pharmaceutical 

formulations in various dosage forms like tablets, liquid orals, small as well as large 

volume parenterials, dry powder parentheticals, capsules, ointments. The Government of 

Goa is not encouraging the manufacture of bulk drugs because it is feared that these are 

polluting industries. The turnover of the pharmaceutical industry in Goa is Rs. 5000/-

crores per annum. The exports of this industry are Rs. 3000/- crores. The magnitude of 

the industry has catalyzed a number of ancillary and service units in and around Goa. This 

eases the availability of most types of packaging material, consumables and allied 

services necessary for the smooth running of the industry. Simultaneously, traders 

trading in a variety of raw materials, chemicals, packaging material and other 

consumables, which contribute to the productivity and progress of the industry, have set 

up shop in Goa. All these activities are generating more employment, industrialisation 

and elevating the quality of life in Goa. 
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4.3 SETTING OF THE PRESENT RESEARCH 

Goa, a tiny emerald land on the west coast and the 25th State in the Union of India, has 

emerged as one of the most developed States in India. The Confederation of Indian 

Industry has ranked Goa as one of the best in India with respect to investment, 

environment and infrastructure. India Today in its Sixth State of States Report ranked Goa 

as the number one State, among the small States in India, on the indicators of health, 

education, and finance; second on infrastructure and third on investment environment 

(Aiyar, 2008). The State is amongst the most preferred investment destinations in the 

country - with foreign direct investment inflows from January 2000 to May 2007 

amounting to US $183 million. Goa's GDP recorded an impressive growth of 8.84 per 

cent between 1999-2000 and 2005-06, to reach US $2.41 billion (www.ibef. org ). 

Since liberation of the State in 1961, the efforts of the Government of Goa in establishing 

various State corporations, implementing policies including fiscal incentives made Goa 

emerge as the most ideal State to invest in. The Government of Goa, Daman and Diu 

established the Goa Daman and Diu Industrial Development Corporation (GDDIDC) in 

February 1966 under the provisions of Goa, Daman and Diu Industrial Development Act, 

1965 with the aims and objectives of securing and assisting industrial areas and industrial 

estates in Goa (GCCI, 2005). One of the important activities of the Corporation is to 

identify land of sizeable area for setting up of industrial estates. In pursuance of the above 

objectives the GDDIC now christened the Goa Industrial Development Corporation 

(GIDC) has so far established twenty industrial estates in Goa, covering all eleven 

talukas. These industrial estates are situated in Tuem, Colvale, Tivim, Bicholim, Mapusa, 

Pilerene, Honda, Pissurlem, Corlim, Kundaim, Madkaim, Bethora, Sancoale, Verna, 

Shiroda, Margao, Kakoda, Cuncolim, Sanguem, and Canacona. In these estates 782 sheds 
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have been constructed and allotted in 2002-2003 (Economic Survey, 2002-2003). Open 

developed plots are given on long lease basis with easy annual installments, initially for a 

period of 30 years, which can be extended to 90 years. The plot size ranges from 600m2 

to 2000m2. The industrial estates are well planned with roads and with clear access to the 

plots. The common facilities provided in all these industrial estates are canteen, ESI 

housing tenements, post-offices, banks, public pay phone booth facility, crèche and other 

basic requirements (GCCI, 2005). 

Around 1975 the Government of Goa established the Economic Development 

Corporation (EDC) with the objective of accelerating industrialization in Goa. The EDC 

identified pharmaceuticals as one of the thrust industries to zero their 'entrepreneurship—

attracting campaign'. The EDC, which is the State Finance Corporation of Goa, has 

extended its financial assistance to the pharmaceutical industry in Goa. In 1999 the EDC 

has provided financial assistance to this industry to the tune of Rs. 8.19 crores that is 3.54 

percent of the total EDC lending to industries in Goa (GCCI, 1999). 

Moreover, the New Industrial Policy Document (2003-04) announced by the Government 

of Goa identified pharmaceuticals, drugs and biotech industries as one of the thrust areas. 

The pharmaceutical industry is expected to achieve the mission of the Industrial Policy 

(2003-04) which is to ensure accelerated industrial development, catalyze economic 

growth, protect environment and above all create sustainable employment to local youth 

of the State (Economic Survey 2003-2004). 

Furthermore the development of the pharmaceuticals sector received a boost in the State 

due to the 5-year tax holiday announced in the Union Budget in the year 1993, which was 

further extended upto 31-3-2004, as per section 80-1B (4) of the Income Tax Act. 
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Consequently the State has been able to attract the big-wigs in the pharmaceutical sector 

such as Cipla Limited, Sonafi Aventis Pharmaceuticals Limited, Watson Limited, Wyeth 

Limited, Abbott India Limited, Ratio Pharma India Private Limited, Glenmark 

Laboratories Private Limited, Lupin Laboratories Limited, Ranbaxy Laboratories 

Limited, Zydus Cadila Health Care Limited, Blue Cross Laboratories Limited, Okasa 

Private Limited, Wallace Pharmaceuticals Private Limited, Geno Pharmaceuticals 

Limited, Centaur Pharmaceuticals Limited, Nestor Pharmaceuticals Limited and so on. 

The pharmaceutical industry is the second largest employer after the mining industry in 

the State. It is the sunrise industry of the State. 

Against this background and considering the vital role of pharmaceutical companies in 

Goa, the researcher for the purpose of the study, selected the pharmaceutical industry in 

Goa - Indian and multinational pharmaceutical companies - situated in industrial estates 

in Goa. The researcher intends to compare the labour welfare facilities provided in these 

pharmaceutical companies and the job satisfaction experienced by their employees. 

4.4 SAMPLE OF THE STUDY 

For the purpose of the study the researcher selected four major industrial estates that 

house a large number of pharmaceutical companies in Goa. These industrial estates 

situated in the districts of North Goa and South Goa are Tivim, Pilerne and Kundaim, 

Verna industrial estates respectively. Among the North Goa industrial estates, Tivim 

industrial estate has a total of five Indian pharmaceutical companies and the Pilerne 

industrial estate houses two Indian pharmaceutical companies. In South Goa, in the 

Kundaim industrial estate there are six Indian pharmaceutical companies and in the Verna 

industrial estate there are twenty-four pharmaceutical companies: nineteen Indian and five 

multinational companies. However a total of five Indian pharmaceutical companies and 
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five multinational pharmaceutical companies were studied from these estates. This 

comprises 27 percent of the pharmaceutical companies established in the four industrial 

estates selected for the study. On the basis of confidentiality promised to the 

pharmaceutical companies by the researcher, the study will not mention the names of the 

companies studied. 

The universe of the study comprised of 20,000 employees working in the pharmaceutical 

companies in Goa. The population of the study was 841 employees working in the ten 

selected pharmaceutical companies in Goa (five Indian and five Multinational 

pharmaceutical companies). On the basis of proportionate stratified sampling, workers 

and managers were selected from these Indian pharmaceutical companies and 

multinational pharmaceutical companies in Goa. The sample represents 20 percent, of 

managers and workers in each of the selected pharmaceutical companies in Goa. The total 

sample of the study included 201 respondents, which comprises 24 percent of the 

population of the study. In Indian pharmaceutical companies the sample comprised of 115 

respondents and that in multinational pharmaceutical companies were 86 respondents. 

Table 1 presents an overview of the sample of the study. 

Table 1 

Sample of the Study (N=201) 

Indian Pharmaceutical Companies Multinational Pharmaceutical 
Companies 

Managers Workers Total Managers Workers Total 

Males 20 44 64 29 27 56 

Females 16 35 51 17 13 30 

Total 36 79 115 46 40 86 
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Profile of the Sample Studied 

Profile of Mangers 

The managers studied were well-qualified holding Bachelors and Masters Degrees. These 

included Bachelor in Pharmacy, Bachelor of Science along with additional qualifications 

in Masters degree in Science, Masters in Business Administration/Management, Diploma 

in Mechanical Engineering. The managers were holding designations as human resource 

managers, personnel administration managers, quality control managers, quality 

assurance managers, assistant managers, assistant production managers and production 

managers. 

Profile of Workers 

Workers who formed the sample were those who passed Standard XII, 

Science/Commerce graduates, Diploma holders from the Industrial Training Institutes and 

Diploma holders in Pharmacy. The workers in the sample were analysts, stores-in-charge, 

chemists, microbiological chemists, quality control chemists, production chemists, 

accounts assistant, office assistant, security supervisor, housekeeping supervisor, 

dispensing pharmacist, stores officer and operators. 

Personal Features of the Sample 

The personal attributes of the sample studied included their age, gender and experience in 

the present job. The age of the sample revealed that the age range was quite wide. There 

were young employees whose age was 23 years and then there are those who were 

working even at the age of 55 years. The average age for the sample (N=201) in the 

selected pharmaceutical companies in Goa was 31.47 years. In the Indian pharmaceutical 
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companies (N= 115) the average age was 31.1 years and in multinational pharmaceutical 

companies (N= 86) the average age 32.28 years. 

Even when the experience in the present job was considered for the study, it was 

observed that the employees in these pharmaceutical companies had an experience 

ranging between 5 years to 29 years. The average years of experience of the employees 

studied (N=201) was 9.05 years. While in the Indian pharmaceutical companies (N= 115) 

the average years of experience in the present job was 8.56 years and in the multinational 

pharmaceutical companies (N= 86) the average years of experience in the job, of the 

employees studied was 9.72 years. 

In the total sample selected (N=201) while considering the gender of the respondents, the 

total number of males was 120, while the total number of females was 81. In the Indian 

pharmaceutical companies in Goa of the sample studied (N=115) the males were 64 in 

number and the female respondents were 51. In the multinational pharmaceutical 

companies in Goa of the sample studied (N= 86) there were 56 males and 30 female 

respondents. 

4.5 INSTRUMENTS USED FOR DATA COLLECTION 

Two instruments were administered to the managers and workers in the Indian 

pharmaceutical companies and multinational pharmaceutical companies in the four 

industrial estates (Tivim, Pilerne, Kundaim, and Verna) selected for the study. The 

Labour Welfare Inventory constructed and standardized by S. K. Srivastava (2002) and 

the standardized scale constructed by Dr. Rita Shresthya and H.C. Ganguli (1994) on Job 

Satisfaction were administered to the sample studied. The items in these scales were 

assessed using Likert's five-point rating scale ranging from "strongly disagree" (1 point) 

to "strongly agree" (5 point) for positive items and the reverse for negative items in the 

194 



scales administered to the repondents. These two instruments are presented in Annexure I 

and II. 

The Job Satisfaction scale by Dr. Rita Shresthya and H.C. Ganguli (1994) was answered 

in the first person. The Job Satisfaction Scale included seven dimensions namely work 

itself, pay and other financial benefits, promotional and training opportunities, job 

security, supervision, colleagues/co-workers and company practices. 26 items covered 

these seven dimensions of job satisfaction. The seven dimensions measuring job 

satisfaction are presented in Table 2. Of the 26 items in the scale three of them were 

negative statements namely items 12, 15 and 21, while all the others were positive 

statements. 

The job satisfaction score of an employee was the sum of the scores of the alternatives the 

respondent checked for in the 26 items. The score range is 130 (26x5=130) to 26 (26x1= 

26), indicating very high levels of job satisfaction to very low levels of satisfaction in the 

job. 

Table 2 

Dimensions of Job Satisfaction Scale 

Dimensions of Job Satisfaction Item Number 

1. Work Itself 1, 2, 16 

2. Pay and other financial benefits 3, 13, 17, 25 

3. Promotional and training opportunities 4, 18, 19 

4. Job security 5, 12*, 20, 21* 

5. Supervision 6, 7, 9, 14 

6. Colleagues / Co-worker _8, 11 

7. Company Practices 10, 15*, 22, 23, 24,26 

*Reverse Scored Items 
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The reliability of the scale using the test-retest method was: r=0.90. Odd-even reliability 

after using Spearman-Brown's correlation was: r=0.81. Validity of the scale was checked 

through the internal consistency method, that is, item analysis showing low correlations 

between items and high correlations between item score and total test score. 

The Labour Welfare Inventory constructed and standardized by S. K. Srivastava (2002) 

was in the Hindi language, which was translated in English. The Labour Welfare 

Inventory consisted of 8 dimensions namely education/training, recreation, medical, 

subsidized loans, canteen, housing, safety and others (related to the general well being of 

workers - uniforms, drinking water, toilets, leave facilities, workman's compensation, 

retirement benefits, rest rooms and bonus). 47 items covered the 8 dimensions. This is 

presented in Table 3. 

All the 47 items were positive statements. The scores of the Inventory could be a 

maximum of 235 (47x5=235) and minimum of 47 (47x1=47) indicating provision of good 

labour welfare facilities and poor labour welfare facilities respectively. 

Table 3 
Dimensions of Labour Welfare Inventory 

Dimensions Item No 

1) Education/Training 1 to 6 

2) Recreation 7 to 12 

3) Medical 13 to 17 

4) Subsidized Loan 18 to 21 

5) Canteen 22 to 25 

6) Housing 26 to 30 

7) Safety 31 to 36 

8) Others 37 to 47 
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The reliability coefficient of the Inventory using the test-retest method was: r=0.76 and 

the index of reliability was 0.84 indicating that the Labour Welfare Inventory is highly 

reliable and valid. The split-half reliability coefficient was 0.83 and the index of 

reliability was 0.89, which makes the Inventory reliable and valid. 

4.6 METHOD OF DATA COLLECTION 

Data was collected from both primary and secondary sources for the purpose of the 

research. Primary data was collected through field survey using interview schedules and 

questionnaire method. Secondary data was collected from books, journals, monographs, 

unpublished thesis, government reports and the Internet. 

For the purpose of data collection the researcher contacted the human resource/personnel 

manager of the selected Indian and multinational pharmaceutical companies in the four 

industrial estates in Goa. The objectives of the study and the instruments of Labour 

Welfare and Job Satisfaction were explained to them. The researcher on taking 

permission from the human resource/personnel managers of the respective pharmaceutical 

companies and with their assistance identified the managers and workers in the various 

departments (purchase, manufacturing, personnel, stores, administrative and so on). The 

researcher met all the respondents - managers and workers - individually and the Labour 

Welfare Inventory and Job Satisfaction Scale were administered to them. The purpose of 

the study was explained to them and they were asked to fill up the scales. They were 

assured of confidentiality of their responses. The two instruments were then collected 

from the respondents for the purpose of analysis. 

A total of 500 scales were administered to the respondents and 350 were received. Of 

these the number of fully completed scales was 201, while in the others some items were 

197 



left incomplete. Thus only the completed scales (N=201) were selected for the analysis of 

data, in the research. The 201 usable responses represented 40.2 percent response rate. 

4.7 STATISTICAL TECHNIQUES USED FOR DATA ANALYSIS 

The statistical analysis was carried out on the data collected in order to test the 

hypotheses framed. Both descriptive and inferential statistcal methods were used to 

analyze the data. 

Descriptive statistics such as mean, standard deviation, percentages and Pearson's 

Coefficient of Correlation was used. The inferential statistics included students' t-test and 

multiple linear regression analysis. These statistical techniques were used to test the 

hypotheses of the study. 

Mean was used to obtain the average score of a range of scores, and thus used as a basis 

for comparison. 

Standard Deviation was used to assess the degree of dispersion of the values around its 

mean, and also for assessing the error to which the mean of a sample was subject to, when 

estimating the mean of the population from which the sample was taken. 

Pearson's Coefficient of Correlation is the statistical analysis, which measures and 

analyses the degree or extent to' which two variables fluctuate with reference to each 

other. In this study, there are two variables, labour welfare and job satisfaction. Pearson's 

Coefficient of Correlation is used to indicate whether there is any significant relationship 
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(positive/negative) between the labour welfare facilities provided, and job satisfaction 

experienced by employees in pharmaceutical companies in Goa. 

Students' t-test is applied to determine whether the means of two samples actually differ 

and whether this difference is significant or not. In the case of this study, it is being used 

to check whether there is a significant difference between employees (managers and 

workers) in Indian and Multinational pharmaceutical companies in Goa in the labour 

welfare facilities provided, and also in the job satisfaction experienced. 

Multiple Regression Analysis is a multivariate analysis where we express one dependent 

variable as a function of many other independent variables. When we continue to add 

more explanatory influences, regressing the dependent variable upon many variables 

(more that two independent variables) this is multiple regression. In the present study the 

dependent variable is job satisfaction and the dimensions of labour welfare are the 

independent variables. The regression coefficients express the extent to which a one-unit 

increase in the independent variables (dimensions of labour welfare) will influence the 

dependent variable (job satisfaction). The coefficient of multiple determination R 2 

 describes the proportion of the variation in the dependent variable (job satisfaction) 

explained by the variation in the independent variables (dimensions of labour welfare). 

This statistical technique therefore indicates how well the model performs-how well the 

explanatory variables explain the dependent variable. R 2  determines whether the model is 

a good fit model. 
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4.8 TESTING OF RESEARCH HYPOTHESES 

The null hypotheses framed for the study, were tested using the above-mentioned 

statistical techniques. 

Hol: There is no significant difference in the labour welfare facilities provided in 

Indian pharmaceutical companies and multinational pharmaceutical 

companies in Goa. 

Using mean, standard deviation and the students' t-test this hypothesis is tested. These 

statistical methods assist in comparing the labour welfare facilities provided in Indian 

pharmaceutical companies and multinational pharmaceutical companies in Goa, and 

whether there exists a statistically significant difference between the two. 

Ho2: There is no significant difference in the level of job satisfaction experienced in 

Indian pharmaceutical companies and multinational pharmaceutical 

companies in Goa. 

To test the hypothesis once again the mean, standard deviation and the students' t-test are 

used. These help in finding whether there exists a difference in the level of job 

satisfaction experienced by employees in Indian pharmaceutical companies and 

multinational pharmaceutical companies in Goa, and whether this difference is 

statistically significant. 

Percentages are also found which indicate whether the employees studied experience 

`hi  • gn , 'moderate' or 'low' levels of job satisfaction in Indian pharmaceutical companies 

and multinational pharmaceutical companies in Goa. 

200 



Ho3: There is no significant relationship between labour welfare facilities provided 

and the level of job satisfaction in pharmaceutical companies in Goa. 

To test this hypothesis, Pearson's coefficient of correlation is used to determine whether 

there is any significant correlation between labour welfare facilities provided and job 

satisfaction experienced by employees in the Indian pharmaceutical companies and 

multinational pharmaceutical companies in Goa. 

Ho4: The dimensions in the labour welfare inventory do not influence the job 

satisfaction of employees in Indian pharmaceutical companies and 

multinational pharmaceutical companies in Goa. 

The hypothesis is tested by using the inter-correlation matrix followed by the multiple 

regression analysis. This would determine the dimensions in the Labour Welfare 

Inventory that influence the level of job satisfaction of employees in pharmaceutical 

companies (Indian and multinational) in Goa. 

Ho5: The statutory labour welfare facilities are not a predictor of job satisfaction 

than non-statutory labour welfare facilities in pharmaceutical companies in 

Goa. 

For testing this hypothesis as well, the multiple regression analysis is used. The 

regression coefficients would reveal if the statutory labour welfare facilities would be a 

greater predictor of job satisfaction than non-statutory welfare facilities in the 

pharmaceutical companies in Goa. 
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Ho6: Gender does not significantly influence the job satisfaction of employees in 

pharmaceutical companies in Goa. 

Using mean, standard deviation and the students' t-test this hypothesis is tested. These 

enable the researcher to investigate whether gender has a significant role to play in 

determining the level of job satisfaction experienced by employees working in the Indian 

and multinational pharmaceutical companies in Goa. 

Ho7: There is no significant relationship between age and the job satisfaction of 

employees in pharmaceutical companies in Goa. 

To test the hypothesis, Pearson's coefficient of correlation is used to determine whether 

there is any significant correlation (positive/negative) between the age of employees in 

the pharmaceutical companies in Goa and their level of job satisfaction. 

Hob: There is no significant relationship between experience and the job satisfaction 

of employees in pharmaceutical companies in Goa. 

This hypothesis is tested using the Pearson's coefficient of correlation. It reveals whether 

there is any significant correlation (positive/negative) between the experience of 

employees in the pharmaceutical companies and their level of job satisfaction. 

Testing of these eight null hypotheses by using the respective statistical techniques, 

would result in certain conclusions and assist in making necessary recommendations to 

pharmaceutical companies in Goa - Indian pharmaceutical companies and multinational 

pharmaceutical companies — that would go a long way in improving the welfare of 

employees and enhancing their levels of job satisfaction. 
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CHAPTER V 

LABOUR WELFARE FACILITIES AND JOB SATISFACTION IN 

INDIAN PHARMACEUTICAL COMPANIES AND 

MULTINATIONAL PHARMACEUTICAL COMPANIES IN GOA: 

A COMPARATIVE ANALYSIS 

5.1 INTRODUCTION 

Labour welfare is an important facet of industrial relations, the extra dimension, giving 

satisfaction to the worker in a way that even a good wage cannot. With the growth of 

industrialization, mechanization and globalization, it has acquired added importance. The 

aim of welfare activities is both 'humanitarian' - to enable workers to enjoy a fuller and 

richer life, and 'economic' - to improve the efficiency of the workers. Labour welfare 

facilities are a useful adjunct to motivational approach and helps in maintaining positive 

attitudes towards the job and the organization, once such attitudes have been fostered. 

Job satisfaction is the general attitude towards one's job and the degree of pleasure 

derived from it. Job satisfaction, which is an attitude one has towards one's job, is 

governed to a large extent by perception and expectations of the employees. It is the end 

result of the degree to which job needs are perceived as being fulfilled by the job. 

Labour welfare aims at job satisfaction. Providing labour welfare facilities to the work 

force in industries could satisfy many of their needs. The provision of labour welfare 

facilities can facilitate job satisfaction, which in turn can help to curb absenteeism, labour 

turnover, attrition and foster peaceful industrial relations with high labour efficiency, 

productivity and profits to the enterprise. Satisfaction on the job carries over to the 

employee's off-the-job hours. Thus labour welfare and job satisfaction are important in 
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terms of both monetary gains and social responsibility. Industries therefore need to 

provide labour welfare facilities that will not only improve the economic and social 

conditions of employees but also increase their job satisfaction. 

The pharmaceutical industry is the sunrise industry in Goa. It is a multibillion-dollar 

industry. In Goa it is a fast growing industry with increasing number of domestic and 

multinational companies established in the State. The incentives, policies and investment 

environment created by the Government of Goa has played a major role in luring 

investments from pharmaceutical companies, both Indian and multinational, to the State. 

The pharmaceuticals industry has emerged as a major component in the development of 

the State and has an impressive track record. The industry today is backed with high 

technical manpower. Since the pharmaceutical industry is emerging as a big player in the 

industrial set up in Goa, the researcher found it apt to select this sector for the present 

study. The researcher has made an attempt in this chapter, to study and compare the 

labour welfare facilities provided and the job satisfaction experienced by employees 

(managers and workers) in Indian and multinational pharmaceutical companies in Goa. 

The present chapter seeks to draw a comparison between: 

➢ The labour welfare facilities provided in Indian pharmaceutical companies and 

multinational pharmaceutical companies in Goa. 

➢ The job satisfaction experienced in Indian pharmaceutical companies and 

multinational pharmaceutical companies in Goa. 

➢ The labour welfare facilities provided and the job satisfaction experienced by 

managers and workers in Indian pharmaceutical companies and multinational 

pharmaceutical companies in Goa. 
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➢ Determine the relationship between labour welfare and job satisfaction in 

pharmaceutical companies in Goa. 

5.2 COMPARISON OF LABOUR WELFARE FACILITIES PROVIDED IN 

INDAIN PHARMACEUTICAL AND MULTINATIONAL 

PHARMACEUTICAL COMPANIES IN GOA 

In this section of the chapter a comparative study is made of the labour welfare facilities 

offered in Indian and multinational pharmaceutical companies in Goa. The total sample 

(N=201) comprising of managers and workers in Indian and multinational pharmaceutical 

companies in Goa were administered the Labour Welfare Inventory by S.K. Srivastava 

(2002). The research attempted to compare the labour welfare facilities provided to the 

respondents in Indian pharmaceutical companies (IPCs) and multinational pharmaceutical 

companies (MPCs) in Goa. 

Studies conducted earlier emphasize that labour welfare has its own prominence in 

industrial research. Quite a few researchers have shown an interest in studying the nature 

and types of labour welfare facilities provided in different industries (Moorthy and 

Narayan, 1970; Rao et.al ., 1991; Gani, 1993; Rahman et.al ., 1995; Chelliah, 1998; Kumar 

and Yadav, 2002; Srivastava, 2004; Thomas and Priyadarsini, 2004; Srimannarayana and 

Srinivas, 2005). However these studies on labour welfare are restricted to Indian 

industries and no attempt has been made to compare the labour welfare facilities provided 

by Indian and multinational pharmaceutical companies. 

205 



The present research therefore sought to analyze and compare the difference in the labour 

welfare facilities provided in Indian and multinational pharmaceutical companies in Goa. 

This formed the basis of framing the null hypothesis Hol. 

Hol: There is no significant difference in the labour welfare facilities provided in 

Indian pharmaceutical companies and multinational pharmaceutical 

companies in Goa. 

To test the null hypothesis Hol, the mean scores on the Labour Welfare Inventory (LWI) 

obtained from the IPCs sample (N=115) were compared with the means scores of the 

MPCs sample (N=86). The t-test was used to determine whether the difference between 

the mean scores of the two samples studied was significant enough to warrant attention. 

Table 4 presents the comparison of mean scores obtained on the LWI by IPCs and MPCs 

samples. 

Table 4 

Comparison of mean scores obtained on LWI by IPCs and MPCs samples 

Company N TOTAL MEAN SD t 

IPCs 115 14953 130.03 25.162 
7.92** 

MPCs 86 14034 163.17 34.174 

** Significant at the 0.01 level 

The findings in Table 4 reveal that the respondents in MPCs have obtained a higher mean 

score (M=163.17) on the Labour Welfare Inventory than the respondents in IPCs 

(M=130.03). This implies that there is a difference in the labour welfare facilities 

provided in the IPCs and MPcs in Goa. Those in MPCs receive better labour welfare 

facilities than those in IPCs in Goa. To determine whether this difference is significant 

the t-test was conducted. The t-value obtained was found to be significant at the 0.01 
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level (t = 7.92, P<0.01). This implies that the labour welfare facilities provided by the 

MPCs are significantly different from those provided by the IPCs in Goa. The 

respondents in MPCs perceive the labour welfare facilities offered to them as 

significantly better than their fellow mates in IPCs. One possible reason could be that the 

MPCs due to their better financial standing compared to IPCs are able to offer superior 

labour welfare facilities to their employees, which in turn keeps the employees happy. 

The IPCs on the other hand, due to their financial constraints may find it difficult to make 

provisions for better welfare facilities. Moreover in the era of cut-throat competition and 

in the effort to retain labour, the MPCs may have realized the importance of labour 

welfare facilities, and provide these to a greater extent than IPCs in Goa. Consequently 

labour welfare facilities provided by MPCs to their employees are superior than those 

provided to their counterparts in IPCs. It can therefore be stated that the labour welfare 

facilities provided by MPCs is significantly different from those provided by IPCs. Hence 

the null hypothesis Hol that states there is no significant difference in the labour welfare 

facilities provided in Indian pharmaceutical companies and multinational pharmaceutical 

companies in Goa is not accepted. 

Studies have reported differences in labour welfare facilities provided in public and 

private sectors in India (Moorthy and Narayan, 1970; Kumar and Yadav, 2002; and 

Srivastava, 2004). 

Difference between IPCs and MPCs on the eight dimensions of the LWI 

- Since the study found a significant difference in the labour welfare facilities provided by 

IPCs and MPCs Goa, it only seemed logical to further analyze and compare the difference 

between the IPCs and MPCs on the eight dimensions of the LWI and test the level of 
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significance between them. Table 5 presents a comparison of the dimension wise mean 

scores on LWI for IPCs and MPCs. It also shows the t-values obtained on each dimension 

of the LWI that indicates the level of significance. 

Table 5 

Comparison of IPCs and MPCs dimension-wise mean scores on LWI 

COMPANY ED/TR REC MED SUB LNS CAN HSG SAF OTHERS 

IPCs 

(N=115) 

Mean 13.95 11.44 17.19 9.77 9.19 9.57 23.05 35.85 

SD 4.63 5.09 3.34 4.33 3.28 3.72 3.41 6.73 

t value 6.58** 5.28** 5.92** 6.48** 9.22** 5.98** 4.70** 5.34** 

MPCs 

(N=86) 

Mean 18.64 15.91 20.12 14.02 14.05 13.93 25.37 41.14 

SD 5.46 6.88 3.61 4.92 4.18 6.52 3.52 7.20 

** Signif cant at the 0.01 level 

A glance at Table 5 shows that the respondents in MPCs have obtained higher mean 

scores on the eight dimensions of the LWI compared to those in IPCs. This implies that 

these dimensions of labour welfare offered by the MPCs are realized as better than those 

offered in IPCs. The t-test was carried out to examine whether the difference between 

MPCs and IPCs on each dimension of the LWI is statistically significant. It was found 

that on all eight dimensions of the LWI, there was a significant difference at the 0.01 

level. This indicates that employees in MPCs perceive superior labour welfare facilities 

and enjoy better welfare than their counter parts in IPCs. 
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Similar research findings by Chelliah (1998), Kumar and Yadav (2002), Srivastava 

(2004), and Srimannarayana and Srinivas (2005) lend support to these results. 

Figure 1 compares the mean scores obtained by respondents in IPCs and MPCs on the 

eight dimensions of the LWI, indicating that labour welfare facilities provided in MPCs 

are perceived as superior to those in IPCs. 

Figure 1: Comparison of Labour Welfare Dimension Means 
of IPCs and MPCs in Goa 
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5.2.1 Difference in Labour Welfare Facilities Provided to Managers and Workers in 

Indian Pharmaceutical Companies and Multinational Pharmaceutical Companies in 

Goa 

Having determined that there is a significant difference in the labour welfare facilities 

provided to employees in IPCs and MPCs in Goa, and that on all dimensions of LWI a 

significant difference exists, the researcher was further interested to analyze and compare 

the differences in the labour welfare facilities provided to the sample sub groups - 

managers and workers - in IPCs and MPCs in Goa. 

Difference in the labour welfare facilities provided to managers in IPCs and MPCs 

in Goa 

Table 6 compares the mean scores obtained by managers in IPCs (N=36) and managers in 

MPCs (N=46) on the LWI and presents the t-value. 

Table 6 

Comparison of mean scores obtained LWI by 

Managers on in IPCs and MPCs 

Managers N TOTAL MEAN SD t value 

IPCs 36 5090 141.39 23.46 
3.01** 

MPCs 46 7782 169.17 40.3211 

**Significant at the 0.01 level 

According to Table 6 the mean score obtained by the managers in MPCs (M=169.17) is 

higher than that obtained by the IPCs managers (M=141.39). This indicates that there is a 

difference in the labour welfare facilties offered to managers in IPCs and MPCs. The 

managers in MPCs are offered better labour welfare facilities than their counterparts in 
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IPCs. Moreover, this difference is found to be statistically significant at the 0.01 level 

(t=3.01, P<0.01). 

This is depicted in Figure 2, which graphically presents the mean scores of managers in 

IPCs and MPCs on LWI, as also the t-value. 

Figure 2: Comparison of LWI Mean 
Scores of Managers in IPCs and MPCs in 

Goa 

Thus managers in MPCs are provided with significantly better labour welfare facilities 

than IPCs in Goa. Perhaps the MPCs have realized the importance of the managerial class 

for the efficient functioning of the company, especially in the era of global competition. 

They need to be provided with good welfare facilities so that they will be motivated to 

give their best to the company. The employers in MPCs may have therefore taken the 

extra effort to provide better welfare facilities to their managers than that received by 

their counterparts in IPCs. 

Difference in the labour welfare facilities provided to workers in IPCs and MPCs in 

Goa 

The study further went on to find out whether the workers in IPCs (N=79) and MPCs 

(N=40) in Goa differed on the labour welfare facilities offered to them. Table 7 compares 

the mean scores obtained on LWI by workers in IPCs and MPCs and gives the t-value. 
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Table 7 

Comparison of mean scores obtained on the LWI of IPCs and MPCs workers 

Workers N TOTAL MEAN SD t 

IPCs 79 9863 124.85 24.32 
6.61** 

MPCs 40 6252 156.3 24.10 

** Significant at the 0.01 level 

The results of the Table show that the mean score of workers in MPCs (M=156.3) is 

higher than that of IPCs workers (M=124.85). This indicates that the workers in MPCs 

perceive better labour welfare facilities offered to them that their fellow mates in IPCs. 

Moreover this difference in the labour welfare facilities provided to workers in IPCs and 

MPCs in Goa is statistically significant at the 0.01 level (t-value =6.61, P< 0.01). 

Figure 3 is a graphical representation of this finding. It presents the mean scores of 

workers in IPCs and MPCs on LWI, as also the t-value. 

Figure 3: Comparison of LWI Mean 
Scores of Workers in !PCs and MPCs 

in Goa 
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It highlights that the workers in MPCs perceive the labour welfare facilities offered to 

them as far superior than those perceived by the respondents in IPCs in Goa. One 

explanation could be that the MPCs attach more importance towards the welfare of their 

workers. They perhaps acknowledge that workers are the ones who keep the wheels of the 

industry moving and hence should be taken care of by providing them with fine labour 

welfare facilities. This would keep the workers happy and also attract well-qualified, 

experienced and efficient workers. The IPCs in Goa probably still need to realize the 

importance of providing better labour welfare facilities to their workers, which would go 

a long way in improving the welfare of the workers and the progress of the company. 

Similar studies on workers in private and public sectors were conducted by researchers 

(Kumar and Yadav, 2002; and Srivastava, 2005). These researchers found that labour 

welfare facilities in private sectors were better provided than in public sectors. 

It can be summarized from the findings that the labour welfare facilities provided in 

MPCs (N=86) significantly differ from those provided in IPCs (N=115) in Goa. The 

MPCs provide significantly superior labour welfare facilities than that provided by the 

IPCs. Moreover the managers and workers in MPCs perceive the labour welfare facilities 

provided to them as being significantly much better than those perceived by their fellow 

mates in IPCs. It follows that there is a significant difference in the labour welfare 

facilities provided in Indian pharmaceutical companies and multinational pharmaceutical 

companies in Goa. Thus the null hypothesis Hol, which states that there is no significant 

difference in the labour welfare facilities provided in Indian pharmaceutical companies 

and multinational pharmaceutical companies in Goa, is not accepted. 
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5.3 COMPARISON OF JOB SATISFACTION EXPERIENCED IN INDIAN 

PHARMACEUTICAL COMPANIES AND MULTINATIONAL 

PHARMACEUTICAL COMPANIES IN GOA 

Employee satisfaction is one of the most researched topics of organizational behaviour in 

India and abroad (Hoppock, 1935; Herzberg, 1959; Ganguli, 1964; Pestonjee, 1967; 

Sinha, 1972; Locke, 1976; Sinha, 1981; Khandwalla, 1988; Ganesh, 1990; Sinha and 

Singh, 1995; Chelliah, 1997). 

Studies have revealed job satisfaction to be of great significance for the effective 

functioning of any organization. It has found to be intimately related to morale, is often a 

factor in worker productivity, influences workers attendance and stability, has a spill over 

effect on employee relations and accidents (Vroom, 1964; Rajgopal, 1965; Jawa, 1971; 

Locke, 1976; Mirvis and Lawler, 1977; Khaleque, 1979; Mowday, 1981; Prakasam, 1982; 

Scarpello and Campbell, 1983; Bhattacharaya and Gosh, 1984; Srivastava and Roy, 

1996). 

Studies have also been conducted on job satisfaction in private and public sectors (Sinha, 

1973; Srivastava and Sinha, 1980; Verma and Sinha, 1983; Pratap and Srivastava, 1985; 

Daftuar and Prasad, 1986; Sinha, 1988; Choudhry, 1989; Goyal, 1995; Joshi, 2001). 

However no study has been done to determine and compare the level of job satisfaction 

experienced in IPCs and MPCs. 

The present research is an attempt to compare the job satisfaction experienced by the 

respondents in IPCs and MPCs in Goa. For this purpose, the Job Satisfaction Scale by 

Rita Shreshtya and H.C. Ganguli (1994) was administered to the total sample (N=201) 
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comprising of managers and workers in Indian and multinational pharmaceutical 

companies in Goa. 

In this section a comparative study is made of the level of job satisfaction experienced by 

employees in IPCs and MPCs in Goa. Accordingly the null hypothesis Ho2 was framed. 

Ho2: There is no significant difference in the level of job satisfaction experienced in 

Indian pharmaceutical companies and multinational pharmaceutical 

companies in Goa. 

The testing of the null hypothesis Ho2 would reveal whether there is a significant 

difference in the level of job satisfaction experienced by the employees in IPCs and 

MPCs in Goa. To test Ho2, the mean scores on the Job Satisfaction Scale (JSS) for the 

IPCs sample (N=115) and MPCs sample (N=86) in Goa were compared, which would 

highlight any difference in their level of job satisfaction. To test if this difference is 

significant, the t-test was used. Table 8 compares the mean scores obtained on JSS by the 

IPCs (N=115) and MPCs (N=86) samples in Goa and shows the t-value. 

Table 8 

Comparison of JSS mean scores obtained by IPCs and MPCs samples 

Company N TOTAL MEAN SD t 

IPCs 115 9024 78.47 16.17 
9.076** 

MPCs 86 8395 97.62 12.77 

**Significant at the 0.01 level 

The job satisfaction experienced by the respondents in MPCs is higher than that of those 

in IPCs, since the mean value obtained on the JSS by the MPCs sample (M=97.62) is 

higher than that obtained by the IPCs sample (M=78.47). To determine whether this 

difference is statistically significant, a t-test was conducted. The t-value calculated is 
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significant at the 0.01 level (t=9.076, P<0.01). Thus, statistically, the difference in the 

level of job satisfaction experienced between the samples in the Indian pharmaceutical 

companies (N=115) and multinational pharmaceutical companies (N=86) in Goa is 

significant. 

This tells us that the level of job satisfaction experienced by employees in the MPCs is 

significantly higher than that experienced by employees in the IPCs. The higher level of 

job satisfaction experienced in MPCs could probably be because the job facets offered by 

these companies may be better than that offered by the IPCs. This finding prompted the 

researcher to compare the dimensions in the JSS in the IPCs and MPCs in Goa, which is 

discussed in the following section. 

Comparative studies on the job satisfaction of employees in private and public sectors 

have been drawn by researchers, which have shown that the employees in the private 

sectors are more satisfied with their job than their countereparts in the public sectors 

(Sinha, 1973; Pratap and Srivastava, 1985; Mishra 1992; Joseph, 2001; Gha and Pathak, 

2003; Srivastava, 2004). 

Difference between IPCs and MPCs on the dimensions of the Job Satisfaction Scale 

Various researchers have conducted studies to determine the factors influencing job 

satisfaction and dissatisfaction (Herberzg, 1959; Ganguli, 1964; Blum, 1968; Blum and 

Naylor, 1968; Poter, 1973; Daley, 1986; Seymaour and Busherhof, 1991; Sharma and 

Bhaskar, 1991; Emmert and Taher, 1992; Kiriccki, et. al., 1992; Srivastava et. al 1992; 

Sinha and Singh, 1995; De Santis and Drust, 1996; Chelliah, 1998; Nazir, 1998; Panda, 

2001; Rao, et. al., 2002; Maheshwaran, et. al., 2003; Thomas, 2003; Sharma and Jyoti, 

2006). 
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The researcher went on to study the dimensions in the JSS that influence the level of job 

satisfaction of the respondents in the IPCs (N=115) and MPCs (N=86) in Goa. Table 9 

presents the dimension-wise mean scores and the respective t-values. 

Table 9 

Comparison of IPCs and MPCs dimension-wise JSS mean scores 

COMPANY WI PFB P1'0 J Sec SU CCW CP 

IPCs 

(N=115) 

Mean 

SD 

9.59 9.27 8.40 11.98 13.82 7.34 18.07 

2.65 3.56 2.27 3.35 3.04 1.50 4.45 

t value 6.69** 8.32** 8.21** 5.12** 7.57** 6.08** 6.32** 

MPCs 

(N=86) 

Mean 

SD 

11.86 13.56 11.10 14.20 16.65 8.69 21.67 

1.95 3.68 2.36 2.54 1.90 1.61 3.28 

** Significant at the 0.01 level 

The results of Table 9 illustrate that the mean values on all the dimensions of the JSS are 

higher in MPCs than IPCs in Goa. This indicates that the respondents in the MPCs enjoy 

greater satisfaction on these job facets than their counterparts in IPCs. Moreover the 

difference between IPCs and MPCs on all these dimensions of the JSS namely, work 

itself, pay and financial benefits, promotional and training opportunities, job security, 

supervision, colleagues and coworkers, and company practices are found to be 

statistically significant at the 0.01 level. This implies that the employees in MPCs in Goa 

(N=86) experience a significantly greater degree of job satisfaction on the dimensions of 

the JSS than their counterparts in the IPCs (N=115). 

Figure 4 shows the differences in the mean scores of the IPCs and MPCs samples on the 

dimensions of the JSS. 
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Figure 4: Comparison of Job Satisfaction Dimension Means of IPCs 
and MPCs in Goa 
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The bar graph indicates that the MPCs (N=86) sample has scored higher on the 

dimensions of the JSS than the IPCs sample (N=115). Thus the respondents in MPCs are 

more satisfied with these job facets than their counterparts in IPCs. 

This may be because the respondents in MPCs when compared to those in IPCs probably 

find their work more challenging, work with the latest technology, receive better 

monetary incentives, are sent on foreign assignments and trained regularly, promoted in 

accordance to their efficiency, enjoy a good rapport with their superiors, colleagues and 

co-workers, and are satisfied with the company practices such as appreciation of 

employees, personal growth of employees, provision of good working conditions. In IPCs 

the monetary incentives are usually lower, training is mostly in-house, limited 

communication with superiors, and company practices are shallow. Thus respondents in 
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MPCs experience greater satisfaction on the dimensions of the JSS than the respondents 

in IPCs in Goa. 

It should be noted that these dimensions in the JSS that are statistically significant include 

both the hygiene and motivator factors mentioned in Herzberg's two-factor theory (1957), 

thus implying that the level of job satisfaction in these companies is influenced by the 

hygiene and motivator factors. Herzberg's theory of job satisfaction (1957) supports the 

findings of this study. Studies by Aggarwal (1978), Kanungo (1991), Sinha (1981), have 

shown that motivators and hygiene factors are more or less similar in promoting job 

satisfaction/dissatisfaction of employees. 

Various studies by researchers (Ganguli, 1954; 1958; Sinha, 1958; Desai, 1968; 

Mukerjee, 1968; Rao and Ganguli, 1971; Dolke, 1974; Lal and Bhardwaj, 1981; 

Prakasan, 1982; Kovach, 1987; Sinha, 1990; Goyal, 1995; Sinha and Singh, 1995; Nazir, 

1998; Manichavasagam and Sumathi, 2000; Sayadain, 2002; Islam, 2003; Sharma and 

Sharma, 2003; Thomas and Pryadarsini, 2004) have supported the findings that pay and 

financial benefits, promotion and training opportunities, job security, supervision, and 

colleagues and co-workers, and company practices influence the level of job satisfaction 

of employees. 

From the above discussion of this section, it is realized that there is a significant 

difference in the level of job satisfaction experienced by the respondents in IPCs (N= 

115) and MPCs (N=86) in Goa. 

Thus, the null hypothesis Ho 2 which states that there is no significant difference in the 

level of job satisfaction experienced in Indian pharmaceutical companies and multi-

national pharmaceutical companies in Goa is not accepted. 
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5.3.1 Difference in the Job Satisfaction of Managers and Workers in Indian 

Pharmaceutical Companies and Multinational Pharmaceutical Companies in 

Goa 

The researcher further investigated whether this difference in job satisfaction experienced 

was also true of the sub samples — managers and workers — in IPCs and MPCs in Goa. 

Difference in the level of job satisfaction experienced by managers in IPCs and 

MPCs in Goa 

Managers are a link between the company and the workers. They are an important entity 

in ensuring peaceful industrial relations and progress of the organization. Naturally it is 

important to study and understand the job satisfaction experienced by managers in IPCs 

and MPCs in Goa. Accordingly the difference in the level of job satisfaction experienced 

by managers in IPCs and MPCs was studied. A comparison of the mean scores on JSS 

obtained by managers in IPCs (N=36) and MPCs (N=46) and the test of significance (t-

test) determining whether this difference is significant is presented in Table 10. 

Table 10 

Comparison of JSS mean scores obtained by IPCs and MPCs managers 

Company N TOTAL MEAN SD t value 

IPCs 36 3331 92.53 12.93 
3.47** 

MPCs 46 4737 102.98 13.98331 

**Significant at the 0.01 level 

From Table 10, it can be realized that the mean scores of managers in MPCs is higher 

(M=102.98) than that of the managers in IPCs (M=92.53), indicating that managers in 

MPCs (N=46) experience a higher level of job satisfaction than managers in IPCs (N=36) 
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in Goa. The difference between the mean scores is statistically significant at the 0.01 level 

(t-value=3.47, P<0.01). This could be because the MPCs may have become responsive to 

the job expectations of their managers and accordingly catered to these expectations. The 

IPCs, on the other hand, may not have realized the potential in fulfilling the job 

expectation of their managers. 

Figure 5 is a graphical representation of these findings. 

Figure 5: Comparison of JSS Means for 
Managers in IPCs and MPCs in Goa 

120 - 
100 
80 - 

60 
40 - 
20 

92.53 

 

102.98 

    

    

   

3.47 
0 

      

      

      

      

IPC Managers MPC Managers 	t value 

It is evident from the same that a significant difference exists between the JSS mean 

scores of managers in MPCs and managers in IPCs. Managers in MPCs experience a 

significantly higher level of job satisfaction than managers in IPCs. 

Studies by Joshi and Sharma (1997), Chelliah (1998), and Sharma and Kaur (2000) have 

revealed that managers, in general, experience a high level of job satisfaction. Moreover it 

would be interesting to recall that even when the labour welfare facilities for managers in 

IPCs and MPCs were studied similar results were observed. 
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Difference in the level of job satisfaction experienced by workers in IPCs and MPCs 

in Goa 

The study moves on to determining the difference in the level of job satisfaction 

experienced by workers in IPC (N=79) and MPC (N=40) in Goa. Table 11 outlines the 

comparison of mean scores obtained on JSS by workers in IPCs and MPCs and the 

corresponding t-value. 

Table 11 

Comparison of JSS mean scores obtained by IPCs and MPCs workers 

WORKERS N TOTAL MEAN SD t value 

IPCs 79 5693 72.06 13.20 
8.58** 

MPCs 40 3658 91.45 7.53 

** Significant at the 0.01 level 

Table 11 makes it clear that there is a difference in the mean scores of IPCs and MPCs, 

with the MPCs obtaining a higher mean value (M=91.45) than the IPCs (M=72.06). This 

indicates that workers in MPCs (N=40) experience a higher level of job satisfaction than 

those in IPCs (N=79). Moreover statistically there is a significant difference in the job 

satisfaction experienced by workers in IPCs and MPCs in Goa, as the t-value is 

significant at the 0.01 level (t=8.58, P<0.01). Thus it goes to show that workers in MPCs 

enjoy a significantly higher level of job satisfaction than workers in IPCs. This may 

perhaps be because in MPCs, the job may be satisfying many of the workers expectations 

as compared to their fellow workers in IPCs. Hence the workers in MPCs have a positive 

attitude towards their job, leading to them experiencing a higher level of job satisfaction 

than their counterparts in 'Ks. The MPCs recognize that workers are assets to the 

company, and in order to retain their efficient and productive workers, make the 

necessary efforts to provide them with better job facets that meet their job expectations. 
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With a good work environment that caters to their expectations and needs, workers in 

MPCs feel highly satisfied with their job than their counterparts in IPCs in Goa. 

There are studies that have found a significant difference in the job satisfaction of 

workers in private and public sectors (Pratap and Srivastava, 1985; Goyal, 1995; Mishra 

1992; Joseph, 2001; and Srivastava, 2005). 

Graph. 6 brings out the difference in the JSS mean scores of workers belonging to IPCs 

and MPCs in Goa. 

Figure 6: Comparison of JSS Means for 
Workers in IPCs and MPCs in Goa 

From the bar graph it can be noticed that the workers in MPCs experience higher level of 

satisfaction, than the workers in IPCs, as the mean score of MPCs workers is higher than 

that of their IPCs counterparts. 

This indicates that workers in MPCs experience a significantly higher level of satisfaction 

on these dimensions than their fellow beings in IPCs. It is the workers who make the 

company function and operate smoothly and if they are kept satisfied and happy at the job 

the company stands to benefit a great deal. Dissatisfied workers are anti-management, 
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work against the management and the goals of the company. MPCs may have realized 

this and have probably made efforts to create an environment that would enhance the 

satisfaction of the workers with the job facets offered to them. On the other hand, in the 

IPCs, probably these job facets do not adequately satisfy the job expectations and so the 

workers feel a low level of satisfaction on these job dimensions. 

It would be interesting to note that when workers in IPCs and MPCs were studied on their 

perception of the LWI (Table 7), similar findings were observed. Workers in MPCs 

reported being provided significantly better labour welfare facilities than did their 

counterparts in IPCs. Similar results are reflected in the current finding that workers in 

MPCs experience a higher level of job satisfaction than their fellow workers in IPCs. 

To conclude, there is a statistically significant difference among workers in MPCs (N=40) 

and in IPCs (N=79) in Goa on their level of job satisfaction. The workers in MPCs have 

experienced a significantly greater level of job satisfaction than workers in IPCs, 

including those on the dimensions of the JSS. Thus the MPCs workers are more satisfied 

than their IPCs counterparts with their overall job as well as the job facets. 

5.4 PERCENTAGE OF EMPLOYEES IN PHARMACEUTICAL COMPANIES IN 

GOA EXPERIENCING HIGH, MODERATE AND LOW LEVELS OF JOB 

SATISFACTION 

Another interesting aspect while studying job satisfaction is to determine the percentage 

of employees experiencing different levels of job satisfaction based on the scores 

obtained on the JSS. The researcher was curious to find out the percentage of respondents 

in the total sample (N=201) that experienced high, moderate, and low levels of job 
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satisfaction based on the scores obtained on the JSS. Moreover the percentage of 

employees that experienced high, moderate, and low levels of job satisfaction was also 

calculated for the sub samples - managers and workers - in IPCs and MPCs, and a 

comparison was drawn. The level of job satisfaction experienced by the total sample of 

employees (N=120) in the selected pharmaceutical companies in Goa is revealed in Table 

12. 

Table 12 

Percentage of High, Moderate and Low scorers on JSS for total sample (N=201) 

High scorers Moderate scorers Low scorers 

Number 32 164 5 

Percentage 15.92 % 81.59 % 2.49 % 

Table 12 determines that an overwhelming majority of the sample (81.59) percent 

experienced a moderate level of job satisfaction. Few employees in the pharmaceutical 

companies studied experienced low level of job satisfaction (2.49 percent), while a small 

percentage (15.92 percent) of the total sample felt a high level of job satisfaction. This 

finding is presented in Figure 7. 
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Figure 7: Percentage of High, Moderate and Low 
scorers on JSS (Total Sample) 
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Thus in the pharmaceutical companies in Goa, majority of employees have reported being 

moderately satisfied with their jobs. This perhaps could be because the job facets offered 

to the respondents by the pharmaceutical companies studied may just be modest enough 

to ensure moderate level of job satisfaction but not adequate enough to ensure a high job 

satisfaction. The job facets may not be meeting all the needs and aspirations of the 

respondents. The pharmaceutical companies in Goa therefore require to improve working 

conditions, job facets and work environments that will in turn make the majority of their 

employees experience high levels of job satisfaction. 

The findings of this study are supported by the research work done by scholars who found 

that majority of the employees experience moderate level of job satisfaction in their 

organizations (Rahad, 1995; Tyagi and Tripathi, 1996; Shinde, 1997; Pavani and Devi, 

2003; Suchitra and Devi, 2003; Hague, 2004). 
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5.4.1 Comparison in the Levels of Job Satisfaction Experienced in Indian and 

Multinational Pharmaceutical Companies in Goa 

A comparative study is subsequently made to determine the levels of job satisfaction of 

the respondents in IPCs and MPCs in Goa. The researcher first examined the levels of 

job satisfaction experienced by the respondents in IPCs (N=115) in Goa. Table 13 

highlights the levels of job satisfaction experienced by the repondents in IPCs (N=115) in 

Goa and the graphical presentation is shown in Figure 8. 

Table 13 

Percentage of High, Moderate and Low scorers on JSS for IPCs sample (N=115) 

High scorers Moderate scorers Low scorers 

Number 5 105 5 

Percentage 4.35 % 91.30 % 4.35 % 

The results illustrates that for the IPCs sample (N=115) a small percentage of respondents 

experience high and low levels of job satisfaction (4.35 percent), while majority of them 

experience moderate levels of job satisfaction (91.30 percent). Thus, in IPCs too, a 

majority of the respondents are moderately satisfied with their jobs. Perhaps the job facets 

provided in these companies may not be adequate enough to promote a high level of job 

satisfaction among a majority of employees. 
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Figure 8: Percentage of High, Moderate and 
Low scorers on JSS for IPCs (N=115) 
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Percentage of managers and workers in the IPCs experiencing different levels of job 

satisfaction 

Further the researcher was curious to find out the percentage of managers and workers in 

the IPCs experiencing different levels of job satisfaction. The results are revealed in Table 

14. 

Table 14 

Percentage of High, Moderate and Low scorers on JSS for 

IPCs managers and workers 

IPCs High scorers Moderate scorers Low scorers 

Managers (N=36) 13.89% 83.33% 2.78% 

Workers (N=79) 0% 94.94% 5.06% 

It can be observed from Table 14 that majority of the managers (83.33 percent) reported a 

moderate level of job satisfaction, while a small percentage of managers experienced high 
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level of job satisfaction (13.89 percent) and a very small percentage of managers 

experienced low level of job satisfaction (2.78 percent). Thus, the majority of managers in 

IPCs reported moderate satisfaction with their jobs. Overall, a large percent of managers 

are satisfied with their jobs while a small percent experience low level of job satisfaction 

in the lPC (N= 36) in Goa. 

Among workers in the IPCs (N=79), a majority of the respondents are moderately 

satisfied with their job (94.94 percent), while few of the respondents experience a low 

level of job satisfaction (5.06 percent). It is interesting to note that none of the workers 

studied experienced high level of job satisfaction. Studies by Islam (2003) and Sharma 

and Jyoti (2006) have reported similar findings. 

Thus the findings of the study demonstrate that majority of the respondents - managers 

and workers - in IPCs experience a moderate level of job satisfaction. Various researchers 

through their studies have supported this finding (Khaleque and Wadud, 1984; Khaleque 

and Rehman, 1987; Goyal, 1995; Hariharamahadevan and Amirtharajan, 1997; Panda, 

2001; Raj agopalrao, 2002-03; Maheshwari and Gupta, 2004). 

The moderate level of job satisfaction experienced by the majority of managers and 

workers in IPCs may be because the job facets and work environment may not be vibrant 

enough to enable most of them experience high levels of job satisfaction. The IPCs must 

therefore work upon improving the job facets and environment that will improve the 

levels of job satisfaction of their managers and workers. 
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Percentage of managers and workers in the MPCs experiencing different levels of 

job satisfaction 

The researcher further investigated the level of job satisfaction of the respondents 

(N=86), including those of managers and workers, in MPCs in Goa. Table 15 presents the 

percentage scores on JSS for the entire MPCs sample (N=86). 

Table 15 

Percentage of High, Moderate and Low scorers on JSS for MPCs sample (N=86) 

High scorers Moderate scorers Low scorers 

Number 27 59 0 

Percentage 31.40% 68.60% 

The results of Table 15 indicate that of the total sample in MPCs (N=86) majority of the 

respondents (68.60 percent) experienced a moderate level of job satisfaction, while a 

small percentage of respondents (31.40 percent) experienced a high level of job 

satisfaction. What is interesting to note is that in the MPCs sample (N=86) none of the 

respondents experienced low level of job satisfaction, which goes to show that the 

respondents in MPCs are quite satisfied with their jobs. One explanation perhaps could be 

that the MPCs create a work environment and provides job facets that enhance the level 

of job satisfaction of their employees. The Figure 9 is a graphically presentation of the 

results. 
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Figure 9: Percentage of High, Moderate and Low scorers 
on JSS for MPCs (N=86) 

0% 

A further analysis was made of the percentage of managers (N=46) and workers (N=40) 

experiencing different levels of job satisfaction in MPCs. The findings are indicated in 

Table 16. 

Table 16 

Percentage of High, Moderate and Low scorers on JSS for 

MPCs managers and workers 

MPCs High scorers Moderate scorers Low scorers 

Managers (N=46) 52.17% 47.83% 

Workers (N=40) 7.50% 92.50% 

From the above Table, it can be interestingly observed that none of the managers and 

workers in MPCs reported a low level of job satisfaction. In fact majority of the managers 

enjoy a high level of job satisfaction (52.17 percent), while others experienced a moderate 

level of job satisfaction (47.83 percent). Hence in MPCs, a majority of the managers are 
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highly satisfied with their jobs, which probably could be because most of the job facets 

perhaps satisfy their job expectations resulting in a high level of job satisfaction. 

In the case of workers too in MPCs (N=40) none of them experienced a low level of job 

satisfaction. Majority of them feel a moderate level of job satisfaction (92.50 percent) and 

a small percent of workers experienced a high level of job satisfaction (7.50 percent). 

Thus it can be said that in MPCs most of the workers enjoy a moderate level of job 

satisfaction. 

Goyal (1995), Sharma and Jyoti (2006) have pointed out that maximum numbers of 

workers in the private sector are satisfied with their jobs, thus supporting the finding of 

this study. 

Comparison in the levels of job satisfaction experienced in IPCs and MPCs in Goa 

Having illustrated the levels of job satisfaction experienced by the entire sample in IPCs 

(N=115) and MPCs (N=86) in Goa including that of managers and workers in the 

respective companies, the researcher drew a comparison the levels of job satisfaction 

experienced by the entire sample of IPCs (N=115) and MPCs (N=86) in Goa, including 

that of managers and workers in these companies. 

Table 17 shows the comparison of job satisfaction for the IPCs (N=115) and MPCs 

(N=86) samples. 
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Table 17 

Percentage of High, Moderate and Low Scorers on JSS 

for IPCs and MPCs in Goa 

Company High Scorers Moderate Scorers Low Scorers 

IPCs (N=115) 4.35% 91.30% 4.35% 

MPCs (N=86) 31.40% 68.60% 

The findings in the Table clearly reveals that the respondents in the MPCs experience a 

much higher level of job satisfaction (31.40 percent) compared to those in IPCs (4.35 

percent). Few respondents in the IPCs enjoy a high level of job satisfaction. Moreover 

none of the respondents in the MPCs sample experience a low level of job satisfaction 

and in the IPCs sample, those experiencing a low level of job satisfaction are only a small 

number (4.35 percent). However a greater majority of respondents in the IPCs (91.30 

percent) and MPCs (68.60 percent) experience moderate level of job satisfaction. It can 

be concluded that a majority of the respondents in the pharmaceutical industry in Goa 

experience moderate levels of job satisfaction job satisfaction. 

Furthermore, a comparison of the levels of job satisfaction for managers and workers in 

IPCs and MPCs in Goa was also studied and the results presented in Table 18. 
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Table 18 

Percentage of High, Moderate and Low Scorers on JSS for IPCs and MPCs 

Managers and Workers in Goa 

High Scorers Moderate Scorers Low Scorers 

IPCs Managers (N=36) 13.89% 83.33% 2.78% 

MPCs Managers (N=46) 52.17% 47.83% 

IPCs Workers (N=79) 94.94% 5.06% 

MPCs Workers (N=40) 7.50% 92.50% 

The results indicate that majority of the managers in MPCs experience a high level of job 

satisfaction (52.17 percent), while majority of the managers in IPCs (83.33 percent) 

experience moderate level of job satisfaction. While in MPCs none of the managers 

experience a low level of job satisfaction, in IPCs the percentage of managers 

experiencing low level of job satisfaction is also very low (2.78 percent). It can be 

observed that in IPCs just a few managers (13.89 percent) experience high level of joib 

satisfaction. 

Overall, it can be concluded that in the case of managers in MPCs majority of them 

experience high level of job satisfaction; while in IPCs majority of them experience 

moderate level of job satisfaction. The managers in MPCs seem to be more satisfied with 

their jobs compared to their counterparts in IPCs. 

For the workers, Table 18 illustrates that while none of the workers in MPCs experience 

low level of job satisfaction, in IPCs none of the workers experience high level of job 

satisfaction. In MPCs the percentage of workers highly satisfied with their jobs is very 
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small (7.50 percent). However a greater majority of workers in the IPCs (94.94 percent) 

and MPCs (92.50 percent) experience moderate level of job satisfaction. 

From Tables 17 and 18 it can be concluded that in MPCs, none of the respondents 

experience low level of job satisfaction and even in the IPCs, those experiencing low 

level of job satisfaction is small. Most of the respondents in pharmaceutical companies in 

Goa are moderately satisfied with their job. When comparing managers and workers in 

IPCs and MPCs on their levels of job satisfaction, it is found that managers in MPCs 

experience a higher level of job satisfaction than their fellow mates in IPCs and majority 

of workers in IPCs and MPCs have moderate level of job satisfaction. 

Thus the overall picture that unfolds on the level of job satisfaction in IPCs and MPCs in 

Goa is that majority of the respondents are moderately satisfied with their jobs. Hence it 

is important for the pharmaceutical companies to analyze the needs and aspirations of 

their employees and accordingly provide them with those job facets that will gratify these 

needs and aspirations. This would in turn bring about a higher level of job satisfaction, to 

a majority of employees in this industry. 

5.5 RELATIONSHIP BETWEEN LABOUR WELFARE FACILITIES PROVIDED 

AND JOB SATISFACTION EXPERIENCED IN PHARMACEUTICAL 

COMPANIES IN GOA 

Labour welfare facilities play a significant role in influencing the level of job satisfaction 

of employees. Studies on the relationship between labour welfare and job satisfaction 

have been done by various researchers (Rao, et. al., 1991; Goyal, 1995; Agnihotri, 2002; 

Srivastava, 2004). This created an interest in the researcher to find out if there is a 
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relationship between labour welfare and job satisfaction in the pharmaceutical companies 

in Goa. This gave rise to the null hypothesis Ho3. 

Ho3: There is no significant relationship between labour welfare facilities provided 

and the level of job satisfaction in pharmaceutical companies in Goa. 

To test this hypothesis and determine the relationship between labour welfare and job 

satisfaction, Pearson's coefficient of correlation was used. Table 19, brings out the 

correlation between labour welfare and job satisfaction in pharmaceutical companies in 

Goa. 

Table 19 

Correlation between LWI scores and JSS scores for total sample (N=201) 

Job Satisfaction Labour Welfare 

Job Satisfaction 1.00 0.662** 

Labour Welfare - 0.662** 1.00 

** correlation is significant at the 0.01 level (2-tailed) 

The findings in Table 19 indicate a significant positive correlation between labour welfare 

and job satisfaction. Labour welfare is positively and significantly correlated with job 

satisfaction at the 0.01 level, wherein the correlation coefficient is 0.662. It implies that an 

increase in the labour welfare facilities in pharmaceutical companies in Goa will lead to a 

significant increase in the level of job satisfaction of the employees. As labour welfare 

amenities increases in the pharmaceutical companies in Goa the level of job satisfaction of 

their employees will also increase significantly. Thus if the pharmaceutical companies want 

to increase the level of job satisfaction of their employees then they need to pay attention to 

the labour welfare facilities provided to them. 
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Research studies that lend support to this finding include those done by Srivastava (1989), 

Rao, et. al. (1991), Mishra (1992), Goyal (1995), Agnihotri, (2002), Srivastava (2004), Sinha 

and Singh (1995), and Maheshwari and Gupta (2004). 

Since there is a significant positive correlation between labour welfare and job satisfaction, 

the null hypothesis Ho3 which states that there is no significant relationship between labour 

welfare facilities provided and the level of job satisfaction in pharmaceutical companies in 

Goa is not accepted. 

5.6 CONCLUSIONS 

From the deliberations in this chapter, it can be summarized that the study drew a comparison 

between Indian and multinational pharmaceutical companies in Goa on the labour welfare 

facilities provided and the job satisfaction experienced by the respondents in these 

companies. The findings in this chapter have lead to the following conclusions. 

• The labour welfare facilities provided by MPCs is significantly different from 

those provided by IPCs. Labour welfare facilities offered by MPCs to their 

employees were significantly superior to those provided to their counterparts in 

IPCs. 

• On all eight dimensions of the LWI there was a significant difference observed 

between IPCs and MPCs in Goa. The respondents in the MPCs perceived these 

dimensions to be significantly better provided than perceived by their fellow= 

mates in IPCs. Thus those working in MPCs identify the various labour welfare 
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facilities offered to them to be much better than that received by their counterparts 

in IPCs in Goa. 

• In the case of managers in IPCs and MPCs, a statistically significant difference 

was found on the labour welfare facilities provided to the mangers in these 

companies. Managers in MPCs perceived their welfare facilities to be 

significantly better than that perceived by their fellow-beings in IPCs. 

• For the workers as well, the findings revealed that there was a statistically 

significant difference in the labour welfare facilities provided to workers in IPCs 

and MPCs in Goa. It was brought to light that workers in MPCs perceived the 

labour welfare facilities offered to them as far superior than those perceived by the 

workers in IPCs in Goa. 

• Another observation made from the findings was the significant difference in the 

level of job satisfaction of the respondents in IPCs and MPCs in Goa. Those 

working in MPCs were at a significantly higher level of job satisfaction than those 

in IPCs. 

• On all the seven dimensions of the JSS the MPCs sample experienced a 

significantly higher level of satisfaction than their counterparts in the IPCs. 

• The job satisfaction between managers in IPCs and MPCs in Goa revealed a 

statistically significant difference. Managers in MPCs experienced a significantly 

higher level of job satisfaction than managers in IPCs. 
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• In the case of workers in IPCs and MPCs in Goa there was a statistically 

significant difference in the job satisfaction experienced by them. Overall the 

MPCs workers are significantly more satisfied with their job than their IPCs 

counterparts. 

• In IPCs as well as MPCs a majority of the respondents were found to be 

moderately satisfied with their jobs. Except for a majority of managers in MPCs 

who experienced a high level of job satisfaction, the rest of managers and workers 

in these companies showed moderate levels of job satisfaction. Another 

interesting aspect of job satisfaction in IPCs and MPCs was that none of the 

managers and workers in MPCs experienced a low level of job satisfaction, while 

in IPCs none of the workers felt a high level of job satisfaction, as for managers 

very few of them showed high levels of job satisfaction. 

• The study brought to light the positive significant relationship between labour 

welfare and job satisfaction in pharmaceutical companies in Goa. An increase in 

labour welfare is likely to increase the level of job satisfaction of employees in 

pharmaceutical companies in Goa. 
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CHAPTER VI 

INFLUENCE OF THE LABOUR WELFARE DIMENSIONS ON JOB 

SATISFACTION IN INDIAN PHARMACEUTICAL COMPANIES AND 

MULTINATIONAL PHARMACEUTICAL COMPANIES IN GOA 

6.1 INTRODUCTION 

Labour welfare implies the setting up of minimum desirable standards and the provision 

of welfare facilities like health, food, clothing, housing, medical assistance, education, 

insurance, job security, recreation and other such facilities that enable the employees to 

lead a good work, family and social life. 

According to Srivastava (2004) if the environment of the organization helps in satisfying 

various needs of the employees, they develop pro or favourable attitude towards the job, 

organization and finally towards the management. The provision of labour welfare 

facilities develops a positive attitude among employees that not only enhances the 

effectiveness of the organization, but also is desirable for their own sake. Thus providing 

labour welfare facilities positively influences the job satisfaction of employees. 

The proper organization and administration of labour welfare facilities can play a vital 

role in promoting better working conditions and standard of living for industrial workers, 

as well as enhance their job satisfaction, especially in developing countries. 

In the previous chapter it was observed that labour welfare has a significant positive 

correlation with job satisfaction. Implying that as labour welfare facilities increase the 
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level of job satisfaction of employees in pharmaceutical companies in Goa are likely to 

increase. There may be some dimensions of labour welfare that could influence the job 

satisfaction of employees, which employers may need to pay attention to. The researcher 

was thus curious to study the influence of the dimensions in the labour welfare inventory 

(LWI) that influence the job satisfaction of employees in the pharmaceutical companies in 

Goa. 

The present chapter intends to focus on: 

> Investigating those dimensions of the LWI that influence the level of job 

satisfaction of employees in Indian and multinational pharmaceutical companies 

in Goa. 

> Highlight the significant difference in the statutory and non-statutory labour 

welfare facilities in the Indian and multinational pharmaceutical companies in 

Goa. 

> Examine the influence of the statutory and non-statutory labour welfare facilities 

as predictors of job satisfaction in the pharmaceutical companies in Goa. 

Accordingly the researcher, in this chapter has made an attempt to study and determine 

the influence of the dimensions in the Labour Welfare Inventory on the level of job 

satisfaction of employees in Indian and multinational pharmaceutical companies in Goa 

and also to examine whether the statutory or non-statutory labour welfare facilities are a 

predictor of job satisfaction in these companies. 
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The null hypotheses Ho4 and Ho5 were accordingly framed. 

Ho4: The dimensions in the labour welfare inventory do not influence the job 

satisfaction of employees in Indian pharmaceutical companies and 

multinational pharmaceutical companies in Goa. 

Ho5: The statutory labour welfare facilities are not a predictor of job satisfaction 

than non-statutory labour welfare facilities in the pharmaceutical companies 

in Goa. 

The eight dimensions in the LWI include education/training, recreation, medical, 

subsidized loans, canteen, housing, safety, and others (uniforms, water facilities, toilets, 

retirement benefits, workman's compensation, rest rooms, bonus, travelling allowance, 

leave facilities and crèche). These labour welfare dimensions were categorized into 

statutory and non—statutory labour welfare facilities. In accordance with the Factories Act 

(1948) the statutory labour welfare facilities includes medical facilities, canteen, safety 

and others; and the non-statutory labour welfare facilities incorporates education/training, 

recreation, subsidized loans, and housing. 
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6.2 INFLUENCE OF THE DIMENSIONS OF LABOUR WELFARE ON THE 

LEVEL OF JOB SATISFACTION OF EMPLOYEES IN INDIAN 

PHARMACEUTICAL COMPANIES AND MULTINATIONAL 

PHARMACEUTICAL COMPANIES IN GOA 

The null hypothesis Ho4 states that the dimensions of the labour welfare inventory do not 

influence the job satisfaction of employees in Indian pharmaceutical companies and 

multinational pharmaceutical companies in Goa. To test the null hypotheses, a correlation 

matrix between job satisfaction and labour welfare dimensions, and within the labour 

welfare dimensions was constructed as shown in Table 24. This was followed by running 

the multiple regression analysis. The findings in the correlation matrix would explain 

those dimensions in the LWI that are significantly correlated with job satisfaction of 

employees in the pharmaceutical companies in Goa. The multiple regression analysis 

would identify those labour welfare dimensions that influence job satisfaction. 

The results of the correlation matrix are reported in Table 20. 
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• • 	 • 
Table 20 

• correlation Matrix of JOD Sausracnon ana Lanour Welfare uimensions • 

JS 

Total 

Education & 

Training Recreation Medical 

Subsidised 

Loans Canteen Housing Safety Others MNC Staff Age Sex Experience 

JS Total Pearson 
Correlation 1 

- 
.610 

.. 
.512 

.. 
.506 .462

..  
.571 

.. 
.510" .509 .. .571 .. .541 

. 
.556 . .345.. .041 .263 

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .566 .00( 

N 201 201 201 201 201 201 201 

.598 

 

201 201 201 201 201 201 20 

Education & 

Training 

Pearson 
Correlation .- 610 1 

. . 
.886 .652**  .420**  .583-  .716

..  
.679

..  
.593

..  .. 
.423 

.. 
.263 

. 
.179 .064 .06! 

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .011 .367 .33 

N 201 201 201 201 201 201 201 201 201 201 201 201 201 20 

Recreation 
Pearson 
Correlation - .512 .886 1 .697**  .548**  ** .757.. 

. 
.612 

 . .. 
.608 

. 
.351 .215 .157 .078 .03 

Sig. (2-tailed) ,  .000 .000 .000 .000 .000 .000 .000 .000 .000 .002 .026 .272 .66: 

N 201 201 201 201 201 201 201 201 201 201 201 201 201 20 

Medical 
Pearson 
Correlation .506-  

.. 
.652 

.. 
.697 1 

.. 
.540 

.. 
.555 

.. 
.620 

.. 
.644 

.. 
.583 

.. 
.387 .200 

..  
.158 .030 .0S 

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .004 .025 .670 .41 

N 201 201 201 201 201 201 201 201 201 201 201 201 201 20 

Subsidised 

Loans 

Pearson 
Correlation .462-  .420**  .54-e .540 1 .580**  .575** ** .357 ** .486 ** .418 .234-  .214**  .061 .16z 

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .001 .002 .393 .02 ,  

N 201 201 201 201 201 201 201 201 201 201 201 201 201 20 

Canteen 
Pearson 
Correlation 

.. 
.571 

.. 
.583 

.. 
.598 

.. 
.555 

.. 
.580 1 

. 
.583 

.. 
.425 

.. 
.582 

.. 
.547 

.. 
.265 .138 .077 .08 

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .051 .279 .25: 

N 201 201 201 201 201 201 201 201 201 201 201 201 201 20 

Housing 
Pearson 
Correlation - .510 

.. 
.716 

.. 
.757 

- 
.620 

.. 
.575 

- 
.583 1 ** .504 

.. 
.565 .390 

.. 
.220 .072 .117 -.03' 

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .002 .312 .099 .58: 

N 201 201 201 201 201 201 201 201 201 201 201 201 201 20 



JS 

Total 

Education & 

Training Recreation Medical 

Subsidised 

Loans Canteen Housing Safety Others MNC Staff Age Sex Ex p eriencE 

Safety 

	  N 

Pearson 
Correlation .509 .679" .612 .644..  .357..  .425-  .504 1 .626 .316 .325..  .160.  -.035 .06 ,  

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .023 .619 .35 

201 201 201 201 201 201 201 201 201 201 201 201 201 20 

Others 

	  N 

Pearson 
Correlation .571 ..  .593-  .608-  .583..  .486 .582.*  .565..  .626-  1 .354 .313..  .272..  -.009 .195 

Sig. (2-tailed)  .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .903 .001 

201 201 201 201 201 201 201 201 201 201 201 201 201 20 

MNC 

	  N 

Pearson 
Correlation  .541 ..  .423 .351" .387..  .418 .547 .390-  .316 .354-  1 .223..  .051 -.095 .09.  

Sig. (2-tailed)  .000 .000 .000 .000 .000 .000 .000 .000 .000 .001 .471 .178 .19( 

201 201 201 201 201 201 201 201 201 201 201 201 201 20 

Staff 

	  N 

Pearson 
Correlation  .556-  .263-  .215 .200 .234 .265-  .220-  .325.*  .313-  .223..  1 .326-  .000 .275 

Sig. (2-tailed)  .000 .000 .002 .004 .001 .000 .002 .000 .000 .001 .000 .990 .00 ,  

201 201 201 201 201 201 201 201 201 201 201 201 201 20 

Age 

	  N 

Pearson 
Correlation  .345..  .179.  .157.  .158.  .214 .138 .072 .160.  .272 .051 .326 1 -.204 .894 

Sig. (2-tailed)  .000 .011 .026 .025 .002 .051 .312 .023 .000 .471 .000 .004 .00( 

201 201 201 201 201 201 201 201 201 201 201 201 201 20 

Sex 

	  N 

Pearson 
Correlation  .041 .064 .078 .030 .061 .077 .117 -.035 -.009 -.095 .000 -.204-  1 -.303 

Sig. (2-tailed)  .566 .367 .272 .670 .393 .279 .099 .619 .903 .178 .990 .004 .00,  

201 201 201 201 201 201 201 201 201 201 201 201 201 20 

Experience 
Pearson 
Correlation  .263..  .069 .031 .058 .164.  .081 -.039 .066 .195..  .093 .275..  .894..  -.303..  

Sig. (2-tailed)  .000 .331 .662 .417 .020 .252 .582 .355 .006 .190 .000 .000 .000 

N 201 201 201 201 201 201 201 201 201 201 201 201 201 20 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 



From the above Table it can be observed that all the eight labour welfare dimensions are 

positively and significantly correlated with job satisfaction at the 0.01 level. This implies 

that an increase in any of the labour welfare dimensions is likely to significantly increase 

job satisfaction of employees (N=201) in the pharmaceutical companies in Goa. For 

instance an increase in education/training will significantly increase the job satisfaction of 

the employees. Similarly any increase in recreation facilities, medical facilities, 

subsidized loans, canteen, safety, housing, safety, and others would have a significant 

influence on the job satisfaction of employees (N=201) in these companies in Goa. Thus 

any effort made by the management of pharmaceutical companies in Goa to increase any 

labour welfare measure would significantly increase the job satisfaction of their 

employees. 

Though these eight labour welfare dimensions are significantly correlated to job 

satisfaction, it does not mean that all of them are independent of each other. This can be 

observed from the correlation matrix, where the eight dimensions of labour welfare are 

highly correlated with each other. For example education/training is significantly 

correlated with the other seven labour welfare dimensions at the 0.01 level. Likewise 

recreation has a significant correlation with the rest of the dimensions of labour welfare. 

This could be said for all the labour welfare dimensions that they are highly correlated to 

each other at the 0.01 level of significance. 

This is but natural because each of these eight dimensions is indeed a composite labour 

welfare measure. These are the labour welfare facilities that employers provide and that 

employees expect to receive. An employee who receives good education/training would 

also like to acquire better recreation facilities, medical facilities, more subsidized loans, 
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improved canteen facilities, housing, safety measures and others. This goes for each of 

the other labour welfare dimensions as well, which reveals that each of the labour welfare 

dimensions are significantly correlated with one another. These are very strongly 

correlated and so they are not independent variables by themselves. It means that the so-

called independent variables are not really independent. 

This is an indication of a multi-collinearity problem, which could make the findings of 

the study unreliable and lead to large standard errors of the estimators. The problem of 

multi-collinearity was further realized when a multiple regression was run with job 

satisfaction as the dependent variable and the dimensions of labour welfare as the 

independent variables. The results of which are revealed in Table 21. A glance at the 

Table confirms that there is a multi-collinearity problem, since the value of the R 2  is very 

high (R2  = 0.67) but quite a few of the coefficients of labour welfare are not statistically 

significant at the 0.05 level (medical facilities, subsidized loans, canteen, housing and 

safety). The rule of thumb is that if the correlation between the regressors is significant, 

and if the R2  is high but quite a few of the coefficients are not statistically significant, it is 

a sign of a multi-collinearity problem (Gujarati, 2004). 

Table 21 

Multiple Regression Analysis for Multi-collinearity 

Model Summary 

Model R R Square 
Adjusted R 

Square 
Std. Error of 
the Estimate 

1 .823 a  .678 .656 10.308 
a. Predictors: (Constant), StaffMPCs, Gender, Age, Staff, MPCs, 
Recreation, Subsidised Loans, Safety, Canteen, Others, Medical, 
Housing, Education / Training 
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ANOVAb  

Model 
Sum of 
Squares df Mean Square F Sig. 

1 	Regression 

Residual 

Total 

41822.148 

19868.847 

 61690.995 

13 

187 

200 

3217.088 

106.251 

30.278 .000a  

a. Predictors: (Constant), StaffMNC, Gender, Age, Staff, MPCs, Recreation, Subsidised 
Loans, Safety, Canteen, Others, Medical, Housing, Education/Training 

b. Dependent Variable: JS Total 

Coefficient? 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 	(Constant) 30.766 6.476 4.751 .000 

Staff 14.559 2.283 .408 6.376 .000 

Gender 2.561 1.575 .072 1.626 .106 

Age .271 .102 .127 2.649 .009 

Education / Training 1.300 .341 .407 3.808 .000 

Recreation -.789 .299 -.284 -2.639 .009 

Medical .325 .312 .069 1.043 .298 

Subsidised Loans .131 .215 .038 .612 .542 

Canteen .272 .257 .068 1.061 .290 

Housing .211 .225 .067 .938 .349 

Safety -.016 .322 -.003 -.049 .961 

Others .374 .151 .158 2.475 .014 

MP Cs 11.650 2.433 .329 4.789 .000 

StaffMPCs -7.468 3.213 -.179 -2.324 .021 

a. Dependent Variable: JS Total 

To alleviate this problem of multi-collinearity the researcher tried many specifications 

with different combinations of the labour welfare dimensions. This finally led to selecting 
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education/training, and others (uniform, water facilities, toilets, retirement benefits, 

compensation, rest-rooms, bonus, travelling allowance, crèche and leave facilities) as the 

labour welfare dimensions, since their coefficients were highly significant at the 0.01 

level and are thus indicative of influencing job satisfaction. Other independent variables 

such as the dummy variables MPCs (Di), gender (D2), staff (D3) and age were also 

selected because of their high significant coefficients (0.01 level), which are also 

suggestive of them influencing job satisfaction. These independent variables together 

would probably be able to explain the maximum variance in job satisfaction. The other 

independent variables (recreation, medical, subsidized loans, canteen, housing, safety and 

stsff MPCs) were dropped because their coefficients were not found to be significant in 

influencing job satisfaction or were found to be highly correlated with education/training 

and others. Similar method has been used by researchers in earlier studies (Joshi and 

Sharma, 1997; Bhargava and Kelkar, 2000; Afza, 2005; and Randhawa, 2005). 

After having selected the independent variables that were indicative of influencing job 

satisfaction the researcher once again used the multiple regression analysis to test the null 

hypothesis Ho4, the results of which unfold in Table 22. 
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Table 22 

Influence of Labour Welfare Dimensions on Job Satisfaction of Employees in Indian 

and Multinational Pharmaceutical Companies in Goa 

Model Summary 

Model R R Square 
Adjusted R 

Square 
Std. Error of the 

Estimate 

I .807a  .652 .641 10.524 

a. Predictors: (Constant), MPCs, Age, Gender, Staff, Others, 
Education/Training 

ANOVAb  

Model Sum of Squares df Mean Square F Sig. 

I 	Regression 

Residual 

Total 

40203.393 

21487.602 

61690.995 

6 

194 

200 

6700.566 

110.761 

60.496 .000a  

a. Predictors: (Constant), MPCs, Age, Gender, Staff, Others, Education 
/Training 

b. Dependent Variable: JS 
Total 

Coefficient? 

Model 	' 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

I 	(Constant) 37.530 4.636 8.095 .000 

Education /Training .862 .177 .270 4.872 .000 

Others .392 .130 .165 3.008 .003 

Age .321 .101 .150 3.191 .002 

MPCs 10.530 1.708 .297 6.165 .000 

Gender 3.008 1.575 .084 1.910 .058 

Staff 11.316 1.674 .317 6.761 .000 

a. Dependent Variable: JS Total 
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Based on Table 22 the following multiple regression model emerges. 

a+ x + 132  X 2 + 133 X 3+134 Di+ 135 D2+ 6 D3 + 

Y 	= Dependent variable (job satisfaction) 

a 	= Constant term 

RI 132 • • 136 = Regression coefficient 

X1 X2 	= Dimensions of labour welfare 

X1 	= Education / training 

X 2 	= Others 

X 3 	= Age 

Di 	= 1 for MPCs 

0 for IPCs 

D2 	 = 1 for Female 
0 for Male 

D3 	 = 1 for Manager 
0 for Worker 

c 	 = Error term 

The regression equation is 

Y= 37.5 + .86 X1+ .39 X2+.32 X3+ 10.5 D1+ 3 D2+ 11.3 D3 
	

( 1 ) 
Adjusted R2  = 0.64 

N=201 

For MPCs the regression equation is: 	 (1.1) 

Y(Dt= 1)=48+ .86 Xi+.39 X2+.32 X3+3 D2+11.3 D3 

For IPCs the regression equation is: 	 (1.2) 

Y(D1=0)=37.5 +.86 X1+.39 X2+.32 X3+3 D2+11.3 D3 
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Table 22 and equation (1) emphasize that the coefficients education/training (X 1 ) and 

others (X2) influence job satisfaction. The findings show that a one unit increase in 

education/training is likely to increase the level of job satisfaction of respondents in IPCs 

and MPCs by 86 percent, while a one unit increase in others is most likely to increase the 

level of job satisfaction in these companies by 39 percent. Moreover the standardized 

coefficient of education/training (0.27) is higher than that of others (0.16). This signifies 

that education/training has a higher influence on job satisfaction than others. Furthermore 

the coefficients of education/training (X i ) and others (X2) are statistically significant at 

the 0.01 level as can be observed from their respective t-values. Thus the null hypothesis 

Ho4, which states that the dimensions in the labour welfare inventory do not influence the 

job satisfaction of employees in Indian pharmaceutical companies and multinational 

pharmaceutical companies in Goa is not accepted. 

Researchers have found labour welfare dimensions to influence the job satisfaction of 

employees (Joshi and  Sharma, 1997; KirissIi et. al., 1992; Khan and Robertson, 1992; 

Rahman et. al., 1995; Sinha and Singh, 1995; Rao et. al., 2002) 

Given that the labour welfare dimensions of education/training and others influence the 

job satisfaction of respondents in the pharmaceutical companies in Goa, a glimpse at 

regression equations (1.1) and (1.2) indicates that there is a difference in the level of job 

satisfaction in IPCs and MPCs in Goa. The intercept of MPCs is much higher than that of 

IPCs signifying that the respondents in MPCs enjoy a higher level of job satisfaction than 

their counter parts in IPCs in Goa. 
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Moreover the adjusted R 2  is 0.64. This indicates that 64 percent of the variance in the 

perceived level of job satisfaction is explained by the independent variables. This makes 

the model a good fit. 

It can be concluded from the above discussion that there is a difference in the dimensions 

of the labour welfare inventory - education/training and others - that influence the job 

satisfaction of employees in Indian pharmaceutical companies and multinational 

pharmaceutical companies in Goa. The labour welfare dimension education/training has 

more influence on job satisfaction than others. 

6.3 PREDICTORS OF JOB SATISFACTION IN PHARMACEUTICAL 

COMPANIES IN GOA: STATUTORY AND NON-STATUTORY LABOUR 

WELFARE FACILITIES 

Organizations are becoming more aware of the importance of providing labour welfare 

facilities. The Government has enforced various labour welfare laws, so that the industrial 

worker can enjoy better working and living conditions and is happy in the organization. 

The labour welfare facilities provided in an organization are statutory and non-statutory in 

nature. Which of these labour welfare amenities — statutory/non-statutory — is a predictor 

of job satisfaction needs to be investigated. In this study the labour welfare dimensions in 

the LWI have been classified into statutory and non-statutory labour welfare facilities. 

Medical facilities, canteen, safety and others are the statutory welfare facilities and 

education/training, recreation, subsidized loans, and housing are the non-statutory labour 

welfare facilities. 
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The present research therefore is an attempt to examine whether the statutory labour 

welfare facilities are a predictor of job satisfaction than the non-statutory labour welfare 

facilities in the pharmaceutical in Goa. This lead to framing the null hypothesis Ho5, 

which states that the statutory labour welfare facilities are not a predictor of job 

satisfaction than non-statutory labour welfare facilities in pharmaceutical companies in 

Goa. 

To test this hypothesis, first the test of significance, t-test was done, which would 

determine the existence of a significant difference between the statutory labour welfare 

facilities (SLWF) and the non- statutory labour welfare facilities (NSLWF) in IPCs and 

MPCs in Goa and then the regression analysis run that would specify whether the SLWF 

or the NSLWF are a predictor of job satisfaction in these companies. 

Table 23 illustrates the difference in the SLWF and NSLWF for IPCs in Goa. 

Table 23 

Difference in the Statutory and Non-Statutory Labour Welfare Facilities 

in Indian Pharmaceutical Companies in Goa 

Mean N Std. Deviation Std. Error Mean 

Statutory 85.2870 115 12.83756 1.19711 

Non-Statutory 44.7391 115 14.41617 1.34432 

Paired Differences 

t df 

Sig. 
(2- 

tailed) Mean SD 

Std. 
Error 
Mean 

95% Confidence 
Interval of the 

Difference 

Lower Upper 

Statutory 
Non-Statutory 

4.05478E1 10.58818 .98735 38.59189 42.50376 41.067 114 .000 
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From Table 23 it can be realized that for the IPCs in Goa there is a difference in the 

provision of SLWF and NSLWF and this difference is statistically significant at the 0.01 

level, as the t-value is 41.067 (P<0.01). It implies that the SLWF are provided to a 

significantly greater extent than the NSLWF in IPCs in Goa. 

Furthermore when the test of significance was extended to the MPCs in Goa the results 

were found to be similar. The MPCs too demonstrated a significant difference in the 

SLWF and NSLWF. This can be observed in Table 24. 

Table 24 

Difference in the Statutory and Non-Statutory Labour Welfare Facilities 

in Multinational Pharmaceutical Companies in Goa. 

Mean N Std. Deviation Std. Error Mean 
Statutory 1.0069E2 86 15.54520 1.67628 

Non-Statutory 62.5000 86 20.50351 2.21095 

Paired Differences 

t df 

Sig. 
(2- 
tailed) Mean SD 

Std. 
Error 
Mean 

95% Confidence 
Interval of the 

Difference 
Lower Upper 

Statutory 
Non- 
Statutory 

3.81860E1 12.46124 1.34373 35.51435 40.85774 28.418 85 .000 

The Table illustrates that in MPCs there is a statistically significant difference in the 

SLWF and the NSLWF at the 0.01 level, the t-value being 28.418 (P<0.01). This means 

that the SLWF are significantly better provided to the employees than the NSLWF in 

MPCs in Goa. 

Pr' 
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From the findings of the above two Tables 23 and 24 it can be concluded that in IPCs and 

MPCs in Goa it is the SLWF that are significantly superior than the NSLWF. This could 

perhaps be because these pharmaceutical companies take utmost care to provide those 

labour welfare facilities that are mandatory and required by the law. They offer their 

employees SLWF to a greater extent than NSLWF because they probably do not want to 

get on the wrong side of the law and get into any litigation. Thus the SLWF are provided 

to a greater extent than the NSLWF in IPCs and MPCs in Goa. The pharmaceutical 

companies in Goa therefore follow the Policing theory of labour welfare, wherein the 

management provides labour welfare facilities under the fear of punishment by the State. 

The labour welfare facilities provided has become a legal /statutory responsibility of the 

employer. 

Having found that there is a statistically significant difference in the SLWF and NSLWF 

in IPCs and MPCs in Goa, the researcher was curious to investigate whether the SLWF or 

the NSLWF are a predictor of job satisfaction in pharmaceutical companies in. Goa. To 

test the null hypothesis Ho5, which states that the statutory labour welfare facilities are 

not a predictor of job satisfaction than non-statutory labour welfare facilities in 

pharmaceutical companies in Goa, the multiple regression analysis was applied. The 

results of the same are revealed in Table 25. 
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Table 25 

Statutory and Non-Statutory Labour Welfare Facilities as Predictor of 

Job Satisfaction of Employees in Pharmaceutical Companies in Goa 

Model Summary 

Model R R Square 
Adjusted R 

Square 
Std. Error of 
the Estimate 

I .802a  .644 .633 10.646 

a. Predictors: (Constant), Age, MPCs, Gender, Staff, 
Non-Statutory labour welfare facilities, Statutory labour welfare 
facilities. 

ANOVAb  

Model Sum of Squares df Mean Square F Sig. 

I 	Regression 

Residual 

Total 

39703.542 

21987.453 

61690.995 

6 

194 

200 

6617.257 

113.337 

58.385 .000a  

a. Predictors: (Constant), Age, MPCs, Gender, Staff, Non-Statutory 
labour welfare facilities, Statutory labour welfare facilities 

b. Dependent Variable: JS Total 

Coefficient? 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

I 	(Constant) 

Non-Statutory 

Statutory 

Age 

MPCs 

Gender 

Staff 

33.296 5.794 5.746 .000 

.143 .067 .158 2.131 .034 

.276 .084 .251 3.293 .001 

.335 .101 .157 3.320 .001 

9.853 1.781 .278 5.533 .000 

2.893 1.605 .081 1.802 .073 

11.225 1.699 .315 6.607 .000 

a. Dependent Variable: JS Total 
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Based on Table 25 the following multiple regression model emerges. 

Y= a+ x + 132  X 2 + 133 X 3+ fit D i + 135  D2+ 6 D3 + E 

Y 	 = Dependent variable (job satisfaction) 

a 	= Constant term 

13 1 132 • • ••• 	= Regression coefficient 

X 	= Non-statutory labour welfare facilities 

X 2 	= Statutory labour welfare facilities 

X 3 	= Age 

Di 	 = 1 for MPCs 
0 for IPCs 

D2 	 = 1 for Female 
0 for Male 

D3 	 = 1 for Manager 
0 for Worker 

= Error term 

The regression equation is 

Y= 33.2 +.14 X1+.27 X 2 +.33 X3+ 9.8131+ 2.8 D2 + 11.2 D3 	 (2) 

Adjusted R2  = 0.63 
N=201 

For MPCs the regression equation stands as: 	 (2.1) 

Y(Di= 1)=43 + .14 Xl+.27 X2 +.33 X3 + 2.8 D2 +11.2D3 

For 1PCs the regression equation is: 	 (2.2) 

Y (Di= 0) = 33.2 + .14 X 1+ .27 X 2 + .33 X 3 + 2.8 D2+ 11.2 D3 



From Table 25 and regression equation (2) it is obvious that the SLWF (X 2) is a predictor 

of job satisfaction than the NSLWF (Xi) in the pharmaceutical companies in Goa. This is 

because a one unit increase in the SLWF is likely to increase the job satisfaction of the 

respondents in the pharmaceutical companies by 27 percent, while a one unit increase in 

the NSLWF is likely to increase the job satisfaction of the respondents in these companies 

by 14 percent. Moreover in the pharmaceutical companies the SLWF have a better 

influence on job satisfaction than the NSLWF, as the standard coefficient of SLWF (0.25) 

is greater than the standard coefficients of NSLWF (0.15). This signifies that the SLWF 

have a larger influence on job satisfaction than the NSLWF in the pharmaceutical 

companies in Goa. Since the SLWF are a better predictor of job satisfaction than non-

statutory labour welfare facilities in pharmaceutical companies in Goa the null hypothesis 

Ho5 is not accepted. 

While comparing the IPCs and MPCs in Goa, the regression equations (2.1) and (2.2) 

specify that the MPCs in Goa experience a higher level of job satisfaction than the IPCs, 

given that the SLWF are a better predictor of job satisfaction than the NSLWF. This can 

be noticed from the intercepts of the MPCs, which is higher than that of IPCs. 

Moreover the adjusted R2  is 0.63, which makes the regression a good fit, since 63 percent 

of the variance in the perceived level of job satisfaction is explained by the independent 

variables. 

To conclude it can be said that the SLWF are a predictor of job satisfaction than NSLWF 

in pharmaceutical companies in Goa. It is thus important that if the employers of 

pharmaceutical companies want to further increase the level of job satisfaction level of 
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their employees then they need to pay special attention to the SLWF which have emerged 

as a predictor of job satisfaction of employees than NSLWF. 

6.4 CONCLUSIONS 

In this chapter the researcher analyzed the influence of the dimensions of labour welfare 

on the job satisfaction of employees in IPCs and MPCs in Goa. The statutory/non-

statutory labour welfare facilities as a predictor of job satisfaction in pharmaceutical 

companies was also observed. Based on the findings in this chapter the following 

conclusions can be drawn: 

■ The eight dimensions of labour welfare were positively and significantly 

correlated with job satisfaction. An increase in any of the labour welfare 

dimensions would significantly increase job satisfaction of employees in the 

pharmaceutical companies in Goa. If the pharmaceutical companies improve the 

welfare facilities for their employees then the job satisfaction of their employees 

would greatly increase. 

■ Two labour welfare dimensions - education/training, and others — were found to 

be indicative of influencing job satisfaction. Education/training were more 

influential in influencing the job satisfaction of employees than others in the IPCs 

and MPCs in Goa. 

■ There was a significant difference between the SLWF and NSLWF provided in 

the IPCs and MPCs in Goa. The SLWF emerged as significantly better provided 

than the NSLWF in both the IPCs and MPCs in Goa. 
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■ The SLWF emerged as a better predictor of job satisfaction than NSLWF in the 

pharmaceutical companies in Goa. The SLWF influenced the job satisfaction of 

employees to a greater extent than NSLWF in these companies. 

■ The employees in MPCs were found to experience a higher level of job 

satisfaction that their fellow mates in 1PCs, given the labour welfare facilities, 

including the SLWF and NSLWF. The IPCs need to therefore work towards 

increasing the job satisfaction of their employees. 
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CHAPTER VII 

PERSONAL VARIABLES AND JOB SATISFACTION 

7.1 INTRODUCTION 

The success of any company depends on its human resources. If proper care is taken of 

human resources and they are kept satisfied, then the other resources including machines, 

material and money will be utilized efficiently. Human resources can be defined as the 

energies, skills, talents and knowledge of people, which potentially can, and should be 

applied, to the production of goods and services. In an organization it is important to 

provide opportunities that will improve the knowledge, skills and competencies of 

employees that will lead to both their personal and professional gain. Human resources in 

an organization have their own personal characteristics. These personal characteristics 

refer to biosocial variables such as age, gender, marital status, education, length of 

service, and income. The job satisfaction of employees is to a large extent affected by 

these personal variables. The researcher was curious to investigate the influence of 

personal variables on job satisfaction. 

The present chapter analyzes the influence of personal variables - gender, age and 

experience - on the job satisfaction of employees in pharmaceutical companies in Goa. 

■ Influence of gender of employees on job satisfaction in pharmaceutical companies 

(IPCs and MPCs) in Goa. 

■ Influence of gender on job satisfaction of managers and workers in IPCs and 

MPCs in Goa. 
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■ Relationship between age and job satisfaction of employees in pharmaceutical 

companies (IPCs and MPCs) in Goa. 

■ Relationship between experience and job satisfaction of employees in 

pharmaceutical companies (IPCs and MPCs) in Goa. 

7.2 INFLUENCE OF GENDER ON JOB SATISFACTION OF EMPLOYEES IN 

PHARMACEUTICAL COMPANIES IN GOA 

In today's times gender specific roles are becoming less rigid. Men and women are 

crossing the boundaries of gender specific employment and competing with each other on 

an equal footing. In the pharmaceutical companies in Goa males and females work 

together as managers, supervisors, executives, analysts, technicians and so on. Males and 

females together have been contributing towards achieving the goals of their 

organizations. The researcher felt the need to study the influence of gender on job 

satisfaction. 

This section attempts to study the difference in the levels of job satisfaction experienced 

between the genders in IPCs and MPCs in Goa. Accordingly the null hypothesis Ho6 was 

framed. 

Ho6: Gender does not significantly influence the job satisfaction of employees in 

pharmaceutical companies in Goa. 

To test the null hypothesis Ho6, a gender-wise comparison was made of the JSS mean 

scores of the total sample (I\I=201) and t-value determined. Table 25 displays the same. 
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Table 26 

Gender-Wise Comparison of JSS Mean Scores for Total Sample (N=201) 

Gender N Total Mean SD t value 

Males 120 10329 86.075 17.44 
0.57 

Females 81 7090 87.53 17.82 

Not statistically significant at the 0.05 level 

From the Table 26 it can be observed that males (N=120) and females (N=81) working in 

the pharmaceutical companies in Goa have received similar mean scores on the JSS. The 

females have scored marginally higher (M=87.53) than males (M=86.075), but this 

difference is not statistically significant at the 0.05 level (t=0.57). It implies that there is 

no significant gender difference in the job satisfaction experienced by male and female 

employees working in pharmaceutical companies in Goa. Gender does not significantly 

influence the job satisfaction of employees in pharmaceutical companies in Goa. 

This could be because the pharmaceutical companies may not be adhering to a 

discriminatory policy between male and female employees at work. Perhaps the job facets 

provided to both male and female employees are similar. There may no gender bias in the 

work approach of these companies. Thus gender does not significantly influence the level 

of job satisfaction experienced by employees in the pharmaceutical companies in Goa. 

Hence the null hypothesis Ho6 is accepted. 

This finding is supported by studies done by various researchers (Start and Laundry, 

1973; Di Caprio, 1974; Doyle, 1975; Saiyadain, 1985; Bilgin, 1986; Rao, 1986; Ushasree, 

et. al., 1995; Maheshwaran, et. al., 2003; Ibrahin, et. al., 2004; Hague, 2004; Saiyadain, 

2004). Studies on samples from abroad and India also did not find gender differences 
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influencing job satisfaction scores: USA (Mannheim, 1983), India (Saiyadain, 1985), 

Nigeria (Saiyadain, 1985), Malaysia (Saiyadain, 1996), Germany (Grund and Sliwka, 

2001), Mongolian and Uganda (Saiyadain, 2004). 

7.2.1 Influence of Gender on Job Satisfaction of Employees in Indian 

Pharmaceutical Companies and Multinational Pharmaceutical Companies in 

Goa 

Having determined that gender does no significantly influence the extent of job 

satisfaction of employees in pharmaceutical companies in Goa, the researcher further 

examined and compared the job satisfaction experienced by the genders in IPCs sample 

for males (N=64) and females (N=51), and the MPCs sample for males (N=56) and 

females (N=30). The results of the same are revealed in Table 27 for IPCs and Table 28 

for MPCs respectively. 

Table 27 

Gender Wise Comparison of JSS Mean Scores for IPCs Sample (N=115) 

IPCs N Total Mean SD t value 

Males 64 4964 77.56 17.77 
0.49 

Females 51 4060 79.61 13.99 

Not significant at the 0.05 level 

Table 28 

Gender Wise Comparison of JSS Mean Scores for MPCs Sample (N=86) 

MPCs N Total Mean SD t value 

Males 56 5365 95.80 10.75 
0.109 

Females 30 3030 101 15.51 

Not significant at the 0.05 level 
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The results of Tables 27 and 28 indicates that there is no statistically significant 

difference in the of job satisfaction experienced by males and females in the IPCs and 

MPCs at the 0.05 level, with the t values . being 0.49 for the IPCs sample and 0.109 for the 

MPCs sample. The findings determine that gender once again does not significantly 

influence the job satisfaction of employees in IPCs and MPCs in Goa. 

This could be because the IPCs and MPCs could be providing job facets to their male and 

female employees that satisfy their needs and desires. This being the case, both the male 

and female samples in the IPCs and MPCs do not significantly differ in their levels of job 

satisfaction. It only goes to show that gender does not significantly influence the level of 

job satisfaction of employees either in IPCs or MPCs. These findings are similar to those 

revealed for the entire sample (N=201) in Table 26. 

7.2.2 Influence of Gender on Job Satisfaction of Managers and Workers in 

Pharmaceutical Companies in Goa 

The study further tried to investigate if there is any significant difference in the extent of 

job satisfaction experienced between male and female managers and workers in 

pharmaceutical companies in Goa. For this, a gender wise comparison of the mean scores 

of the JSS of managers (N=82) and workers (N=119) of these companies and their t-

values is illustrated in Tables 29 and 30 respectively. 
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Table 29 

Gender Wise Comparison of JSS Mean Scores for Managers (N=82) 

Managers N Total Mean SD t value 

Males 49 4748 96.90 14.10 
0.26 

Females 33 3320 100.61 14.83 

Not significant at the 0.05 level 

Table 30 

Gender Wise Comparison of JSS Mean Scores for Workers (N=119) 

Workers N Total Mean SD t value 

Males 71 5581 78.61 15.56 
0.98 

Females 48 3770 78.54 13.72 

Not significant at the 0.05 level 

It can be observed from Table 29 that once again, the difference in the job satisfaction 

experienced by male and female managers is not statistically significant. The t-value for 

managers is 0.26, which is not significant at the 0.05 level. It means that whether 

managers are males or females, they do not differ in their level of job satisfaction. Gender 

has no significant influence in determining the level of job satisfaction experienced by 

managers in these companies. 

In Table 30 similar results are also noticed with regard to workers in the pharmaceutical 

companies in Goa. The t-value for workers is 0.98, which is not significant at the 0.05 

level. In this case too gender has no significant influence on the level of job satisfaction 

experienced by workers in the pharmaceutical companies in Goa. These findings are an 
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extension of what was observed in Table 26, which indicated that gender did not 

influence job satisfaction for the total sample (N=201). 

Thus in pharmaceutical companies in Goa, whether employees are male/female managers 

or male/female workers, the job facets offered to them may be satisfying the needs and 

aspirations their and could be non-discriminatory in nature, which could be the reason for 

no significant difference in the job satisfaction experienced between the genders. 

To summarize the above findings it can be said that gender has no significant influence 

on the extent of job satisfaction experienced by employees in the pharmaceutical 

companies in Goa. Gender does not significantly influence the job satisfaction of 

employees in IPCs and MPCs in Goa. Gender of managers and workers in the 

pharmaceutical companies in Goa does not significantly influence their job satisfaction. 

Thus in this study it was found that gender does not significantly influence the job 

satisfaction of employees in pharmaceutical companies in Goa. 

7.3 RELATIONSHIP BETWEEN AGE AND JOB SATISFACTION OF 

EMPLOYEES IN PHARMACEUTICAL COMPANIES IN GOA 

Age can influence the level of job satisfaction of employees. It is one of the personal 

factors that affects job satisfaction. Herzberg et. al. (1957) were among the first to report 

a linear relationship between age and job satisfaction. They suggested that job satisfaction 

climbs with age. This finding was supported by other researchers (Handyside, 1961; 

Smith, 1965; Kose, 1985; Davis, 1988; Warr, 1992). However other studies by Scammel 

and Stead (1980), and Wellmaker and Hamshari (1986) found no meaningful relationship 

between age and job satisfaction. Contradictions on the relationship between age and job 
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satisfaction created an interest in the researcher to investigate the association between age 

and job satisfaction. This formed the source of the null hypothesis Ho7. 

Ho7: There is no significant relationship between age and the job satisfaction of 

employees in pharmaceutical companies in Goa. 

The total sample of the study constituted 201 employees working in the selected 

pharmaceutical companies in Goa. While studying the sample (N=201) based on the age 

factor, it was realized that the age spectrum was quite wide. On the one hand there were 

young employees who joined the pharmaceutical companies at the age of 23 years and 

then there are those who were working even at the age of 55 years. However the average 

age of the sample studied (N=201) stood at 31.47 years, for pharmaceutical companies in 

Goa. 

The researcher analysed the relationship between age and job satisfaction of employees in 

pharmaceutical companies in Goa. This was done by the drawing a correlation between 

JSS score and age in years for the total sample studied (N=201), which is shown in Table 

31. 

Table 31 

Correlation between JSS scores and Age in Years (Total Sample N=201) 

Job Satisfaction Age in years 

Job Satisfaction 1.00 0.347** 

Age in years 0.347** 1.00 

** Significant at the 0.01 level 

The findings in Table 31 illustrates that the correlation between age and job satisfaction 

of employees (N=201) in pharmaceutical companies in Goa is statistically significant at 
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the 0.01 level (r=0.347). This implies that there is a significant positive correlation 

between age and job satisfaction of employees in the pharmaceutical companies in Goa. It 

means that as age increases job satisfaction also increases. Younger employees 

experience low levels of job satisfaction, while older employees experience a high level 

of job satisfaction in these companies. Older employees are more satisfied with their job 

than younger employees. 

This could be because when young employees join the pharmaceutical company they 

have high expectations and come with a lot of aspirations. But often their expectations 

and aspirations may not be fulfilled through their job and at the place of work. 

Consequently they are disappointed and experience a low level of job satisfaction. On the 

other hand as the employees keep working and grow older their expectations, need and 

aspiration may be fulfilled over the years. Through the years they probably receive their 

promotions, incentives and other such benefits from the company and tend to get more 

satisfied with the job. As they get older, come to terms with their job and become more 

content with it, their job satisfaction increases. 

The study thus reveals that job satisfaction increases with age. Young employees 

experience low level of job satisfaction while older employees feel high level of job 

satisfaction. Hence the null hypothesis Ho7, which states that there is no significant 

relationship between age and the job satisfaction of employees in pharmaceutical 

companies in Goa, is not accepted. 

Studies abroad lend support to the findings of this study: American sample (Lee and 

Wilbur, 1985), Malaysian sample (Saiyadain, 1996) and Nigerian sample (Saiyadain and 
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Sokoya, 2000). Other studies have also found a positive relationship between age and job 

satisfaction (Hoppock, 1935; Super, 1939; Ganguli, 1955; Herzberg, et. al., 1957; 

Handyside, 1961; Friedlander, 1963; Guha, 1965; Hulin and Smith, 1965; Hyde, 1969; 

Sharma, 1971; Sinha and Agarwal, 1971; Dwivedi and Pestonjee, 1975; Hunt and Saul, 

1975; Haefner, 1977; Shrestha and Singh, 1975; Nicholson, et. al., 1976; De, 1977; Glenn 

and Taylor, 1977; Arvey and Dewhirst, 1979; Berhard and Gerhard, 1981; Kose, 1985; 

White and Spector, 1987; Davis, 1988; Lindstorm, 1988; Nazir, 1988; Warr, 1992; 

Krishnan and Krishnan, 1994; Peterson and Custar, 1994; Rahman, et. al., 1995; Bhatt, 

1998; Hickson and Oshaghami, 1999; Joshi, 1999; Bas and Ardic, 2000; Echinger, 2000; 

Maheshwaran, et. al., 2003; Randhawa, 2005; Sharma and Jyoti, 2006). 

7.3.1 Relationship between Age and Job Satisfaction of Employees in Indian 

Pharmaceutical Companies and Multinational Pharmaceutical Companies in 

Goa 

Observing the significant relationship between age and job satisfaction of employees in 

pharmaceutical companies in Goa, the researcher was spurred on to determine the 

relationship between age and job satisfaction of employees in IPCs and MPCs in Goa. 

Tables 32 and 33 bring out the correlation between JSS scores and age in years for IPCs 

sample (N=115) and MPCs sample (N=86) respectively. 

Table 32 

Correlation between JSS scores and Age in Years (IPCs Sample N=115) 

IPCs Job Satisfaction Age in years 

Job Satisfaction 1.00 0.477** 

Age in years 0.477** 1.00 

** Significant at the 0.01 level 
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It can be seen from Table 32 that the correlation between age and job satisfaction for the 

IPCs sample (N=115) is statistically significant at the 0.01 level (r=0.477). This implies 

that there is a significant positive relationship between age and job satisfaction in IPCs in 

Goa. It means job satisfaction climbs with age. Younger employees in IPCs experience a 

lower level of job satisfaction while older employees in these companies feel a higher 

level of job satisfaction. Similar results were observed in Table 31 where the entire 

sample (N=201) was studied. 

However when the influence of age on job satisfaction of employees in MPCs was 

studied, different results emerged as revealed in Table 33. 

Table 33 

Correlation between JSS scores and Age in Years (MPCs Sample N=86) 

MPCs Job Satisfaction Age in years 

Job Satisfaction 1.00 0.15 

Age in years 0.15 1.00 

Not significant at the 0.05 level 

The results indicate that the correlation between age and job satisfaction of employees in 

MPCs in Goa is not found to be significant at the 0.05 level (r=0.15). This brings to light 

that there is no statistically significant relationship between age and job satisfaction in 

MPCs in Goa. Therefore, age of employees does not significantly influence the job 

satisfaction of employees of MPCs. 

One explanation to this finding is that, in MPCs it was noticed that most of those-

employed were given the designation of managers, were well qualified and probably 

provided with job facets that fulfill their job expectations and ambitions. Furthermore, it 
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could be that in MPCs incentives are based on performance rather than on whether the 

employees are young or old. Thus the age factor may not be a criterion while considering 

incentives to employees in MPCs in Goa. Hence the results show that age is not 

significantly correlated with job satisfaction of employees in MPCs in Goa. 

To summarize the findings of this section, on the relationship between age and job 

satisfaction of employees in pharmaceutical companies in Goa, it can be observed that 

for the entire sample (N=201) there was a positive significant correlation between age 

and job satisfaction of employees in pharmaceutical companies in Goa. For the IPCs 

sample (N=115) too there was a positive significant correlation between age and job 

satisfaction, while for the MPCs sample (N=86) age showed no relationship with job 

satisfaction. Thus while comparing IPCs and MPCs in Goa the relationship between age 

and job satisfaction is not the same. 

7.4 RELATIONSHIP BETWEEN EXPERIENCE AND JOB SATISFACTION OF 

EMPLOYEES IN PHARMACEUTICAL COMPANIES IN GOA 

Experience in the job is found to influence job satisfaction (Lynch and Verdin, 1983; and 

Wellmaker, 1985). This section analyzes the relationship between experience of 

employees in the present job and their job satisfaction in the selected pharmaceutical 

companies in Goa. While analysing the personal data of the respondents, the researcher 

found that the experience in the present job of the employees in the pharmaceutical 

companies in Goa (N=201) was in the range of 5 years to 29 years. However the average 

years of experience in the present job of the employees studied (N=201) was 9.05 years. 

To determine the relationship between experience and job satisfaction of employees in 

pharmaceutical companies in Goa, the null hypothesis Ho8 was framed. 
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Ho8: There is no significant relationship between experience and the job satisfaction 

of employees in pharmaceutical companies in Goa. 

To test the null hypothesis Ho8 the correlation between JSS scores and experience in the 

present job was calculated and presented in Table 34. 

Table 34 

Correlation between JSS scores and Experience in Present Job 

(Total Sample N=201) 

Job Satisfaction Experience in years 

Job Satisfaction 1.00 0.267** 

Experience in years 0.267** 1.00 

** Significant at the 0.01 level 

According to Table 34, the correlation between job satisfaction and experience in the 

present job is found to be significant at the 0.01 level (r=0.267) for the total sample 

(N=201). This establishes that there is a significant positive correlation between years of 

experience in the present job and job satisfaction of the employees in the pharmaceutical 

companiesin Goa. It means that those respondents with less years of experience in the 

present job have a low level of job satisfaction compared to those with more experience 

in the present job. Thus the more the experience in the present job the higher will be the 

level of job satisfaction. Job satisfaction therefore increases with experience. 

This perhaps could be because when employees join the company, they may encounter a 

lot of frustration in the initial years, as they may not be taken -seriously and are just 

learning the culture of the company and the specifications of the job. This may make 

them experience a low level of job satisfaction during the initial years of joining the 

274 



pharmaceutical company. As time goes by, the employees probably learn to deal with 

these frustrations appropriately and maybe are able to handle and manage the job in a 

much better manner. With time, the company may cater to many of their expectations 

through the provision of various job facets. Thus the level of job satisfaction increases as 

the years of experience in the company increases. The findings therefore illustrate that 

experience in the present job has a significant correlation with the job satisfaction of 

employees in pharmaceutical companies in Goa. Hence the null hypothesis Ho8, which 

states that there is no significant relationship between experience and the job satisfaction 

of employees in pharmaceutical companies in Goa is rejected. 

The findings of the present study are in tune with earlier studies done by various researchers 

who have found a strong relationship between experience and job satisfaction (Sinha and 

Nair; 1965; Poter, et. al., 1974; Campbell et. al., 1976; Hariharmahadevan and Amritharajan, 

1977; Devi, 1981; Lynch and Verdin, 1983; Narchal, et. al., 1984; Wellmaker, 1985; 

Dhokora and Bhilegaonkar, 1987; Bedeian, et. al., 1992; Khan and Robertson, 1992; Pandey, 

1992; Poter, et. al., 1994; Rahman, et. al., 1995; Bhatt,1998; Joshi, 1999; Joseph, 2001; 

Panda, 2001; Rao, et. al., 2002; Randhawa, 2005). Moreover in studies conducted in some 

countries the relationship between experience and job satisfaction was found to be positive, in 

India (Saiyadain 1985), Nigeria (Sokoya 2000; Saiyadain 1985), and Malaysia (Saiyadain 

1996). 
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7.4.1 Relationship between experience in the present job and job satisfaction in 

Indian Pharmaceutical Companies and Multinational pharmaceutical 

companies in Goa 

To bring out the relationship between experience in the present job and job satisfaction in 

IPCs and MPCs in Goa, the researcher used Pearson's correlation. The findings are 

revealed in Tables 35 and 36 respectively. 

Table 35 

Correlation between JSS scores and Experience in Present Job 

(IPCs Sample N=115) 

IPCs Job Satisfaction Experience in years 

Job Satisfaction 1.00 0.37** 

Experience in years 0.37** 1.00 

** Significant at the 0.01 level 

From Table 35 it is evident that the correlation is positively and statistically significant at 

the 0.01 level (r=0.37) for the IPCs (N=115) in Goa. This implies that there is a 

significant positive correlation between experience in the present job and job satisfaction 

of employees in IPCs in Goa. As experience in the job increases, so does the level of job 

satisfaction. If the years of experience in the present job are low the level of job 

satisfaction is also low, but as the years of experience increases the level of job 

satisfaction will also increase in IPCs. This finding is in conformation with that in Table 

34, the reasons being the same. 

For the MPCs sample (N=86), the correlation between job satisfaction and experience in 

the present job is revealed in Table 36. 
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Table 36 

Correlation between JSS scores and Experience in Present Job 

(MPCs Sample N=86) 

MPCs Job Satisfaction Experience in years 

Job Satisfaction 1.00 0.036 

Experience in years 0.036 1.00 

Not significant at the 0.05 level 

Table 36 points out that there is no statistically significant correlation between years of 

experience in the present job and job satisfaction (r=0.036) in MPCs in Goa. This 

indicates years of experience in the present job does not affect the job satisfaction of the 

respondents in that in MPCs (N=86). There is no significant relationship between 

experience in the present job and job satisfaction in MPCs in Goa. 

This maybe because those working for MPCs have joined for better job prospects, 

benefits and challenges. The MPCs, through the various job facets, probably could be 

fulfilling these expectations of the employees. The MPCs may also be basing the 

incentive on performance of employees rather than on seniority. Hence experience has no 

influence on job satisfaction of the respondents in MPCs. The researcher would like to 

draw one's attention to similar findings, observed earlier with respect to gender and age 

in MPCs (N=86) in Goa. 

There are studies that have established that experience has no relationship with job 

satisfaction that extends support to the present findings (Natraj and Hafeez, 1965; Gosh 

and Shukla, 1967; Rao, 1970; Sinha and Agarwal, 1971; Bhate, 1983; Sharma and 

Bhaskar, 1991; Reddy and Rajendran, 1993; Maheshwari and Gupta, 2004). 
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To conclude, based on the findings in this section, it can be said that there is a significant 

positive relationship between experience in the present job and the job satisfaction of 

employees in pharmaceutical companies in Goa. Further a comparison drawn between 

IPCs and MPCs in Goa determine that for respondents in IPCs there exists a positive 

significant correlation between experience and job satisfaction. But for the respondents 

in MPCs such a relationship was not found to be significant. Therefore the relationship 

between experience in the present job and the job satisfaction of employees differs in 

IPCs and MPCs in Goa. 

7.5 CONCLUSIONS 

This chapter analysed the relationship of the personal variables such as gender, age 

and experience on the job satisfaction of employees in pharmaceutical companies in 

Goa. The findings in the chapter brought to light the following: 

■ Gender of employees was found to have no significant influence on the job 

satisfaction experienced by employees in the pharmaceutical companies in Goa. 

Furthermore gender did not significantly influence the job satisfaction of 

employees in IPCs and MPCs in Goa. The gender of managers and workers were 

also not found to significantly influence their job satisfaction, in the 

pharmaceutical companies in Goa. 

■ While investigating the relationship between age and job satisfaction, results 

highlighted that there was a significant positive correlation between age and job 

satisfaction of employees in pharmaceutical companies in Goa. 

■ Drawing a comparison between age and job satisfaction of employees in IPCs and 

MPCs revealed that for the IPCs there existed a positive significant correlation 
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between age and job satisfaction, while for the MPCs age had no significant 

relationship with job satisfaction. 

■ Another observation from the findings was that there was a significant positive 

relationship between experience in the present job and the job satisfaction of 

employees in pharmaceutical companies in Goa. 

■ Further a comparison between IPCs and MPCs in Goa determined that in IPCs 

there existed a positive significant correlation between experience and job 

satisfaction, whereas in MPCs such a relationship was not found significant. There 

was no significant relationship between experience in the present job and the job 

satisfaction of employees in MPCs in Goa. 

To summarize the relationship between personal variables and job satisfaction in 

pharmaceutical companies in Goa it was found that gender did not influence the job 

satisfaction of employees in pharmaceutical companies in Goa, whereas age and 

experience showed a strong relationship with job satisfaction of employees in the 

pharmaceutical companies in Goa. In the MPCs in Goa gender, age and experience 

did not show any significant relationship with job satisfaction; while in IPCs age and 

experience showed a significant relationship with job satisfaction but not gender. 
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CHAPTER VIII 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

The present chapter includes the summary of the earlier chapter's, the conclusions based 

on the findings of the present research, as well as the recommendations made by the 

researcher that could draw the attention of the pharmaceutical companies in Goa -both the 

IPCS and MPCs- to provide appropriate labour welfare facilities and job facets that would 

increase the job satisfaction of employees in these companies. 

8.1 SUMMARY OF THE CHAPTERS 

The summary of the earlier seven chapters, of the present research is presented in this 

section. The research unfolds with chapter one titled Introduction. This chapter 

comprised of the following sections: 

1.1 Preamble of the Research. 

1.2 Labour Welfare. 

1.3 Job Satisfaction. 

1.4 Focus of the Research. 

1.5 Statement of the Problem. 

1.6 Objectives of the Research. 

1.7 Research Hypotheses. 

1.8 Significance of the Research. 

1.9 Limitations of the Research. 
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This chapter started with a brief introduction to the study. It looked into the genesis of 

labour welfare, importance of labour welfare including the genesis and significance of job 

satisfaction. The focus and aims of the present research were specified. This was followed 

with the statement of the problem. The research hypotheses were also presented in this 

chapter. The importance of the present research was emphasized and the chapter 

concluded with the limitations of the research. 

The second chapter presented the Conceptual Framework. This chapter included the 

following: 

2.1 Introduction. 

2.2 Concept of Labour Welfare. 

2.3 Nature of Labour Welfare. 

2.4 Objectives of Labour Welfare. 

2.5 Principles of Labour Welfare. 

2.6 Approaches to Labour Welfare. 

2.7 Theories of Labour Welfare. 

2.8 Scope of Labour Welfare. 

2.9 Statutory Welfare Facilities. 

2.10 Concept of Job Satisfaction. 

2.11 Schools of Thought on Job Satisfaction. 

2.12 Theories of Job Satisfaction. 

2.13 Factors Influencing Job Satisfaction. 

2.14 Conclusions. 
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The chapter presented the definitions and meaning of labour welfare given by various 

researchers. The nature, objectives, and fundamental principles of labour welfare were 

illustrated. The approaches to labour welfare that reflect the attitudes and beliefs of the 

organization, the theoretical justification, and the scope of labour welfare were discussed. 

Further the various laws that encompass the statutory labour welfare facilities were 

summarized. The chapter also presented the definitions and meaning of job satisfaction 

given by various researchers. The reflections on job satisfaction of various schools and 

the different theories of job satisfaction were examined. The various factors that promote 

job satisfaction were analyzed. The conclusions brought the chapter to a close. 

The third chapter comprised of the Review of Literature. The scheme of the chapter was 

as follows: 

3.1 Introduction. 

3.2 Studies on Labour Welfare and Job Satisfaction. 

3.3 Studies on Job Satisfaction. 

3.4 Influence of Job Facets on Job Satisfaction. 

3.5 Influence of Personal Variables on Job satisfaction. 

3.6 How the Study is Similar or Different to Other Studies. 

The chapter reviewed the studies conducted by various researchers on labour welfare, job 

satisfaction, and the relationship between labour welfare and job satisfaction. The 

research work done by scholars on job facets influencing job satisfaction was also 

examined. Moreover the studies on the influence of personal -variables such as gender, 

age, experience, and hierarchy on job satisfaction were appraised. Based on the review of 
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literature, what makes the present study similar or different to other studies was 

illustrated. 

Chapter four covered the details on Research Methodology. The chapter encompassed 

various sections. These included: 

4.1 Overview of the Pharmaceutical Industry in India. 

4.2 Pharmaceutical Industry in Goa: The Sunrise Industry. 

4.3 Setting of the Present Research. 

4.4 Sample of the Study. 

4.5 Instruments Used for Data Collection. 

4.6 Method of Data Collection. 

4.7 Statistical Techniques Used for Data Analysis. 

4.8 Testing of Research Hypotheses. 

The chapter outlined the progress of the pharmaceutical industry in India and the 

importance of the pharmaceutical industry to the State of Goa. The background against 

which the present research was undertaken was explained. The sample of the study was 

presented and the standardized instruments of labour welfare and job satisfaction 

administered to the sample of the study were described. The primary and secondary 

sources of data collection for the present research was explained and the various statistical 

techniques selected to analyze the data collected was illustrated. Furthermore, the chapter 

determined the statistical techniques that would be used to test each of the research 

hypotheses. 

283 



Chapter five was titled Labour Welfare Facilities and Job Satisfaction in Indian 

Pharmaceutical Companies and Multinational Pharmaceutical Companies in Goa: A 

Comparative Analysis. The chapter included the following sections: 

5.1 Introduction 

5.2 Comparison of Labour Welfare Facilities provided in Indian Pharmaceutical 

Companies and Multinational Pharmaceutical Companies in Goa. 

5.3 Comparison of Job Satisfaction experienced in Indian Pharmaceutical Companies and 

Multinational Pharmaceutical Companies in Goa. 

5.4 Percentage of Employees Experiencing High, Moderate and Low Levels of Job 

Satisfaction. 

5.5 Relationship between Labour Welfare Facilities provided and Job Satisfaction 

experienced in Pharmaceutical Companies in Goa. 

5.6 Conclusions. 

Using appropriate statistical techniques this chapter analyzed the difference between 

labour welfare facilities in the IPCs and MPCs, the difference between IPCs and MPCs 

on the eight dimensions of the LWI, and compared the difference in the labour welfare 

facilities provided to managers in IPCs and MPCs and those provided to workers in IPCs 

and MPCs in Goa was illustrated. 

Further, the difference in the level of job satisfaction in IPCs and MPCs in Goa was 

established. The dimensions in the JSS that influence the level of job satisfaction in IPCs 

and MPCs in Goa was determined. A comparison was drawn of the difference in the level 

of job satisfaction experienced by managers in IPCs and MPCs in Goa including the 

difference in the level of job satisfaction experienced by workers in IPCs and MPCs in 

Goa. A detailed investigation was made of the percentage of respondents in the 
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pharmaceutical companies in Goa experiencing high, moderate and low levels of job 

satisfaction and a comparison of the levels of job satisfaction experienced by respondents 

— managers and workers — in IPCs and MPCs in Goa was highlighted. The correlation 

between labour welfare and job satisfaction was examined. The chapter ended with 

certain conclusions. 

The main findings of this chapter brought to light the difference in the labour welfare 

facilities provided and level of job satisfaction in Indian and multinational pharmaceutical 

companies in Goa. The main findings were as follows: 

1. There was a significant difference in the labour welfare facilities provided in IPCs 

and MPCs in Goa. The respondents in MPCs view their labour welfare facilities as 

significantly superior to than those in IPCs in Goa. 

2. On all the dimensions of the LWI there was a significant difference observed 

between IPCs and MPCsin Goa. The employees in MPCs perceived these 

dimensions to be significantly better provided than their counterparts in IPCs. 

3. A significant difference was found in the labour welfare facilities provided to the 

managers in IPCs and MPCs in Goa. Managers in MPCs showed a statistically 

significant difference in their perception of the welfare facilities provided to them 

than their fellow-mates in IPCs. 

4. There was a statistically significant difference in the labour welfare facilities 

provided to workers in IPCs and MPCs in Goa, with workers in MPCs viewing 

the labour welfare facilities offered to_ them as significantly superior than those 

perceived by the respondents in IPCs in Goa. 
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5. There was a significant difference found in the level of job satisfaction 

experienced by respondents in IPCs and MPCs in Goa. Those working in MPCs 

experienced significantly more job satisfaction than their counterparts in IPCs. 

6. There was a statistically significant difference in the level of job satisfaction 

experienced by managers in IPCs and MPCs in Goa. Managers in MPCs were 

significantly more satisfied with the job than their fellow mates in IPCs 

7. A significant difference in the job satisfaction of workers in IPCs and MPCs in 

Goa was realized. Workers in MPCs experienced significantly higher levels of job 

satisfaction than their counterparts in IPCs. 

8. In the pharmaceutical companies in Goa majority of the respondents were 

moderately satisfied with their jobs. 

9. An interesting finding was that none of the managers and workers in MPCs 

experienced low level of job satisfaction. Majority of the managers experienced 

high level of job satisfaction. 

10. In IPCs none of the workers experienced high level of job satisfaction, as for 

managers very few of them had high level of job satisfaction. Most of them were 

moderately satisfied. 

11. There was a significant positive correlation between labour welfare and jot 

satisfaction in pharmaceutical companies in Goa. 

In chapter six a study was made of the Influence of the Labour Welfare Dimensions on 

Job Satisfaction in Indian Pharmaceutical Companies and Multinational 

Pharmaceutical Companies in Goa. The chapter covered various sections, which were as 

follows: 
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6.1 Introduction 

6.2 Influence of the Dimensions of Labour Welfare on the Level of Job Satisfaction of 

Employees in Indian Pharmaceutical Companies and Multinational Pharmaceutical 

Companies in Goa. 

6.3 Predictors of Job Satisfaction in Pharmaceutical Companies in Goa: Statutory and 

Non-Statutory Labour Welfare Facilities. 

6.4 Conclusions. 

The chapter analyzed the influence of the dimensions in the LWI on the job satisfaction 

of the respondents in the IPCs and MPCs in Goa. The labour welfare dimensions that 

were indicative of influencing job satisfaction were selected, which included education/ 

training and others. Their influence on job satisfaction was studied. Furthermore, whether 

the statutory or non-statutory labour welfare facilities were the predictor of job 

satisfaction in pharmaceutical companies in Goa was highlighted. 

These findings observed were as follows: 

1. The eight dimensions of labour welfare were positively and significantly 

correlated with job satisfaction. An increase in any of the labour welfare 

dimensions would significantly increase job satisfaction of employees in the 

pharmaceutical companies in Goa. If the pharmaceutical companies improve the 

welfare facilities of their employees then the job satisfaction of their employees 

would greatly increase. 
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2. Two labour welfare dimensions - education/training, and others — were found to 

be indicative of influencing job satisfaction. Education/training were more 

influential in influencing the job satisfaction of employees than others in the IPCs 

and MPCs in Goa. 

3. There was a significant difference between the SLWF and NSLWF provided in 

the IPCs and MPCs in Goa. The SLWF emerged as significantly better provided 

than the NSLWF in both the IPCs and MPCs in Goa. 

4. The SLWF emerged as a better predictor of job satisfaction than NSLWF in the 

pharmaceutical companies in Goa. The SLWF influenced the job satisfaction of 

employees to a greater extent than NSLWF in these companies. 

5. Given the labour welfare facilities (education/training and others), including the 

SLWF and NSLWF the employees in MPCs were found to experience a higher 

level of job satisfaction that their fellow mates in IPCs. 

Chapter seven made a study of Personal Variables and Job Satisfaction. The influence 

of personal variables such as gender, age and experience on job satisfaction of employees 

in pharmaceutical companies —IPCs and MPCs— in Goa formed the crux of this chapter. 

The chapter was divided into different sections such as: 

7.1 Introduction 

7.2 Influence of Gender on Job Satisfaction of Employees in -  Pharmaceutical Companies 

in Goa. 

288 



7.3 Relationship between Age and Job Satisfaction of Employees in Pharmaceutical 

Companies in Goa. 

7.4 Relationship between Experience and Job Satisfaction of Employees in 

Pharmaceutical Companies in Goa. 

7.5 Conclusions 

The chapter studied the influence of gender on job satisfaction of employees in 

pharmaceutical companies in Goa. Further the influence of gender on job satisfaction of 

employees in Indian and in multinational pharmaceutical companies in Goa was 

determined. Moreover the influence of gender on job satisfaction of managers and 

workers in pharmaceutical companies in Goa was ascertained. 

The correlation between age and the level of job satisfaction of employees in 

pharmaceutical companies in Goa was illustrated. The study went on to determine the 

relationship between age and job satisfaction of employees in Indian and multinational 

pharmaceutical companies in Goa. 

The chapter highlighted the relationship between experience in the present job and job 

satisfaction of employees in pharmaceutical companies in Goa. Similarly the relationship 

between experience in the present job and job satisfaction of the respondents in IPCs and 

in MPCs in Goa was analyzed. 

In this chapter, the major findings determined the influence of personal variables on job 

satisfaction. 

1. Gender of employees showed no significant influence on the job satisfaction of 

the respondents in the pharmaceutical companies in Goa. 
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2. A significant positive correlation existed between age and job satisfaction of 

employees in pharmaceutical companies in Goa. 

3. There was also a significant positive relationship between experience in the 

present job and the job satisfaction of employees in pharmaceutical companies in 

Goa. 

4. For the IPCs in Goa, a significant positive correlation between age and job 

satisfaction and between experience in the present job and job satisfaction was 

observed but not with gender. 

5. Gender, age and experience showed no significant relationship with job 

satisfaction of the respondents in MPCs in Goa. 

8.2 CONCLUSIONS 

The present research is a comparative study of labour welfare and job satisfaction in IPCs 

and MPCs in Goa. The research made an analytical study of the labour welfare facilities 

provided and the job satisfaction experienced by the respondents in IPCs and MPCs in 

Goa. The findings of the present study discussed in the earlier chapters, lead to the 

following conclusions: 

■ The multinational pharmaceutical companies offer superior labour welfare 

facilities to their employees than those provided in Indian pharmaceutical 

companies in Goa. 

■ Employees working in multinational pharmaceutical companies are highly 

satisfied with their job compared to those working in Indian pharmaceutical 

companies in Goa. 

■ Labour welfare has a significant positive correlation with job satisfaction. 
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■ The dimensions of labour welfare especially education/training and others are 

indicative of influencing the job satisfaction of employees in pharmaceutical 

companies in Goa. 

■ The statutory labour welfare facilities are a better predictor of job satisfaction in 

Indian and multinational pharmaceutical companies in Goa. 

■ Personal variables like age and experience are significantly correlated with the 

level of job satisfaction of employees in these pharmaceutical companies but not 

gender. 

■ In IPCs age and experience are significantly correlated with the level of job 

satisfaction. As age and experience increases, so does the level of job satisfaction 

of employees. 

■ In MPCs no significant correlation was found for age and experience with job 

satisfaction of employees. Age and experience does not affect job satisfaction. 

■ Gender of employees did not significantly influence the job satisfaction of 

employees in Indian and multinational pharmaceutical companies in Goa. 

8.3 RECOMMENDATIONS 

Based on the findings of the research the following recommendations are made by the 

researcher, that could be extremely useful for the Indian and multinational pharmaceutical 

companies in Goa in improving the labour welfare facilities and the level of job 

satisfaction of their employees. These recommendations are as follows: 

■ The IPCs in Goa need to improvise upon the labour welfare facilities provided to 

their employees. 

■ The job facets offered by IPCs to their employees should be reviewed and 

changed so as to increase the level of job satisfaction of their employees. 
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■ The employers in the pharmaceutical companies in Goa need to find out the needs 

and aspirations of their employees and accordingly provide those labour welfare 

facilities and job facets that will make them experience higher levels of job 

satisfaction. 

■ The company policies in the IPCs and MPCs in Goa should incorporate those 

specific labour welfare measures that influence the job satisfaction of their 

employees. This will enhance job satisfaction and welfare of employees in these 

companies. 

■ The ambitions and aspirations of young employees and those who have just joined 

the company, especially in IPCs, must be considered. Accordingly incentives 

should be worked out that will fulfill these ambitions and aspirations, which will 

go a long way in elevating their level of job satisfaction. 

■ The pharmaceutical companies should provide a wide multiplicity of labour 

welfare facilities so that the employees remain highly satisfied with their jobs. 

The researcher hopes that the pharmaceutical companies in Goa will consider the 

recommendations stated above. If they do, then the present research would have made 

an immense contribution towards increasing the welfare, well-being and job 

satisfaction of employees in the pharmaceutical companies in Goa. 

292 



APPENDIX I 

PERSONAL DATA 

Name (Optional): 

Name of Organization: 

Indian /Multinational Pharmaceutical Company: 

Sex: 

Age: 

Educational qualifications: 

Present designation: 

Permanent/Temporary/Contract/Any other: 

Duration of service in present company: 

Total work experience: 

Annual income (Optional): 

LABOUR WELFARE INVENTORY (LWI) 

Instructions: 
Please tick mark (4 ) the rating for each question that comes closest to reflecting your 
opinion about it. 

Rating: 
SD- Strongly Disagree 
D- Disagree 
U- Uncertain 
A- Agree 
SA- Strongly Agree 

Score Sr. 
No. 

Statement Rating 

SD D U A SA 
1. Educational 	facilities 	provided 	by 	the 

company for the children of employees are 
satisfactory. 

2. The 	transport 	facilities 	provided 	by 	the 
company for the children of employees to 
attend school/college are adequate. 

3. The organization has provided for a library, 
reading room and new books and magazines. 



Score Sr. 
No. 

Statement Rating 
SD D U A SA 

4. The training provided by the company to 
employees is need based and adequate. 

5. Employees are provided job related training 
from time to time at company expense. 

6. The 	company 	arranges 	adult 	education 
programs from time to time. 

7. The company has provided adequate space 
and facilities for the play and recreation of 
children of employees. 

8. Facilities for recreation and games are readily 
available in the club. 

9. The club holds various competitions such as 
singing, drawing and debates to encourage 
talents among children of employees. 

10. New magazines and newspapers of interest 
are available in the club every day. 

11. Entertainment 	programs 	such 	as 	cultural 
programs and screening of films are held 
from time to time. 

12. The company provides facilities for tours and 
travel for employees and their families. 

13. The company provides medical facilities for 
the employees and their dependents. 

14. There is provision for medical first aid at the 
workplace. 

15. The medical allowance and reimbursement 
provided by the company is adequate. 

16. The company provides special medical care 
in case of sudden illness or emergency. 

17. The 	medical 	facilities, 	hygiene 	and 
cleanliness at the hospital are satisfactory. 

18. The company provides subsidized loans to 
the employees. 



Score Sr. 
No. 

Statement Rating 
SD D U A SA 

19. Employees 	are well informed about 	the 
various loans provided by the company. 

20. The company loans provided can be repaid in 
easy installments. 

21. On completion of required formalities, the 
loans are easily sanctioned. 

22. The canteen provides a wide variety of food 
items. 

23. The canteen provides food items of good 
quality. 

24. The 	canteen 	provides 	food 	items 	at 
subsidized rates. 

25. The 	seating 	facility 	in 	the 	canteen 	is 
satisfactory 	and 	care 	is 	taken 	to 	ensure 
cleanliness. 

26. The company provides housing facilities to 
the employees. 

27. Employees 	are 	happy 	with the housing 
facilities provided by the company. 

28. The 	maintenance 	and 	upkeep 	of 	the 
residential 	quarters 	are 	borne 	by 	the 
company. 

29. The company provides adequate security at 
residential quarters of employees. 

30. The housing 	allowance provided by the 
company is adequate. 

31. Adequate safety measures are taken in order 
to avoid accidents at the workplace. 

32. Adequate provisions are made to protect 
employees from fumes and gasses at the  
workplace. 



Score Sr. 
No. 

Statement Rating 
SD D U A SA 

33. Adequate provisions are made to protect 
employees against explosion and fire at the 
workplace. 

34. Employees 	are 	provided 	with 	protective 
clothing 	and 	other safety devices 	at 	the 
workplace. 

35. Temperature 	control 	devices 	efficiently 
function at the workplace in order to ensure 
safety of workers. 

36. The company provides safety training to 
employees from time to time. 

37. The 	travel 	allowance 	provided 	by 	the 
company is adequate. 

38. The uniforms provided by the company to the 
employees are given on time and are of good 
quality. 

39. The 	company 	provides 	clean, 	safe 	and 
adequate 	drinking 	water 	facilities 	to 	the 
employees. 

40. The leave facilities provided by the company 
are satisfactory. 

41. The toilet facilities for employees are clean 
and of an adequate number. 

42. Compensation is provided to the dependants 
in case of death of an employee at work. 

43. The company provides retirement benefits to 
the employees. 

44. Adequate compensation is paid in case a 
worker meets with an accident at the 
workplace. 

45. Rest rooms are adequately provided at the 
workplace. 

46. The 	company 	provides 	bonus 	to 	the 
employees. 

47. Creche facility is provided for children of 
employees. 



APPENDIX II 

JOB SATISFACTION SCALE (JSS) 

Instructions: 
Please tick mark ( ) the rating for each question that comes closest to reflecting your 
opinion about it. 

Rating: 
SD- Strongly Disagree 
D- Disagree 
U- Uncertain 
A- Agree 
SA- Strongly Agree 

Score Sr. 
No. 

Statement Rating 
SD D U A SA 

1. My job gives me a chance to do the things I 
do best 

2. I am satisfied with the allotment of work in 
my section/department. 

3. I am satisfied with my present salary. 
4. My abilities and performance on this job are 

appreciated. 
5. As long as I work efficiently, I will not lose 

my job. 
6. My immediate supervisor is reasonable in the 

work he expects from me. 
7. I am satisfied with the general supervision on 

my section/department. 
8. The people I work with give proper 

recognition to my work. 
9. My supervisor encourages me to offer 

suggestions for improvements in my 
section/department. 

10. The company/organization is sympathetic to 
and appreciative of the employees' point of 
view. 

11. I prefer to work with my present colleagues. 
12. The organization's policy is to over-drive the 

worker and get the maximum out of him/her. 
13. I am satisfied with the method of allocation 

of my increments. 
14. My supervisor gives reasonable attention to 

my suggestions as regards method of work, 
equipment, books, etc. 

15. The organization treats its employees worse 
than other organizations in terms of income, 
facilities and overall development. 



Score Sr. 
No. 

Statement Rating 
SD D U A SA 

16. I would rather do my present work than any 
other kind of work. 

17. My income is somewhat larger than I would 
have got in other similar organizations. 

18. I am satisfied with the chances of promotion 
in my department. 

19. I am satisfied with the personal development, 
training and quality improvement programme 
in this organization. 

20. There is a good relation in this organization 
between the union (or staff association) and 
the management. 

21. If I am given the same type of job under same 
terms and conditions in a different 
organization, I would quit. 

22. The existing rules adequately cover my 
average requirements. 

23. I am given maximum facilities for doing my 
work properly. 

24. I am satisfied with the running of the canteen, 
housing, retirement and other non-medical 
benefits. 

25. I am satisfied with the chances I have of 
increasing my income in this organization. 

26. Taking all these things into consideration, I 
am satisfied with my service here. 
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