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Introduction

The manufacturing industry has a major role to play in the economic development of the country by providing employment and
facilitating the growth of industries. Manufacturing industry has witnessed a rapid growth rate during the past few years due to
advancements in technology, globalization, and the growing demand for products. In the competitive world, employee
performance is one of the factors for the growth of the manufacturing industry. Job satisfaction and motivation are the key factors
influencing employee performance and productivity. Job satisfaction is a measure of the level of satisfaction felt by employees
towards their job. It involves various factors such as work conditions, salary, job security, and various benefits received from
the organization. Motivation is a force, internal or external, that stimulates employees to work efficiently and perform their tasks
in order to attain organizational goals. When employees are satisfied and motivated, they are likely to perform better in their
tasks and show more commitment to their work. Employees in this field are likely to work in a hard situation, and this could
impact their motivation levels. Hence, it is crucial for the organization to provide a favorable work environment to its employees.
Various factors, such as leadership style, organizational culture, and compensation packages, are also considered to be influential
in building employee attitude towards their job. In recent years, various manufacturing firms are implementing employee
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engagement strategies to boost employee motivation levels
and job satisfaction. Hence, it is crucial to study job
satisfaction and motivation levels among employees in the
manufacturing field to comprehend various factors
influencing employee behavior and organizational
performance.

Review of Literature

Several researchers have conducted research on the topic of
job satisfaction and motivation among the employees of
different industries, especially with the objective of exploring
the factors that affect the performance of the employees.
Herzberg, in his research conducted in 1959, concluded that
the satisfaction level of the employees is influenced by two
different factors, namely hygiene factors and motivational
factors. Hygiene factors include salary, working conditions,
and security, whereas motivational factors include
recognition, achievement, and growth. Maslow (1943)
indicated that the basis of employee motivation is the
hierarchy of needs, which consists of physiological needs,
safety needs, social needs, esteem needs, and self-
actualization needs. The study pointed out the importance of
satisfying the employees’ basic needs as well as their
psychological needs in order to have a high level of
motivation job satisfaction. In a study carried out by Spector
(1997) 31, job satisfaction emerged as a significant factor
affecting the performance of employees. According to the
study, employees who are satisfied with their jobs tend to be
more productive in their work and have a higher level of
dedication to their jobs. A study carried out by Sharma and
Sharma (2018) %, on the topic of job satisfaction among
employees in the manufacturing industry found that the main
factors affecting the satisfaction of employees were the
working conditions, salaries, job security, and promotion.
Similarly, the study by Reddy and Kumar (2020) on the role
of motivation in enhancing employee productivity in
manufacturing firms revealed that motivational factors have
a great impact on employee performance and job satisfaction.
Similarly, Patil (2021) observed that employee engagement
and leadership style are crucial factors for enhancing
employee job satisfaction and motivation. Further, the study
revealed that firms focusing on employee welfare are able to
enhance employee productivity and reduce employee
turnover.

Methodology

Aim: To study the job satisfaction and motivation among
employees in the manufacturing industry Reputed
manufacturing industry Hosur.

Objectives:

1. To assess the level of job satisfaction among the
employees working in the manufacturing industry.

2. To examine the relationship between the gender of the
respondents and the level of job satisfaction and
motivation among the employees.

3. To emphasize the relationship between the monthly
income of the respondents and the level of job
satisfaction and motivation among the employees.

4. To assess the difference between the level of job
satisfaction and motivation among the employees based
on their working conditions
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Hypotheses:

1. There is no significant difference between the gender of
the employees and their level of job satisfaction and
motivation in the manufacturing industry.

2. The age of the employees has no significant relationship
with their level of job satisfaction and motivation.

3. The monthly income of the employees has a significant
relationship with their level of job satisfaction and
motivation.

Research Design:

The descriptive research design was used as a basis to
conduct the research on job satisfaction and motivation
among employees within the manufacturing industry.
Descriptive research is beneficial to the researcher as it
provides an opportunity to gather information on attitudes
and perceptions that influence employee satisfaction and
motivation. It allows the researcher to analyze the impact of
various factors that influence the motivation and job
satisfaction of employees within the industry.

Universe and Sampling:

The universe for the study consisted of the employees
working in the manufacturing units. To conduct the study, the
researcher adopted the simple random sampling technique to
select the sample for the study. The sample consisted of 50
employees working in 1 manufacturing unit to collect the data
on the levels of job satisfaction and motivation of the
employees

Tools for Data Collection:

For the study, the main data collection methods were
employed through the questionnaire method. Under the
questionnaire method, the questions were close-ended and
measured the various aspects of job satisfaction and
motivation among the employees within the manufacturing
industry, including:

Job Satisfaction

Work Environment and Working Conditions
Compensation and Benefits

Career Growth and Development

Work-Life Balance

Intrinsic Motivation

Extrinsic Motivation and Recognition

Extrinsic Management and Supervision

Organizational Culture and Commitment

The responses were measured using a Likert scale to analyze
the opinions, attitudes, and perceptions of the employees.

Analysis and Interpretation

Different statistical analysis computed using use of SPSS
V.21 to understand the factors affecting job satisfaction and
motivation among the employees working in a manufacturing
industry. The data collected from the respondents were
analyzed through the application of the most appropriate
statistical tools, including percentage analysis and quartile
deviation, to understand the responses given by the
employees working within the industry.
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Table 1: Distribution of respondents based on their overall Job Satisfaction and Motivation

Job Satisfaction

Dimensions Low Moderate| High
Freq. [(%)|Freq.|(%0)|Freq.|(%0)
Job Satisfaction 22 440 7 [14.0] 21 |42.0
Work Environment Working Condition 25 50.0/ 0 |0.0] 25 |50.0
Compensation and Benefits 19 38.0] 12 |24.0[ 19 |38.0
Career Growth and Development 28 56.0/ 16 |32.0 6 |12.0
Work-Life Balance 21 42.0| 17 [34.0] 12 |24.0
Intrinsic Motivation 16 32.0| 18 |36.0] 12 |24.0
Extrinsic Motivation and Recognition 15 30.0] 24 |48.0] 11 |22.0
Management and Supervision 9 18.0| 14 [28.0] 27 [54.0
Culture and Commitment 14 28.0| 14 |28.0] 22 ]48.0
Overall Job Satisfaction and Motivation Among Employees in Manufacturing Industry 12 24.0] 13 |26.0] 25 |50.0

From the table, it is observed that the level of job satisfaction
and motivation among the employees of the manufacturing
industry differs across various dimensions. Under the job
satisfaction dimension, 44% of the respondents fall into the
low level, 14% fall into the moderate level, and 42% fall into
the high level. Under the work environment and working
conditions dimension, 50% of the respondents fall into the
low level and 50% into the high level. Under the
compensation and benefits dimension, 38% of the
respondents fall into the low and high levels, and 24% fall
into the moderate level. Under the career growth and
development dimension, the majority of the respondents, i.e.,
56%, fall into the low level, and the remaining respondents

respondents fall into the low level, 34% into the moderate
level, and 24% into the high level. For intrinsic motivation,
the majority of respondents are categorized as moderate level,
with 36% of the respondents falling into this category.
However, for extrinsic motivation and recognition, the
majority of the respondents, 48%, are categorized as
moderate level. Management and supervision have the
highest level of satisfaction among the respondents, with 54%
falling into the high level. Organizational culture and
commitment also have the high level, with 48% of the
respondents falling into this level. Overall, the majority of the
respondents, 50%, have high levels of job satisfaction and
motivation, with 26% having moderate levels and 24%

fall into the high and moderate levels.
Under the work-life balance dimension, 42% of the

having low levels of job satisfaction and motivation.

Table 2: ‘t” — Test based on the employment type of the respondent and the various dimensions pertaining to Job Satisfaction and

Motivation
Variable | Mean | Std. Deviation | Std. Error Mean | Df | Statistical Inference
Job Satisfaction

Contract Employee 31 16.03 1.906 48 ‘t’=.203, P> 0.05

Permanent Employee 19 16.74 1.821 39.579 Not Significant
Work Environment Working Condition

Contract Employee 31 16.03 2.057 48 ‘t’=.377, P> 0.05

Permanent Employee 19 16.53 1.611 44.989 Not Significant
Compensation and Benefits

Contract Employee 31 14.19 1.939 48 ‘t’=.209, P> 0.05

Permanent Employee 19 13.37 2.629 30.006 Not Significant
Career Growth and Development

Contract Employee 31 13.26 1.154 48 ‘t’=.870, P> 0.05

Permanent Employee 19 13.32 1.293 34.867 Not Significant
Work-Life Balance

Contract Employee 31 13.87 1.839 48 ‘t’=.655, P> 0.05

Permanent Employee 19 14.11 1.696 40.630 Not Significant
Intrinsic Motivation

Contract Employee 31 13.61 1.687 48 ‘t’=.079, P> 0.05

Permanent Employee 19 14.53 1.837 35.692 Not Significant
Extrinsic Motivation and Recognition

Contract Employee 31 14.52 2.694 48 ‘t’=.761, P> 0.05

Permanent Employee 19 14.74 2.051 45.606 Not Significant
Management and Supervision

Contract Employee 31 16.19 3.449 48 ‘t’=.614, P> 0.05

Permanent Employee 19 15.74 2.377 47.236 Not Significant
Organizational Culture and Commitment

Contract Employee 31 14.84 3.226 48 ‘t’=.279, P> 0.05

Permanent Employee 19 15.74 1.939 47.997 Not Significant
Overall Job Satisfaction and Motivation Among Employees in Manufacturing Industry

Contract Employee 31 132.55 11.721 48 ‘t’ =484, P> 0.05

Permanent Employee 19 134.79 9.402 44.434 Not Significant

The t-test results show that the p-value is greater than 0.05
for all the dimensions of job satisfaction and motivation. This
indicates that there is no significant difference between

contract employees and permanent employees in terms of job
satisfaction and motivation in the manufacturing industry.
The mean values of both groups are almost similar across all
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dimensions such as job satisfaction, work environment,
compensation and benefits, career growth, work-life balance,
motivation, management, and organizational culture. The
overall mean score for contract employees (132.55) and
permanent employees (134.79) is also very close.

HO: There is no significant difference between contract
employees and permanent employees with respect to job
satisfaction and motivation and its dimensions in the
manufacturing industry.

H1: There is a significant difference between contract
employees and permanent employees with respect to job
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satisfaction and motivation and its dimensions in the
manufacturing industry.

Result: As the value of the p-value is greater than 0.05 for all
the variables, the null hypothesis (Ho) is accepted, and the
alternative hypothesis (Hi) is rejected. Thus, it can be
concluded that there is no significant difference between
contract employees and permanent employees in terms of job
satisfaction and motivation and its dimensions in the
manufacturing industry. The differences in the mean values
of the contract employees and the permanent employees are
only numerical and not significant.

Table 3: F-Test based on the Gender of the respondents and the various dimensions pertaining to Job Satisfaction and Motivation

Variable Sum of DA Mean F Statistical
Squares Square Inference
BGetween 1681 1 1.681 Sng>g(é)lS98
Job Satisfaction roups 467 N(; ¢
Within Groups 172.819 |48  3.600 —_
Significant
Work Environment Working Condition P ’ N(; t
Within Groups 173.413 |48 3.613 -
Significant
Between 061 |1| 061 oy
Compensation and Benefits P .012 N(; ¢
Within Groups| 245219 48 5.109 —_
Significant
Between 094 |1] 094 S
Career Growth and Development P .064 Nc; t
Within Groups 69.986 48 1.458 Sioni
ignificant
Between 007 1] 007 oy
Work-Life Balance — 002 oo
Within Groups 153913 48  3.207 Sioni
ignificant
Between 9173 |1| 9.173 S 00
Intrinsic Motivation P 30011 T
Within Groups 146.747 |48  3.057 _
Significant
Between Sig. =419
Extrinsic Motivation and Recognition Groups 4.014 ! 4.014 .664 P<0.05
Within Groups|  289.986 48]  6.041 Significant
Between 4702 1 4702 Sig. =.485
.. Groups P>0.05
Management and Supervision 495 Not
Within Groups| 456278 48  9.506 —
Significant
%ert(v)vee“ 1561 [1]  1.561 Slf,‘ig '8562
Culture and Commitment ups 193 Nc; t
Within Groups 387.819 |48  8.080 Sioni
ignificant
Between Sig. =434
Job Satisfaction and Motivation Among Employees in Manufacturing Groups 74014 1| 74014 623 P>0.05
Industry Within Groups|  5697.986 |48 118.708 _ Not
Significant

ANOVA test was carried out to determine the differences in
job satisfaction and motivation levels among employees in
the manufacturing sector. It is clear from the test results that
all the values are above 0.05, including job satisfaction, work
environment, compensation and benefits, career growth,
work-life balance, intrinsic motivation, management and
supervision, organizational culture, and overall job

satisfaction. This indicates that there are no differences in the
levels of job satisfaction and motivation among the
respondents. Though there are some numerical differences in
extrinsic motivation and recognition, it is not statistically
significant.

HO: There is no significant difference among the respondents
with regard to job satisfaction and motivation, along with its
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dimensions, in the manufacturing industry.
H1: There is a significant difference among the respondents
with regard to job satisfaction and motivation, along with its
dimensions, in the manufacturing industry.
Result: The p-values of the variables are greater than 0.05, it
can be inferred that the null hypothesis (Ho) is accepted, while
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the alternative hypothesis (H:) is rejected. It can, therefore,
be inferred that there is no significant difference in the
respondents with regard to job satisfaction and motivation,
along with its dimensions, in the manufacturing industry. The
difference in the values is only numerical.

Table 4: Correlation between the Department/Division of the respondent and the various dimensions pertaining to Job Satisfaction and

Motivation
. Correlation Statistical
Variable
Value Inference
. . P>0.05
Job Satisfaction .193 Not Significant
Work Environment Working Condition .382** .P<.O'.05
Significant
. . P<0.05
Compensation and Benefits 110 Not Significant
P<0.05
Career Growth and Development .065 Not Significant
- P>0.05
Work-Life Balance .046 Not Significant
L - P<0.05
Intrinsic Motivation .082 Not Significant
- A . P>0.05
Extrinsic Motivation and Recognition 161 Not Significant
. P>0.05
*x
Management and Supervision 412 Significant
Culture and Commitment 210 P<0.05
) Not Significant
Overall Job Satisfaction and Motivation Among Employees in - P<0.05
) .343 S
Manufacturing Industry Significant

The correlation analysis was carried out to determine the
correlation between the various factors and job satisfaction
and motivation among the employees in the manufacturing
industry. From the findings, it is evident that work
environment and working conditions have a positive
association with job satisfaction and motivation among the
employees (r = 0.382). Similarly, the findings indicate that
there is a positive association between management and
supervision and job satisfaction and motivation among the
employees (r = 0.412). Moreover, the findings indicate that
there is a positive association between job satisfaction and
motivation among the employees and the broader concept of
job satisfaction and motivation (r = 0.343). This implies that
the factors have a great influence on the job satisfaction and
motivation among the employees in the manufacturing
industry. However, other factors like compensation and
benefits, career growth and development, work-life balance,
intrinsic motivation, extrinsic motivation and recognition,
and organizational culture have no association with job
satisfaction and motivation among the employees in the
manufacturing industry.

HO: There is no significant relationship between the
dimensions and overall job satisfaction and motivation
among the employees in the manufacturing industry.

H1: There is a significant relationship between the
dimensions and overall job satisfaction and motivation
among the employees in the manufacturing industry.

Result: Since the variables Work Environment and Working
Condition, Management and Supervision, and Overall, Job
Satisfaction and Motivation have a substantial correlation
value (p < 0.05), the null hypothesis (Ho) is partially rejected,
and the alternative hypothesis (H:) is accepted. Hence, the
conclusion is that the dimensions are related to the job
satisfaction and motivation of the employees in the
manufacturing industry.

Major Findings

The findings of the study on Job Satisfaction and Motivation
among Employees in the Manufacturing Industry indicate
that the overall level of job satisfaction and motivation among
employees is high. This is indicated by the results that
showed that 50% of the employees fall under the high level
of overall job satisfaction and motivation, while 26% fall
under the moderate level and 24% fall under the low level.
This indicates that the majority of the employees experience
a satisfactory level of motivation and satisfaction in the
workplace. With regard to the different dimensions, it was
observed that management and supervision (54%) and
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organizational culture and commitment (48%) showed high
levels of job satisfaction among employees. However, there
are certain dimensions such as career growth and
development (56% low level) and work-life balance (42%
low level) that showed low levels of satisfaction among
employees. This indicates that employees feel that there are
limited opportunities for their career growth. From the
analysis of the data using the t-test, it has been revealed that
there is no significant difference between contract employees
and permanent employees with respect to job satisfaction and
motivation and its dimensions, as the p-value is greater than
0.05 for all variables.

From the analysis of the data using the ANOVA test, it has
been revealed that there is no significant difference among
the respondents with respect to gender and job satisfaction
and motivation and its dimensions, as the p-value is greater
than 0.05 for most variables. This implies that both male and
female employees have similar perceptions with respect to
job satisfaction and motivation in the manufacturing industry.
Further, the findings from the correlation analysis reveal that
work environment and working conditions, management and
supervision, and overall job satisfaction and motivation have
a positive and significant relationship with employee
motivation. However, other factors like compensation and
benefits, career growth, work-life balance, and intrinsic
factors have poor and insignificant relationships with
employee motivation. It is revealed that the work
environment and management play a crucial role in
enhancing job satisfaction and motivation among the
employees of the manufacturing industry.

Suggestions

Based on the findings of this study, some suggestions are
proposed to improve job satisfaction and motivation levels
among employees in the manufacturing industry.
Organizations should provide better opportunities in terms of
growth and promotions to their employees in order to
improve their growth and development as professionals.
Manufacturing companies should focus on improving their
work environment in order to provide a better and safe work
environment for their employees. Offering salary and
incentive packages to their employees can also help in
increasing their motivation levels and job satisfaction. It is
also important that the management has effective
communication with the employees. This can help create a
sense of trust with the employees and improve their
motivation towards the organization. Organizations should
also try to create a sense of participation among their
employees to improve their commitment towards the
organization. In addition to that, organizations can create a
healthy balance between work and life to reduce stress among
their employees. Finally, creating a positive organizational
culture can improve job satisfaction among employees,
reduce turnover rates, and increase productivity in the
manufacturing industry.

Conclusion

The present study aims to examine the level of job
satisfaction and motivation among the employees working in
the manufacturing industry, along with the factors that affect
them. From the results, it is clear that the level of overall job
satisfaction and motivation among the employees is at a high
level, where 50% of the employees are highly satisfied and
motivated. The results of the study revealed that the factors
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such as management and supervision, organizational culture
and commitment play a major role in enhancing the level of
job satisfaction, whereas factors such as career growth and
development, work-life balance are at a lower level, which
indicates the need for improvement. From the statistical
results, it is clear that the factors such as type of employment
and gender do not affect the level of job satisfaction and
motivation. However, the analysis revealed through the
correlation study showed that the work environment, working
conditions, and management have a positive and significant
association with employee motivation. Overall, the study
concludes that the work environment, management,
recognition, and organizational culture play an important role
in fostering job satisfaction and employee motivation among
the workforce. Career growth opportunities, work-life
balance, and employee engagement programs are areas that
could improve employee motivation, productivity, and
loyalty within the manufacturing industry.

References

1. Aziri B. Job satisfaction: A literature review. Manag Res
Pract. 2011;3(4).

2. Fonceca CM. Job satisfaction among women employees:
An empirical study. 2023.

3. George KN, Fonceca CM. Job stress and its impact on
employees in industries. J Acad Ind Res. 2022;11(1):1-

4. Gupta N, Sharma K. Role of leadership in improving job
satisfaction among industrial employees. Indian J Ind
Relat. 2020;55(3):456-468.

5. Hackman JR, Oldham GR. Motivation through the
design of work. Organ Behav Hum Perform.
1976;16(2):250-279.

6. Herzberg F, Mausner B, Snyderman B. The motivation
to work. New York: John Wiley & Sons; 1959.

7. Judge TA, Klinger R. Job satisfaction: Subjective well-
being at work. In: Eid M, Larsen RJ, editors. The science
of subjective well-being. New York: Guilford Press;
2008. p. 393-413.

8. Kalleberg AL. Work values and job rewards: A theory of
job satisfaction. Am Sociol Rev. 1977;42(1):124-143.

9. Kumar R, Mehta P. Work-life balance and employee
satisfaction in manufacturing industry. J Organ Psychol.
2019;19(2):78-85.

10. Locke EA. The nature and causes of job satisfaction. In:
Dunnette MD, editor. Handbook of industrial and
organizational psychology. Chicago: Rand McNally;
1976.

11. Maslow AH. A theory of human motivation. Psychol
Rev. 1943;50(4):370-396.

12. Mishra PK. Job satisfaction. IOSR J Humanit Soc Sci.
2013;14(5):45-54.

13. Nair S, Rao V. Impact of organizational culture on
employee motivation in manufacturing companies. Int J
Manag Res. 2019;7(2):55-61.

14. Patil S. Employee engagement and job satisfaction in
manufacturing organizations. J Hum Resour Manag.
2021;9(1):30-36.

15. Preethi M, Anandan CC. Comparison of work-life
balance between IT employees and manufacturing
industry employees. J Acad Ind Res. 2022;11(1):6-10.

16. Ramlall S. A review of employee motivation theories
and their implications for employee retention within
organizations. J Am Acad Bus. 2004;5(1-2):52-63.

17. Reddy K, Kumar S. Employee motivation and its impact

207|Page



International Journal of Multidisciplinary Research and Growth Evaluation www.allmultidisciplinaryjournal.com

on organizational productivity. Int J Bus Manag Res.
2020;8(3):112-118.

18. Sanjay A, Fonceca CM. Employee happiness index: A
study of school teachers in a private institution. SSRN
Electron J. 2025.

19. Shahzadi I, Javed A, Pirzada SS, Nasreen S, Khanam F.
Impact of employee motivation on employee
performance.

20. Sharma R, Sharma V. Job satisfaction among employees
in manufacturing industries. Int J Manag Stud.
2018;5(2):45-52.

21. Singh A, Jain P. Impact of work environment on
employee motivation in manufacturing sector. Int J Res
Manag. 2019;7(4):65-72.

22. Singh R, Gupta M. Employee motivation and job
satisfaction in industrial sector. Int J Hum Resour
Manag. 2017;6(3):21-27.

23. Spector PE. Job satisfaction: Application, assessment,
causes, and consequences. Thousand Oaks (CA): Sage
Publications; 1997.

24. VVroom VH. Work and motivation. New York: Wiley;
1964

How to Cite This Article

Marshal MRR, Anandan CR. Job satisfaction and motivation
among employees in a manufacturing industry. International
Journal of Multidisciplinary Research and Growth
Evaluation. 2026;7(2):202-208.
d0i:10.54660/IIMRGE.2026.7.2.202-208.

Creative Commons (CC) License

This is an open access journal, and articles are distributed
under the terms of the Creative Commons Attribution-
NonCommercial-ShareAlike 4.0 International (CC BY-NC-
SA 4.0) License, which allows others to remix, tweak, and
build upon the work non-commercially, as long as
appropriate credit is given and the new creations are licensed
under the identical terms.

208|Page



