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Abstract 

This study examines job satisfaction levels among employees in public sector companies in Nagpur. A 

survey was conducted with 150 employees from different public sector organizations. Various factors, 

including salary, relationship with coworkers, relationship with supervisors, training & development, 

working environment, motivation, appreciation, job satisfaction, and job performance, were analyzed 

using statistical methods such as mean, standard deviation, correlation analysis, and regression analysis. 

The findings provide insights into the factors influencing job satisfaction and their implications for 

organizational policies. 
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1. INTRODUCTION 

Job satisfaction is an important factor influencing employee productivity, motivation, and retention. It 

has a significant impact on an organization's overall success, influencing factors like efficiency, 

employee engagement, and attrition rates. Public sector organizations, with their bureaucratic structures 

and rigid policies, frequently struggle to sustain high levels of employee job satisfaction. Understanding 

the fundamental characteristics that influence job happiness can help policymakers and managers design 

measures to boost staff morale and efficiency.  

Nagpur, India's largest business and political hub, is home to a number of public-sector enterprises that 

employ thousands of people. Given the importance of these organizations in promoting economic 

growth and public welfare, it is critical to analyze job satisfaction among employees in this sector. 

Despite the stability and benefits of public-sector positions, problems such as a lack of career 

advancement, bureaucratic barriers, and restricted incentives may lead to employee unhappiness. The 

purpose of this study is to identify and analyze the many elements that influence job satisfaction in 

Nagpur's public sector enterprises, as well as to make recommendations for improvement. 

Salaries, perks, the office atmosphere, career advancement prospects, and connections with coworkers 

and supervisors all have an impact on employee job satisfaction. According to researchers, firms that 

prioritize employee pleasure have higher rates of retention and productivity. According to studies 

conducted in numerous nations, employees who feel valued and appreciated contribute favorably to an 

organization's overall success.  

Public sector personnel frequently have different expectations than their private sector counterparts.  
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While work security and stability are significant benefits, delayed career advancement, bureaucratic 

processes, and strict standards can cause frustration. Political influence, administrative delays, and 

limited incentives may also have an impact on employee motivation. 

Employee involvement is very important for job satisfaction. Organizations with high levels of 

engagement experience fewer absenteeism and turnover, as well as increased efficiency and creativity. A 

positive work environment, opportunity for professional development, and good leadership all contribute 

considerably to employee satisfaction. In addition, acknowledgment and appreciation from superiors can 

boost morale and motivation. Job satisfaction surveys and research studies help in understanding 

employee perceptions and concerns. These insights can guide policymakers and managers in formulating 

policies that improve work conditions, reduce stress, and foster a positive work environment. 

Understanding the reasons behind job dissatisfaction is essential for addressing underlying issues and 

enhancing employee well-being. 

 

2. Literature Review 

Several theories and models have been proposed to explain job satisfaction. Herzberg's Two-Factor 

Theory (1959) distinguishes between motivators (intrinsic factors) and hygienic factors (extrinsic 

variables) when determining job happiness. Achievement, recognition, and prospects for advancement 

are among the motivators, whereas money, working environment, and job security are considered 

hygiene factors. Maslow's Hierarchy of Needs (1943) also provides a framework, arguing that 

employees' needs must be met in stages, from physiological necessities to self-actualization, in order to 

achieve workplace contentment. 

Several studies have identified numerous indicators of job satisfaction in various organizational settings. 

Locke (1976) underlined that job satisfaction is determined by the matching of employees' expectations 

with actual job experiences. A study by Judge et al. (2001) discovered that personality qualities, 

particularly conscientiousness and emotional stability, have a considerable impact on job satisfaction 

levels. High emotional intelligence has also been linked to better job satisfaction and performance.  

Job satisfaction patterns in the public sector differ from those in the private sector. According to Wright 

and Davis (2003) and Buelens and Van den Broeck (2007), job stability and work-life balance are better 

predictors of satisfaction in the public sector, while compensation and career progression are more 

important in the private sector. Tait, Padgett, and Baldwin (1989) conducted a meta-analysis that 

demonstrated a substantial link between job satisfaction and job performance. Additionally, Moynihan 

and Pandey (2007) found that bureaucratic red tape and rigid hierarchies have a detrimental impact on 

employee satisfaction in public sector enterprises. In the Indian context, Gupta and Sharma (2021) and 

Singh et al. (2020) found that factors such as recognition, leadership quality, and work environment have 

a substantial impact on public sector employee satisfaction levels. Ramesh and Govindan (2019) 

discovered that, while Indian public sector personnel enjoy job stability, they frequently feel 

demotivated due to limited career advancement prospects. Organizational culture, team collaboration, 

and leadership styles have all been linked to job satisfaction in the public sector. According to research, 

autonomy, decision-making authority, and professional growth chances all have a substantial role in job 

happiness.  

Further research, such as that conducted by Verma and Patel (2020), has investigated the influence of 

workplace flexibility in job satisfaction. The findings show that employees who have a balanced work-

life culture are more satisfied. Additionally, performance rating systems and feedback mechanisms play 
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an important role in increasing job satisfaction. Employees who receive regular constructive criticism 

and appreciation from their bosses perform better and are more devoted to their businesses. 

There are few region-specific research that focus on Nagpur. The purpose of this study is to overcome 

that gap by performing an empirical investigation of job satisfaction in Nagpur's public sector 

enterprises. This study will give policymakers and administrators with useful insights on how to enhance 

working conditions and employee well-being by studying the relationship between various parameters 

and job satisfaction. 

 

3. Methodology 

This study uses a quantitative research approach to examine work satisfaction among Nagpur-based 

public sector employees. A systematic questionnaire was created and delivered to 150 employees from 

various public sector organizations. The questionnaire included demographic questions and Likert-scale 

responses (1 = Strongly Disagree, 5 = Strongly Agree) that assessed job satisfaction factors such as 

salary, relationship with coworkers, relationship with supervisors, training and development, working 

environment, motivation, and appreciation.  

 

Table 1: Demographic Distribution of Respondents 

Demographic Factor Category Frequency 

Gender 
Male 85 

Female 65 

Age Group 

20-30 years 40 

31-40 years 55 

41-50 years 35 

Above 50 years 20 

Educational Qualification 

Undergraduate 50 

Postgraduate 75 

Others 25 

Years of Experience 

0-5 years 45 

6-10 years 50 

11-20 years 35 

Above 20 years 20 

 

The dependent variables in this study are job happiness and job performance, while the independent 

factors are salary, work environment, coworker relationships, supervisory connections, and training and 

development. The acquired data was examined using statistical approaches, such as descriptive statistics 

to describe the data, Pearson correlation analysis to evaluate correlations between variables, and multiple 

regression analysis to identify the factors that have a significant impact on work satisfaction. These 

statistical tools were chosen to provide a complete understanding of the fundamental factors influencing 

job satisfaction in the public sector. 
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4. Results and discussion 

Table 2: Descriptive Statistics of Job Satisfaction Factors 

 

The descriptive statistics presented in Table 2 indicate that job satisfaction and job performance have 

relatively high mean values of 4.0 and 4.2, respectively, suggesting that most employees in the surveyed 

public sector organizations in Nagpur are generally satisfied with their jobs. Among the independent 

factors, relationships with coworkers (mean = 4.1) and working environment (mean = 4.0) have the 

highest average ratings, indicating their strong positive influence on overall job satisfaction. On the other 

hand, salary (mean = 3.5) and motivation (mean = 3.6) have lower mean values, suggesting that these 

aspects may require further improvement to enhance employee satisfaction. The standard deviation 

values show moderate variability, with training & development and motivation exhibiting the highest 

deviations, implying differing perceptions among employees about these aspects. 

 

Table 3: Correlation Analysis Between Job Satisfaction and Key Factors 

Factors Job Satisfaction Job Performance 

Salary 0.45 0.38 

Relationship with Coworkers 0.55 0.52 

Relationship with Supervisors 0.50 0.48 

Training & Development 0.47 0.41 

Working Environment 0.58 0.55 

Motivation 0.49 0.43 

Appreciation 0.51 0.46 

 

The correlation analysis in Table 3 highlights significant relationships between job satisfaction and its 

key influencing factors. Working environment (r = 0.58) and relationships with coworkers (r = 0.55) 

have the strongest correlations with job satisfaction, indicating that a positive and collaborative work 

environment is crucial in enhancing employee satisfaction levels. Similarly, relationships with 

supervisors (r = 0.50) and appreciation (r = 0.51) show moderate correlations, reinforcing the importance 

of managerial support and recognition in shaping job satisfaction. Salary, though significantly correlated 

(r = 0.45), has a weaker association than other factors, implying that while compensation is important, 

non-monetary aspects such as relationships and work conditions play a more substantial role in overall 

job satisfaction. Job performance is also positively correlated with these factors, with the strongest 

Job Satisfaction Factor Mean Standard Deviation 

Salary 3.5 0.8 

Relationship with Coworkers 4.1 0.7 

Relationship with Supervisors 3.9 0.6 

Training & Development 3.7 0.9 

Working Environment 4.0 0.8 

Motivation 3.6 0.9 

Appreciation 3.8 0.7 

Job Satisfaction 4.0 0.8 

Job Performance 4.2 0.6 

https://www.ijfmr.com/


 

International Journal for Multidisciplinary Research (IJFMR) 
 

E-ISSN: 2582-2160   ●   Website: www.ijfmr.com       ●   Email: editor@ijfmr.com 

 

IJFMR250238411 Volume 7, Issue 2, March-April 2025 5 

 

relationships observed for working environment (r = 0.55) and relationships with coworkers (r = 0.52). 

These results suggest that fostering a positive work culture and strengthening interpersonal relationships 

can contribute significantly to both job satisfaction and employee performance. 

 

5. Conclusion 

This study provides valuable insights into the key determinants of job satisfaction in public sector 

organizations in Nagpur. The findings highlight the importance of a positive working environment, 

strong interpersonal relationships, and managerial support in fostering job satisfaction. While salary 

remains a relevant factor, non-monetary aspects such as appreciation, motivation, and workplace culture 

have a more substantial impact. The study suggests that organizations should focus on creating a 

supportive and engaging work environment to enhance employee satisfaction and performance. Future 

research could explore longitudinal analyses and sector-wide comparisons to provide further insights 

into job satisfaction dynamics. 
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