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AN ANALYSIS OF JOB SATISFACTION AMONG EMPLOYEES OF MAHINDRA 

& MAHINDRA CO. LTD., CHENNAI 
 

 

Abstract 

This research paper examines the level of job satisfaction among employees of Mahindra & Mahindra Co. 

Ltd., Chennai. Employee satisfaction is a crucial determinant of productivity, retention, morale, and 

organizational commitment in manufacturing industries. The study adopted a descriptive research design 

and collected primary data from 50 employees using a structured questionnaire. Statistical tools such as 

percentage analysis and weighted average method were applied. The findings reveal that employees are 

highly satisfied with work environment and management support, while compensation and promotion 

policies reflect moderate satisfaction levels. The study provides structured recommendations to improve 

employee engagement and long-term organizational performance. 

Keywords: Job Satisfaction1, Compensation2,Work Environment3, Employee Engagement4, Organizational 

Performance5 

1.Introduction 

Job satisfaction refers to the positive emotional response an individual experiences towards their job role 

and organizational environment. In the manufacturing sector, employee satisfaction plays a vital role in 

maintaining  productivity, quality  standards, and operational efficiency. Organizations with satisfied 

employees experience lower absenteeism, reduced turnover, and stronger organizational commitment. 

Mahindra & Mahindra Co. Ltd., being a major automobile manufacturing organization, requires a motivated 

and satisfied workforce to sustain competitive advantage. 

 

2.Review of literature: 

➢ Stephen P. Robbins and Timothy A. Judge (2017) and Fred Luthans (2015) examined the concept of job 

satisfaction and organizational behavior and concluded that factors such as organizational culture, leadership 

support, compensation, and interpersonal relationships significantly influence employee satisfaction, 

motivation, and overall performance.1&2 

➢ Paul E. Spector (1997) and Gary Dessler (2019) analyzed the determinants of job satisfaction and found that 

fair compensation, effective supervision, career opportunities, and recognition positively affect employee 

satisfaction, commitment, and retention.3&4 

➢ Michael Armstrong (2020) and C. B. Gupta (2019) studied human resource management practices and 

concluded that employee welfare measures, performance management systems, equitable rewards, and growth 

opportunities contribute significantly to job satisfaction and organizational effectiveness.5&6 
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➢ Uma Sekaran and Roger Bougie (2016) and Edwin A. Locke (1976) explored employee attitudes and 

satisfaction theories and found that job satisfaction depends on the extent to which employees perceive that 

their personal values, expectations, and career aspirations are fulfilled by their work environment.7&8 

➢ Frederick Herzberg, Mausner, and Snyderman (1959) examined motivational factors affecting employees 

and concluded that achievement, recognition, responsibility, and advancement enhance job satisfaction, while 

inadequate salary, policies, and working conditions lead to employee dissatisfaction.9&10 

➢ Nancy Lockwood (2007) and Robert Hoppock (1935) studied employee engagement and job satisfaction and 

found that satisfied and engaged employees demonstrate higher commitment, productivity, loyalty, and 

organizational involvement, thereby contributing to long-term organizational success and effectiveness11 

3. Scope of the Study: 

The study focuses on analyzing job satisfaction among employees of Mahindra & Mahindra Co. Ltd., Chennai. 

It examines factors such as working conditions, salary, career growth, and organizational culture. The study is 

limited to selected employees and reflects their perceptions about their work environment. The findings may 

help management improve HR practices and employee satisfaction. 

 

4.Objectives Of The Study: 

➢ To measure the overall level of job satisfaction among employees. 

➢ To analyze employee perception towards salary and compensation structure. 

➢ To examine satisfaction towards work environment and safety measures. 

➢ To evaluate management support and promotion policies.  

➢ To provide suitable suggestions for improving job satisfaction levels. 

 

5. Research Methodology 

The study adopted a descriptive research design to analyze the level of job satisfaction among employees of 

Mahindra & Mahindra Co. Ltd., Chennai. Primary data were collected from 50 employees through a 

structured questionnaire, while secondary data were gathered from books, journals, company records, and 

relevant websites. A simple random sampling technique was used to select the respondents. The 

questionnaire included demographic variables and job satisfaction factors measured using a five-point Likert 

scale. The collected data were analyzed using percentage analysis, tables, and charts to interpret employee 

perceptions and satisfaction levels. 

 
5.1 Sample Design: 

 

The sample design refers to the method used for selecting respondents for the study. In this research, a simple random 

sampling technique was adopted to ensure that every employee had an equal chance of being selected. A total of 50 

employees from different departments and experience levels of Mahindra & Mahindra Co. Ltd., Chennai, were chosen as 

respondents. This sampling method helped in obtaining unbiased and reliable data for analyzing employee job 

satisfaction. 

 

5.2 Data Analysis Procedure: 

 

The collected data were carefully checked, coded, and tabulated for analysis. Percentage analysis was used to 

http://www.pradev.org/ijitms


INTERNATIONAL JOURNAL OF INFORMATION 
TECHNOLOGY AND MANAGEMENT SCIENCE 

ISSN 

2231-6752 

www.pradev.org/ijitms Vol -16 Special Issue 2 April 2026 178 

 
 
 
 

 
 
 

summarize the demographic profile and responses of employees regarding various job satisfaction factors. The 

data were presented through tables, bar charts, and pie charts for better understanding and comparison. Simple 

statistical techniques were applied to identify patterns and trends in employee perceptions. The analyzed results 

were interpreted to draw meaningful conclusions and provide suitable recommendations for improving job 

satisfaction. 

 

5.3 Limitations of the Study: 
 

➢ The study was limited to only 50 employees, which may not fully represent the opinions of the entire 

workforce.  

➢ The research was conducted only at Mahindra & Mahindra Co. Ltd., Chennai, limiting the 

generalization of findings to other organizations.  

➢ The study relied on self-reported responses, which may be influenced by personal bias and individual 

perceptions.  

➢ Due to time and resource constraints, a larger sample size and wider coverage could not be considered.  

➢ The study focused mainly on selected job satisfaction factors and did not examine all possible variables 

influencing employee satisfaction, such as organizational performance and external economic 

conditions. 

6. Data  Analysis And Interpretation  

Table 1: Age-wise Distribution  of  Respondents 

 

Age Group No. % 

Below 25 Years 33 66 

25–35 Years 11 22 

36–45 Years 3 6 

Above 45 Years 3 6 

Total 50 100 

Interpretation 

The above table shows the age-wise distribution of respondents. A majority of the respondents (66%) belong to 

the Below 25 Years age group, indicating that the workforce is predominantly young. Respondents in the 25–35 

Years category account for 22% of the sample, while only 6% each belong to the 36–45 Years and Above 45 

Years age groups. This indicates that the study mainly reflects the perceptions and opinions of younger 

employees.                      Table 2 Weighted Average – Salary Satisfaction 

Response W F W×F 

Strongly Agree 5 1 5 

Agree 4 20 80 

Neutral 3 16 48 

Disagree 2 8 16 

Strongly Disagree 1 5 5 

Total - 50 154 

Interpretation 
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The weighted average score for salary satisfaction is 3.08, which is slightly above the neutral value of 3. This 

indicates that employees have a moderately positive perception of their salary and benefits. While a 

considerable number of respondents are satisfied with their compensation, some employees remain neutral or 

dissatisfied. Therefore, improvements in salary structure, incentives, and employee benefits may further 

enhance overall job satisfaction 

Chart No 1 

. 

 

Chart 2: Salary Satisfication Level  

 

 

Chart 3: Work Environment & Safety Satisfaction 
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7. Summary Of Findings: 
 
The study revealed that the majority of employees are young and generally satisfied with their jobs and working 

environment. Employees expressed positive opinions regarding workplace safety, management support, and 

organizational culture. Compensation and benefits received a moderate level of satisfaction, with some employees 

expecting better rewards and incentives. Career growth, promotion opportunities, and training programs were identified as 

areas requiring further improvement. Overall, the findings indicate that employee job satisfaction is positive, but 

continuous efforts in compensation, recognition, and career development can further enhance satisfaction and 

organizational performance. 

 

8. Suggestions & Recommendations : 
 
The organization should periodically review its compensation and benefits structure to improve employee satisfaction and 

motivation. Clear and transparent promotion policies should be implemented to enhance career growth opportunities. 

Regular training and development programs should be conducted to improve employee skills and professional 

advancement. Management should strengthen recognition, reward systems, and work–life balance initiatives to increase 

employee commitment and overall job satisfaction 

 
9.Conclusion: 

 

The study concludes that the overall level of job satisfaction among employees is generally positive. Employees are 

satisfied with factors such as the work environment, workplace safety, and management support, which contribute 

significantly to their motivation and performance. However, areas such as compensation, benefits, career growth, and 

promotion opportunities require further attention to enhance employee satisfaction. By implementing effective human 

resource practices and continuously monitoring employee needs, the organization can improve employee commitment, 

productivity, and long-term organizational success. 
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