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ABSTRACT 

Job satisfaction of employees in any organization is of paramount importance to achieve the targeted 

goals on a sustainable basis. This study hence has put forth that higher job satisfaction correlates 

strongly with the feelings at work. Therefore it is evident that monetary and non monetary ways enhances 

the employee job satisfaction with the employee competencies and self confidence at various levels. The 

main objective is to know about the HR policies and practices in various the companies in Coimbatore 

with pump industry and to establish relationship between HRM practices and satisfaction levels. For this 

purpose a sample of 150 will be collected from employees of various the companies in Coimbatore with 

pump industry. Percentage analysis, chi-square, descriptive statistics and factor analysis were used as 

tools to analyse the data. The conclusion is that learning never stops and testing continues throughout 

their employment tenure.  Every six months employees can be tested using an on-line computer system. 

Keywords: Job satisfaction, Pump industry, Coimbatore.   

Introduction  

Job satisfaction is one of the important factors which have drawn attention of managers in the 

organization as well as academicians. Various studies have been conducted to find out the factors 

which determine job satisfaction and the way it influences productivity in the organization.  

Though there is no conclusive evidence that job satisfaction affects productivity directly because 

productivity depends on so many variables, it is still a prime concern for managers.Job 

satisfaction is the mental feeling of favorableness which an individual has about his job. Dubrins 

has defined job satisfaction in terms of pleasure and contentment when he says that: 

“Job satisfaction is the amount of pleasure or contentment associated with a job.  If you like your 

job intensely, you will experience high job satisfaction.  If dislike your job intensely, you will 

experience job dissatisfaction.” 

Statement of problem 
Employee satisfaction and retention have always been important issues for physicians. After all, 

high levels of absenteeism and staff turnover can affect your bottom line, as temps, recruitment 

and retraining take their toll. But few practices (in fact, few organizations) have made job 

satisfaction a top priority, perhaps because they have failed to understand the significant 

opportunity that lies in front of them. Satisfied employees tend to be more productive, creative 

and committed to their employers, and recent studies have shown a direct correlation between 

staff satisfaction and employee Satisfaction.They’ve increased their own job satisfaction as well. 
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Objectives of the research 

 To know the existing level of employees satisfaction inPump industry. 

 To analyze the factors that makes the employees desirable with respect to working 

conditions and policies. 

 To find out the problem faced by employees in Pump industry. 

 To analyze the relationship between job satisfaction and the performance of Pump 

industry employees. 

Scope of the research 

Employee satisfaction and retention have always been important issues for physicians. After all, 

high levels of absenteeism and staff turnover can affect your bottom line, as temps, recruitment 

and retraining take their toll. But few practices (in fact, few organizations) have made job 

satisfaction a top priority, perhaps because they have failed to understand the significant 

opportunity that lies in front of them. Satisfied employees tend to be more productive, creative 

and committed to their employers, and recent studies have shown a direct correlation between 

staff satisfaction and employee Satisfaction.1 Family physicians who can create work 

environments that attract, motivate and retain hard-working individuals will be better positioned 

to   succeed in a competitive health care environment that demands quality and cost-efficiency. 

What's more, physicians may even discover that by creating a positive workplace for their 

employees they’ve increased their own job satisfaction as well. 

Research design and methodology 

Sampling method:The two major methods are probability and non-probability sampling 

technique. The research requires probability method since the sample was chosen or random. 

Hence the research was dealt with sample random tool, which is one of the most popular method 

sampling. 

Sources of data: 
Primary data collection:Primary data are those, which are collected afresh and for the first time 

and thus happen to be original in character, questions and interviews methods were accede to 

collect primary data by visiting the factory premises and various departments in it. It was 

collected from the employees working in the factory. By using both the questionnaire method 

and interview method. I would gather information from the employees who was not willing or 

who did not have time for or who was shy about it. 

Secondary data collection: It was collected from the internal records of the company such as 

library records, trade journals, various manuals of the company, various training programs 

previously conducted and it’s responds etc; It is also conducted from the officials of the pursued 

department in the factory. Secondary data provides a better view of the problem research many 

magazines, tools and other references were also mean important in this research. 

Sample design for the research:  
Sampling method: Stratified sampling method. 

Sample size: 150 employees from pump industry 

Tool of data collection:  Percentage analysis, Descriptive statistics, Chi-square analysis and 

Factor analysis  
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Analysis and interpretation 

Demographic 

variable 
Particulars Frequency Percent Mean SD Variance 

Age 

Above 20 62 41.3 

2.47 1.5 2.26 

21-29 24 16 

30-39 16 10.7 

40-49 28 18.7 

50 and above 20 13.3 

Total 150 100 

Gender 

Male 98 65.3 

1.35 0.48 0.23 

Female 52 34.7 

Total 150 100 

Experience 

Above 2 Yrs 12 8 

3.18 1.05 1.1 

3-5 Yrs 24 16 

6-10 Yrs 50 33.3 

11-15 Yrs 53 35.3 

16 Yrs and Above 11 7.3 

Total 150 100 

Occupation 

Physician 62 41.3 

2.12 1.05 1.1 

Nursing 20 13.3 

Paramedical Staff 56 37.3 

Administrative Staff 12 8 

Total 150 100 

Qualification 

High School 24 16 

2.87 1.08 1.17 

Higher Secondary 26 17.3 

UG 45 30 

PG 55 36.7 

Total 150 100 

Income 

Less than 5000 59 39.3 

2.21 1.19 1.43 

5001-10000 36 24 

10001-25000 20 13.3 

More than 25000. 35 23.3 

Total 150 100 

The above table shows that 41.3% are from the age group of above 20, 16% are from the age 

group of 21-29, 10.7% are from the age group of 30-39, 18.7% are from the age group of 40-49, 

and 13.3% are from the age group of 50 and above.65.3% are male and 34.7% are female.8% are 

having above 2 years of experience, 16% are having experience form 3-5 years, 33.3% are 

having experience from 11-15 years, and 7.3% are having experience above 16 years.41.3% are 

physician, 13.3% are from nursing department, 37.3% are from paramedical department, 8% are 

from administrative department.16% have completed their schoolings, 17.3% have completed 

their higher secondary, 30% have completed their UG, 36.7% have completed their PG.39.3% 

are earning less than 5000, 24% are earning from 5001-10000, 13.3% are earning from 10001-

25000 and 23.3% are earning more than 25000. 
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FACTOR ANALYSIS  

A total of 19 variables were identified for the purpose of collecting expectations from the 

respondents. In order to reduce the number of variables and to identify the key factors 

contributing towards the expectations of services, factor analysis is performed. KMO and 

Bartlett’s test is conducted to identify the sampling adequacy.   

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy. 
.476 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 573.122 

Df 325 

Sig. .000 

 

KMO of sampling adequacy value for the service quality measures is 0.585 and it indicates that 

the sample is adequate to consider the data as normally distributed.  

The number of factors as identified by performing the screen plot. The results are shown below,  

 
Screen plot shown the above figure gives a pictorial view of the number of components to be 

shortlisted and to become factors based on Eigen value. So from the above chart become three 

factors have been shortlisted. 

          Rotated component matrix is used to identify the factors after data reduction. The results 

are shown below, 

Rotated Component Matrix 

 1 2 3 4 5 6 7 8 

Level of acceptance towards opinion 

about satisfaction with their work. 
.344 .006 .132 .105 .324 -.138 .254 0.098 

Level of acceptance towards satisfaction 

with their work. 
-.125 .051 -.097 .025 -.083 .016 -.082 -0.054 
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Level of acceptance towards contribution 

of employees towards the company plan 

and mission 

-.786 .018 .105 .033 .011 .039 -.001 0.049 

Level of acceptance towards adequate 

planning in the company 
.619 -.156 -.201 .065 -.102 .101 -.274 0.142 

Level of acceptance towards team 

working towards shared goals of the 

organization 

.079 .002 -.262 .236 -.241 -.094 .711 -0.020 

Level of acceptance towards priority of 

quality in the company 
.759 .070 .035 -.247 .109 .057 .070 -0.011 

Level of acceptance towards initial 

training provided to them 
-.139 .009 .786 -.029 .144 -.135 -.081 -0.047 

Level of acceptance towards enough 

authority to take decision they need 
-.015 .355 -.139 .181 .216 .001 -.430 -0.130 

Level of acceptance towards input from 

employees while making decision 
-.124 .097 .199 -.067 .118 .167 .627 -0.023 

Level of acceptance towards adequate 

support given by the supervisors 
.304 .421 .161 .420 -.170 .136 .141 -0.069 

Level of acceptance towards treating the 

employees fairly by the supervisors 
.090 -.040 -.042 -.088 .208 .202 .074 0.697 

Level of acceptance towards physical 

conditions in the company 
.008 .746 .088 .096 -.102 -.045 .076 0.033 

Level of acceptance towards type of 

work performed  
.021 .049 .038 .010 .048 -.076 .010 -0.005 

Level of acceptance towards feeling 

valued at the company by the employees 
.086 .577 .004 -.114 .386 -.050 .090 0.109 

Level of acceptance towards strong spirit 

of teamwork and cooperation among 

employees 

.012 .080 .153 -.035 .763 .039 -.141 0.016 

Level of acceptance towards frequency 

of communication from the management 
-.143 .628 -.068 -.258 .147 -.038 -.085 0.039 

Level of acceptance towards perception 

of employees towards working hours at 

the company 

.046 .064 .112 -.015 -.011 -.017 -.084 -0.011 

Level of acceptance towards balanced 

work life and personal life of employees 

in the company 

-.005 -.008 -.066 .558 -.179 .217 .062 -0.138 

Level of acceptance towards promotion 

on good work by the management 
-.011 -.082 -.229 .173 .226 .625 .041 0.013 

Level of acceptance towards secured job  -.085 -.109 .043 -.146 -.125 .034 -.091 -0.037 
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Level of acceptance towards enough 

recognition by management for work 

that is well done 

.190 .118 .007 -.763 -.103 .014 -.015 -0.058 

Level of acceptance towards information 

given by the supervisor towards 

improvement in work 

-.151 .033 .194 .331 .025 -.293 -.042 -0.054 

Level of acceptance towards providing 

enough information by the the company 

to the employees about the job  

.027 -.033 -.724 -.043 .022 -.049 -.107 -0.097 

Level of acceptance towards feeling their 

salary is fair for their responsibility by 

the employees 

.043 -.027 .037 .013 -.079 .857 .029 0.025 

Level of acceptance towards benefits 

provided by the company 
.055 .021 .243 -.124 -.497 .105 -.293 -0.060 

Level of acceptance towards employee 

willingness to continue 
-.071 .133 .087 .058 -.129 -.143 -.085 0.786 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

     

a. Rotation converged in 19 iterations.       

Interpretation  

 The common factors above 0.5 are taken for decision making process of the research and 

the factors are level of acceptance towards team working towards shared goals of the 

organization, level of acceptance towards priority of quality in the company, level of acceptance 

towards initial training provided to them, level of acceptance towards strong spirit of teamwork 

and cooperation among employees, and level of acceptance towards employee willingness to 

CHI-SQUARE  

Age and Level of acceptance of various factors used for the research 

H0: There is no significant relationship between age of the respondents and level of acceptance 

of various factors used for the research.  

H1: There is a significant relationship between age of the respondents and level of acceptance of 

various factors used for the research.  

Demographic Profile CHI-Square Value P Value Result 

Level of acceptance towards team 

working towards shared goals of the 

organization 

63.402 0.000 Reject 

Level of acceptance towards priority of 

quality in the company 
1.080 0.000 Reject 

Level of acceptance towards initial 

training provided to them 
85.193 0.000 Reject 

Level of acceptance towards strong 

spirit of teamwork and cooperation 

among employees 

19.284 0.254 Reject 

Level of acceptance towards employee 

willingness to continue 
16.598 0.412 Reject 
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Interpretation 
The above table shows about the relationship between age and level of acceptance of various 

factors used for the research. It shows that there is a relationship between age and level of 

acceptance towards team working towards shared goals of the organization, level of acceptance 

towards priority of quality in the company and level of acceptance towards initial training 

provided to them as the level of significance is less than 0.05 and these factors can be taken for 

decision making process of the research.  

FINDINGS 
Most of the respondents agree towards priority of quality in the company. Maximum of the 

respondents strongly agree towards initial training provided to them. Most of the respondents 

disagree towards enough authority to take decision they need. Maximum of the respondents 

agree towards input from employees while making decision. Most of the respondents agree 

towards adequate support given by the supervisors. Maximum of the respondents disagree 

towards treating the employees fairly by the supervisors.Most of the respondents strongly agree 

towards physical conditions in the company. Maximum of the respondents agree towards type of 

work performed. 

SUGGESTIONS 
Training and education motivates can be developed for people which makes them more 

productive and innovative.All employees can be given six weeks of training before they ever 

answer the first phone call. Learning never stops and testing continues throughout their 

employment tenure. Every six months employees can be tested using an on-line computer 

system.The factors level of acceptance towards priority of quality in the company, level of 

acceptance towards initial training provided to them, level of acceptance towards strong spirit of 

teamwork and cooperation among employees, and level of acceptance towards employee 

willingness to continue are taken for the decision making process of the study.  

CONCLUSION 
The conclusion is that learning never stops and testing continues throughout their employment 

tenure.  Every six months employees can be tested using an on-line computer system. 
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