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I. Introduction 
There are few organizations who could realize the pulse of growth. They try to satisfy their external customers 

through their internal customers. The major factor of satisfying internal customer is to ensure its employee’s 

satisfaction time to time. Accordingly the rules, regulations and norms of the company have to be revised. 

Human resource is one of the most valuable and unique asset of an organization. A manager has to build upon 

effective workforce, handle the expectations of the employees and ensure that they perform at their best. 

Businesses in today’s world have to deal with a number of challenges. They face an environment with high 

degree of turbulence. The number of players in the market is mushrooming. Everyone is striving to satisfy its 

customer. In this juncture, to attract, retain and to motivate the talented human resource in a highly competitive 

market, the company tries to find out various ways.  

 

II. Concepts of the Study 
Work is a social reality and social expectations to which man seems to confirm. Employee satisfaction covers 

broad areas with their related aspects as: job area, management, personal adjustment, social relations, pay, 

security of job, congenial associates, credit for work done, a meaningful job, opportunity to advance, 

comfortable, safe and attractive working environment and reasonable orders and directions. Employee 

satisfaction in a broad way may be defined as combination of all those factors which may make employee 

truthfully to say, “I am satisfied with my job”. A major part of man’s life is spent in working time.  

 

III. Review of Literature 

Employee satisfaction is in regard to one’s feelings or state of mind regarding his/her attachment, involvement 

and concern for their company. It is one of the major determinants of growth and development of the 

organization. It is a never ending journey. It is a continuous process as it is related to needs and fulfillment of 

needs. It requires regular understanding of the expectation and requirements of the employee and determining 

how is that organization succeeding and satisfying their expectations and requirements.  

Abstract: There are national public and private steel industries in India which contribute substantially to the 

growth of its economy. The growth and development of any economy depends up on its volume of successful 

manufacturing industries. This study has tried to investigate the extent of employees’ satisfaction in their 

organization. It also intended to know the relative importance of employees’ satisfaction factors and their 

impacts on the overall job satisfaction of employees. There is a sea change in the HR interventions of the 

companies, the nature of business operation, the work culture, benefits and compensation, recognition, 

attitude of trade unions which adds value to employees’ satisfaction in this competitive age. The study 

covered few branches of Indian Public sector steel industries like RSP, BSP, NINL and few Private sectors 

like Tata Steel, Tata Refractory Ltd., Adhunik Steel And Sree Metaliks ltd. There were 248 samples selected 

in this study through purposive sampling. The study reveals that employees’ satisfaction depends mostly on 

working environment, salary and compensation, employee relations, benefits and services, retirement and 

post retrial benefits, organizational climate and of the organizations. But they seek better housing facility to 

all, educational justifies, promotions, fairness, lower disparity among executives and non-executives pay and 

benefits. 
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Employees’ satisfaction is mainly dependent up on job satisfaction in every company. Job satisfaction has been 

closely related with many organizational phenomena such as salary and compensation, employees’ relations, 

benefits, motivation, performance, leadership, attitude, organizational climate, moral etc. Researchers have 

attempted to identify the various components of job satisfaction, measure the relative importance of each 

component of job satisfaction and examine what effects these components have on employees’ productivity.  

Spector (2000) refers to job satisfaction in terms of how people feel about their jobs and different aspects of 

their jobs. Ellickson and Logsdon (2002) support this view by defining job satisfaction as the extent to which 

employees like their work. C.R.Reilly(1991) defines job satisfaction as the feeling that a worker has about his 

job or a general attitude towards work or a job and it is influenced by the perception of one’s job. J.P. Wanous 

and E.E. Lawler (1972) refers job satisfaction is the sum of job facet satisfaction across all facets of a job. 

Abraham Maslow (1954) suggested that human needs from a five-level hierarchy ranging from physiological 

needs, safety, belongingness and love, esteem to self-actualization.  

According to Chakrabarty, Oubre, and Brown (2008) “perhaps the finest way in which supervisors can portray 

himself as a role model is to personally demonstrate proper techniques so that employee could understand how 

job should be done.” J.D. Politis (2001) has examined the roles played by leadership in the process of 

knowledge acquisition and a survey was carried out on 227 persons who have been engaged in knowledge 

acquisition activities to examine the relationship between leadership styles and knowledge acquisition attributes. 

The results showed that the leadership styles that involve human interaction and encourage participative 

decision-making are related positively to the skills essential knowledge acquisition.  

The mentoring is used for development-orientation (Scandura and Williams, 2004). The immediate supervisor 

support is very important in organizational change. Although the support of supervisor is not very crucial in 

satisfaction but it has positive impact on satisfaction (Griffin, Patterson and West, 2001). Compensation is very 

valuable tool for retention and turnover. It is also a motivator for an employee in commitment with the 

organization which in result enhances attraction and retention (Zobal, 1998; Chiu et al., 2002). It also works as 

communicator when it is given to employee against his services which shows how much an employee is 

valuable for its organization (Zobal, 1998).  

On the other hand non-supervisory mentor may increase mentee’s confidence by providing access to outside 

organization (Scanduraa and Williams, 2004). According to the study conducted by Friedlander and Margulies 

(1969), it was discovered that management & friendly staff relationships contribute to the level of job 

satisfaction. However, this result contradicts with view of Herzberg (1966) who supported the view that 

supervision is irrelevant to the level of job satisfaction. Robbins (2001) advocates that working conditions will 

influence job satisfaction, as employees are concerned with a comfortable physical work environment. In turn 

this will render a more positive level of job satisfaction. The worker would rather desire working conditions that 

will result in greater physical comfort and convenience. The absence of such working conditions, amongst other 

things, can impact poorly on the worker’s mental and physical well-being (Baron and Greenberg, 2003). 

Employees may feel that poor working conditions will only provoke negative performance, since their jobs are 

mentally and physically demanding. 

Schneider et al. (2003) report analyses of employee attitude survey data aggregated to the organizational level of 

analysis. In a unique study conducted by Harter et al. (2002), the authors conducted a met analysis of studies 

previously conducted by The Gallup Organization. The study examined aggregated employee job satisfaction 

sentiments and employee engagement, with the latter variable referring to individual’s involvement with as well 

as enthusiasm for work. Based on 7,939 business units in 36 organizations, the researchers found positive and 

substantive correlations between employee satisfaction-engagement and the business unit outcomes of 

productivity, profit, employee turnover, employee accidents, and customer satisfaction. A research has reported 

a positive correlation between individuals’ job attitudes and their performance (r = .17; Iaffaldano & 

Muchinsky, 1985). Argyris (1964), Likert (1961), and McGregor (1960) suggested that the way employees 

experience their work would be reflected in organizational performance. Historically, the job satisfaction-

performance linkage has been primarily discussed by theorists from the Socio-technical and Human Relations 

schools of thought. According to the Socio-technical approach (e.g., Emery & Trist, 1960), organizational 

performance depends on congruence between the technical and social structures of the organization. 

Organizational climate has had success in aggregating individual employees’ perceptions and investigating their 

relationship to both organizational-level and individual-level outcomes (see, e.g., Schneider, White, & Paul, 

1998; Zohar & Luria, 2005). In addition, there are a handful of studies that have explored the relationship 

between aggregated employee job satisfaction attitudes and organizational (or unit-level) performance. 

 

IV. The Problem of the Study 

The study has tried to answer the following questions: 

1. To what extent the employees of steel manufacturing industry in India are satisfied?  

2. What are the factors that cause employee satisfaction? 

3. What are the factors that cause employees dissatisfaction? 
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V. Objective of the Study 

The objective of the study is as follows:  

1. To assess the satisfaction level of employees in steel manufacturing industry in India  

2. To identify the factors which influence the job satisfaction of employees  

3. To recommend measure to improve employee satisfaction and employee morale. 

 

VI. Importance of the Study 

This study was designed to assess the satisfaction level of employees with a common parameter taken for 

different type of industries in steel manufacturing like public and private sector, area differences, differences in 

turnover capacity of plant etc.  But the nature of work is same in all the organizations. The type of talent is 

same. Few plants are situated having a township but few are in remote areas. In the small plants in remote areas, 

no body becomes interested to retain for longer period. Even research is a neglected field in those areas also. In 

developed area, time to time rules, regulations are becoming stringent in order to compete with the globalised 

economy. So to retain the human asset, it is required to do research on employees’ satisfaction level, 

dissatisfactions factors, employee engagement, retaining strategy, talent management, career development etc. 

This research will be an eye opener for the corporate owners or board of directors to make further rules and 

regulations. This study can stop workers strike; by taking preventive measures by the result of this study. This 

will help the future researchers as a background of research tool for further research.  

VII. Hypotheses of the Study 

 

1. There is no significant association between employees’ satisfaction and salary and compensation package. 

2. There is association between employees’ satisfaction and benefits and services of the company. 

3. There is association between employees’ satisfaction and employees’ relations in the company. 

VIII. Research Methodology 

For this work an exploratory approach was adopted. The data were collected from both public and private sector 

Steel industries in India. Few Public sectors were included like RSP, BSP, NINL and few Private sectors like 

Tata Refractory Ltd., Adhunik Steel And Sree Metaliks ltd were taken for the study. There were 248 samples 

selected in this study through stratified random sampling method. The reliability and validity were tasted. The 

Cronbach’s Alpha was found out as 0.956. 

 

IX. Results of the Study 

The study represents the findings, after application of procedures, data collection and analysis. The results of the 

study include the descriptive statistics.  

 

Table-1: Mean and Standard deviation of Age, education, year of service, level of employee,  

and sex variables with* career growth 

Career growth   age education year of service 
level of 

employee sex 

satisfied Mean 2.50 1.34 2.32 1.59 1.14 

  N 121 121 121 121 121 

  Std. Deviation .914 .475 .887 .771 .349 

undecided Mean 2.47 1.50 2.42 1.83 1.17 

  N 64 64 64 64 64 

  Std. Deviation .975 .504 .940 .808 .380 

not satisfied Mean 2.57 1.27 2.13 1.76 1.17 

  N 63 63 63 63 63 

  Std. Deviation .911 .447 .889 .777 .383 

Total Mean 2.51 1.36 2.30 1.69 1.16 

  N 248 248 248 248 248 

  Std. Deviation .926 .482 .904 .786 .365 

 

Table-1 presents the mean and standard deviation of respondents in multi-demographic variables like age, 

education, year of service, level of employee and sex with career growth variable. The mean values ranges from 

highest of 2.57 to lowest of 2.47 in age, 1.50 as highest and 1.27 as lowest in education, 2.42 as highest and 2.13 

as lowest in year of service, 1.83 as highest and 1.59 as lowest in level of employee and 1.17 as highest and 1.14 

as lowest in sex variables with career growth variable in respective responses. Variability of responses is 
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comparatively more among undecided group of career growth variable with age (Standard Deviation=0.975), 

education (Standard Deviation=0.504) and less variances is found in sex (Standard Deviation=0.349) in satisfied 

group of career growth. 

 

Table-2: Mean and Standard deviation of Age, education, year of service, level of employee, 

and sex variables with* organizational climate 

 

Organizational climate   age education year of service 

level of 

employee sex 

OC1 Mean 2.44 1.40 2.25 1.77 1.19 

  N 135 135 135 135 135 

  Std. Deviation .894 .492 .835 .791 .390 

OC2 Mean 2.60 1.34 2.46 1.61 1.13 

  N 70 70 70 70 70 

  Std. Deviation .907 .478 .912 .786 .337 

OC3 Mean 2.60 1.28 2.19 1.58 1.12 

  N 43 43 43 43 43 

  Std. Deviation 1.050 .454 1.075 .763 .324 

Total Mean 2.51 1.36 2.30 1.69 1.16 

  N 248 248 248 248 248 

  Std. Deviation .926 .482 .904 .786 .365 

 

Table-2 presents the mean and standard deviation of organizational climate variable with different demographic 

variables like age, education, year of service, level of employee and sex. The mean values ranges from highest 

of 2.60 to lowest of 2.44 in age, 1.40 as highest and 1.28 as lowest in education, 2.46 as highest and 2.19 as 

lowest in year of service, 1.77 as highest and 1.58 as lowest in level of employee and 1.19 as highest and 1.12 as 

lowest in sex variables with organizational climate variable in respective responses. Variability of responses is 

comparatively more in OC3 (Affiliation) of organizational climate variable with year of service (Standard 

Deviation=1.075).  

 

Table-3: Mean and Standard deviation of Age, education, year of service, level of employee, and sex 

variables with* overall satisfaction level 

 

 Overall satisfaction 
level   age education 

year of 
service 

level of 
employee sex 

Highly satisfied Mean 2.50 1.37 2.27 1.67 1.12 

  N 113 113 113 113 113 

  Std. Deviation .908 .485 .835 .796 .331 

Moderately satisfied Mean 2.65 1.37 2.63 1.69 1.29 

  N 49 49 49 49 49 

  Std. Deviation .969 .487 .859 .796 .456 

undecided Mean 2.69 1.41 2.38 1.74 1.13 

  N 39 39 39 39 39 

  Std. Deviation .832 .498 .907 .751 .339 

Moderately 
dissatisfied 

Mean 
2.20 1.30 2.00 1.70 1.20 

  N 30 30 30 30 30 

  Std. Deviation .887 .466 .947 .794 .407 

Highly dissatisfied Mean 2.29 1.29 1.88 1.71 1.00 

  N 17 17 17 17 17 

  Std. Deviation 1.105 .470 1.111 .849 .000 

Total Mean 2.51 1.36 2.30 1.69 1.16 

  N 248 248 248 248 248 

  Std. Deviation .926 .482 .904 .786 .365 

 

Table-3 presents the mean and standard deviation of overall satisfaction level variable with different 

demographic variables like age, education, year of service, level of employee and sex. The mean values ranges 

from highest of 2.69 to lowest of 2.20 in age, 1.41 as highest and 1.29 as lowest in education, 2.63 as highest 

and 1.88 as lowest in year of service, 1.74 as highest and 1.67 as lowest in level of employee and 1.29 as highest 
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and 1.00 as lowest in sex variables. Variability of responses is comparatively more in year of service variable 

with year of service (Standard Deviation=1.111).  

 

Table-4: Salary & compensation * overall satisfaction level Cross tabulation Count 

  
  

overall satisfaction level Total 

Highly 
satisfied 

Moderately 
satisfied undecided 

Moderately 
dissatisfied  

Highly 
dissatisfied   

salary & compensation satisfied 
83 36 14 14 8 155 

  not satisfied 
40 13 15 16 9 93 

Total 
123 49 29 30 17 248 

 

Table-4 shows that respondents of satisfied group in salary and compensation, 33.4% (83) are highly satisfied, 

14.5% (36) are moderately satisfied, 5.6% are in both category undecided and moderately dissatisfied where as 

3.2% are highly dissatisfied. Similarly, in not satisfied group of salary and compensation, 16.1% (40) are totally 

highly satisfied in overall satisfaction, 5.2% are moderately satisfied, 6% are undecided, 6.4% are moderately 

dissatisfied and 3.6% are in highly dis-satisfaction level. It seems that other factors are also responsible for 

overall employees’ satisfaction although salary and compensation plays a vital role. 

 

Table-5: Chi-Square Tests  

Salary & compensation * overall satisfaction level Cross tabulation 

  Value df Asymptotic Significance 

Pearson Chi-Square 7.682(a) 4 .001 

Likelihood Ratio 7.634 4 .006 

Linear-by-Linear Association 4.103 1 .043 

N of Valid Cases 

248     

a  0 cells (.0%) expf < 5. Min exp = 6.38... 

 

Table-5 reflects that there is association exists between Salary & compensation and overall satisfaction level 

variable significantly as the Chi- Square value is significant at < 5% level. Hence, hypothesis 1 is accepted. 

 

Table-6: Benefits and services * overall satisfaction level Cross tabulation Count 

  
  

 overall satisfaction level Total 

Highly 
satisfied 

Moderatel
y satisfied undecided 

Moderat

ely 

dissatisfi
ed 

Highly 

dissatisfie
d   

Benefits and services satisfied 
77 29 25 17 9 157 

  average 24 4 7 9 4 48 

   not satisfied 12 16 7 4 4 43 

Total 113 49 39 30 17 248 

 

Table-6 elucidate that respondents of satisfied group in benefits and services, 31% (77) are highly satisfied, 

11.6% (29) are moderately satisfied, 10% are in undecided category, 6.8% are moderately dissatisfied and 3.6% 

are highly dissatisfied. Similarly, in average satisfied group, 9.6% (24) are highly satisfied, 4 respondents are 

moderately, 7 are undecided, 6.4% are moderately dissatisfied and 3.6% are highly dissatisfied level. In not 

satisfied category, 4.8% are highly satisfied, 6.4% are moderately, 2.8% are undecided and 1.6% are in both 

moderately dissatisfied and highly dissatisfied category respectively. It seems that very less number of 

respondents is not satisfied and majority of employees are satisfied with the kind of benefits and services 

provided by the steel companies. The change is due to new outlook towards the company’s growth that satisfying 

the external customers through internal customers. 
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Table-7: Chi-Square Tests  

Benefits and services * overall satisfaction level 

  Value df Asymptotic Significance 

Pearson Chi-Square 
16.610(a) 8 .002 

Likelihood Ratio 16.330 8 .018 

Linear-by-Linear Association 
2.112 1 .46 

N of Valid Cases 

248     

a  2 cells (13.3%) expf < 5. Min exp = 2.95... 

 

Table-7 reflects that there is significant association exists between benefits and services and overall satisfaction 

level variable of respondents as the Chi- Square value is significant at < 5% level. Hence, hypothesis 2 is 

accepted. 

 

Table-8: Employee relationship * overall satisfaction level Cross tabulation Count 

  

 overall satisfaction level 

Total 
Highly 

satisfied 
Moderately 

satisfied undecided 
Moderately 
dissatisfied 

Highly 
dissatisfied 

employee 
relationship 

very good 62 26 20 19 7 134 

good 27 14 13 5 4 63 

average 10 5 4 3 2 24 

not good 14 4 2 3 4 27 

Total 113 49 39 30 17 248 

 

 

Table-8 shows that 25% (62) respondents of very good category of employee relationship variable are highly 

satisfied, 10.4% are moderately satisfied, 8% are undecided, 7.6% are moderately dissatisfied and 2.8% are 

highly dissatisfied. Similarly, in not having better relationship category, 5.6% (14) respondents are highly 

satisfied, 1.6% is moderately satisfied and overall 10.8% (27) are not better relationship category. 25.4 (63) are 

having good relationship where as 9.6 %( 24) are having average relationship. It shows that respondents having 

better relationship with colleagues, boss, peer and subordinates are enjoying more overall satisfaction than others. 

 

Table-9: Chi-Square Tests 

Employee relationship* overall satisfaction level 

 

  Value df Asymptotic Significance 

Pearson Chi-Square 19.815(a) 4 .001 

Likelihood Ratio 19.356 4 .001 

Linear-by-Linear Association 7.638 1 .006 

N of Valid Cases 
248     

a  0 cells (.0%) expf < 5. Min exp = 9.29... 

 

Table-9 reflects that there is association exists between employee relationship and overall satisfaction level 

variable significantly as the Chi- Square value is significant at < 5% level. Hence, hypothesis 3 is accepted. 
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Table-10: Bivariate Correlations 

  
  

working 
environment 

employee 
relationship 

salary & 
compensation 

organizationa
l climate 

rewards 

and 

recogniti
on 

working 
environm

ent 

Pearson 
Correlation 1 .596(**) -.345(**) .456(**) .007 

  Significance(
2-tailed) 

. .000 .477 .880 .913 

  N 248 248 248 248 248 

employe
e 

relations

hip 

Pearson 
Correlation 

.596(**) 1 -.066 .059 .055 

  Significance(

2-tailed) 
.000 . .301 .356 .390 

  N 248 248 248 248 248 

salary & 
compensation 

Pearson 
Correlation 

-.345(**) -.066 1 .060 .049 

  Significance(

2-tailed) 
.477 .301 . .346 .447 

  N 

248 248 248 248 248 

organizational 

climate 

Pearson 

Correlation 
.456(**) .059 .060 1 .031 

  Significance(
2-tailed) 

.880 .356 .346 . .624 

  N 248 248 248 248 248 

rewards and 
recognition 

Pearson 
Correlation 

.007 .055 .049 .031 1 

  Significance(

2-tailed) 
.913 .390 .447 .624 . 

  N 248 248 248 248 248 

    ** Correlation at 0.01(2-tailed). 

 

The above Table- 10 depicts the bivariate correlations. It is shown that working environment is positively 

correlated with employee relationship (r= .596, p<0.01). So it is significant at 0.01 interval level. It means due to 

good employees’ relations, working environment is good. Similarly, correlation results shows that 

organizational climate is also positively correlated with employees’ relations (r= .456, p<0.01). Further, 

correlation results shows that salary & compensation is negatively correlated with working environment (r= -

.345, p<0.01). That means, due to salary and compensation, working environment also differs.  

 

X. Discussion 

It is observed that employees are satisfied with the township maintained, the roads, and greenery. But in small 

areas, they require better medical facility, better education, and housing for all. While interviewing the 

respondents, we observed and recorded the feelings and emotions of the respondents. It was observed that there 

is a general feeling of fear and doubt in minds of the respondents pertaining to the existing conditions, job 

security, economic meltdown, job for their next generation, future shortage of the raw materials, particularly 

iron ore. Few steel industries do not have their own hospitals like public sector. But they have to wait for ESI 

hospital and dispensaries.  

In few public sectors, executives use a steel chain with an identity-card, so they can go any time outside of the 

premises if they have that steel chain in their neck. But the non-executive has to take lot of permission in chain 

system to go outside even in exigencies. Even the workers and supervisory level are not satisfied with the large 

gap of the salary of executives/managers and non-executives. They claim that they claim substantially towards 

the production and profit. So, the margin should be less.   

The study further examines the relationship between employees’ satisfaction and overall job satisfaction of 

employees. The mean values ranges from highest of 2.57 to lowest of 2.47 in age variable in career growth 

variable. Variability of responses is comparatively more among undecided group of career growth variable with 

age (Standard Deviation=0.975). Respondents of satisfied group in salary and compensation, 33.4% (83) are 

highly satisfied, 14.5% (36) are moderately satisfied, where as 3.2% are highly dissatisfied. It seems that other 

factors are also responsible for overall employees’ satisfaction although salary and compensation plays a vital 

role. Working environment is positively correlated with employee relationship (r= .596, p<0.01). So it is 
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significant at 0.01 interval level. It means due to good employees’ relations, working environment is good. 

Similarly, correlation results shows that organizational climate is also positively correlated with employees’ 

relations (r= .456, p<0.01). Again, correlation results shows that salary & compensation is negatively correlated 

with working environment (r= -.345, p<0.01). That means, due to salary and compensation, working 

environment also differs. Respondents of satisfied group in benefits and services, 31% (77) are highly satisfied, 

11.6% (29) are moderately satisfied, 10% are in undecided category, 6.8% are moderately dissatisfied and 3.6% 

are highly dissatisfied. 25% (62) respondents of very good category of employee relationship variable are highly 

satisfied, 10.4% are moderately satisfied, 8% are undecided, 7.6% are moderately dissatisfied and 2.8% are 

highly dissatisfied. 36.76% of private steel industries respondents feel secured where as 100% feel secured in 

public sectors. 74.05% are satisfied with the weekly off.  

 

XI. Conclusion 

It is observed that employees’ salary and compensation, employees’ relations, working environment, 

organizational climate, career growth, benefits and services, promotion, fairness, health care, children education 

and maintenance of equity are the major factors of employees’ satisfaction. Similarly, poor performance 

appraisal system, education justifies, medical justifies, salary inequality, power centralization are the most 

dissatisfaction factors which are responsible of employees’ dissatisfaction. So, every organization needs to 

implement these tools as a drive for employees’ satisfaction and motivation. Human resource is the most 

valuable asset of every organization. The companies have started giving emphasis to employees in order to 

satisfy them by which there will be a win-win situation. They can be fully involved, committed and happy in the 

organization. The organization will also be a very successful one. So, there is a sea change in the HR 

interventions of the companies, the nature of business operation, the work culture, salary and compensation, 

organizational climate, employee relations, career growth and welfare and benefits and services which adds 

value to employees’ satisfaction in this competitive age. The study has tried to find out the factors affecting 

satisfaction and the factors affecting dissatisfaction of employee’s satisfaction in steel industries in India.  
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