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ABSTRACT  

 Job satisfaction is one of the major determinants of employee performance in all 

organisations. In developing countries such as Bangladesh, it is difficult to find that such 

studies on employee satisfaction considering intrinsic and extrinsic factors. This study is 

aimed at identifying the factors which influence employee satisfaction among private 

manufacturing industries. Random sampling used to select private manufacturing industries. 

Data was collected through a questionnaire. 50 questionnaires were distributed among 

workers, team leaders, managers and 40 responded. For assessing reliability of the 

instrument, Cronbach’s alpha was analysed and face validity of the survey questionnaire was 

done through field experts. In this connection, a few surveys were sent to university 

professors and research experts for confirming the face validity. The results showed that 

employees were willing to endure unpleasant work conditions (e.g. lack of participation, 

routine jobs and high role stress) because the costs of leaving were too high (continuance 

commitment), especially considering the high unemployment which has rendered attractive 

suitable jobs almost obsolete. It is recommended that employer, employee and government 

should work together to manage the situation.    
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INTRODUCTION  

 This research empirically investigates the factors affecting employee job satisfaction 

and performance among workers in Bangladeshi garment industries. This sector is expanding 

at a rate of about 20% per year in Bangladesh (Islam and Shazali, 2011). The Garments 

industry within Bangladesh is economically significant and contributes around 76 per cent of 

national export earnings and it also generates 2.5 million direct jobs where around 85 per cent 

are women (Export Process Bureau, 2009). 

 

BACKGROUND AND SCOPE OF THE STUDY 

 Bangladesh belongs to the group of developing countries of the world, which has been 

characterised by very low level of economic activities for the last few decades, high inflation, 
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low growth, corruption, politicisation, increased population, economic instability,  gender 

relations and growth of media, industrialisation and decentralisation (Daily Ittefaq,  2012). 

This is due to the fact that the vast population of Bangladesh cannot fully or even partially be 

employed in different sectors of the country. As a result, the country depends significantly on 

foreign aid, grants and loans for materialisation of its year-to-year development plan, 

education policy, family planning and other fiscal programs. Mainly an agrarian economy, 

Bangladesh depends heavily on a few export items such as jute products, fish, prawns, 

shrimps, hides, skins, leather and leather manufacture, tea, ready-made garments (Export 

Process Bureau, 2009). On the other hand, it imports quite a large variety of items both for 

private and government consumption as well as capital goods for its export industries. As a 

result, Bangladesh has been experiencing quite a negative balance of trade since its inception. 

This clearly indicates a sign of the failure and weaker economy of the country. 

 In order to overcome such an unwelcome situation of the Bangladesh economy, at 

least partially, it needs to go for mass industrialisation throughout the country. This is 

because the development of an economy mainly depends on the industrial policy of the 

country.  

 Bangladesh provides the example of successful use of low cost labor in export 

industries (Islam and Shazali, 2011). In 2007-2008, the garment sector account for 81% of 

the total exports of that country (Export Process Bureau, 2009) .This study was conducted in 

private sector industries of Bangladesh where the government of Bangladesh has recently 

announced wage reforms for the industrial workers (Daily News, 2011). Thus, these factors 

require employee attitudes and performances in the context of Bangladesh to be examined, 

where the job satisfaction predicators may be influenced by different socio-economic, 

political, religious and cultural factors. Empirical evidence from previous studies (Locke, 

1976; Clark, 1997) suggests that job satisfaction tends to correlate positively with labor 

productivity and negatively with labor turnover, both of which influence industry 

performance. Improving industry performance without substantially increasing costs is 

upmost in the minds of owners. This study is proposed to examine the job satisfaction and 

performance among industrial workers in Bangladesh.  

 Research indicates that when workers are satisfied, productivity increase and staff 

turnover may decline (Clark, 1997; Islam and Shazali, 2011). These two aspects (productivity 

and staff turnover) are important for the garments industries in Bangladesh. In addition, if the 

workers are not satisfied with their work, they cannot increase their performance and that 

would lead to an overall decline in organisational productivity (Ahmed, 2005; Shahidul and 

Shazali, 2010; Islam and Shazali, 2011).  

 

THEORETICAL FRAMEWORK  

 Job satisfaction is anchored in multiple theoretical frameworks regarding 

organizational and motivational psychology (Latham, 2007). Latham concluded that there 

were several historical frameworks (Maslow, 1954; Adams, 1963; Vroom, 1964; Herzberg, 

1966; Glisson & Durick, 1988) and can be thought of as content theorists, process theorists, 

and situational theorists. Content theorists (Maslow, 1954; Herzberg, 1966) stated that need 

fulfilment leads to overall job satisfaction (Locke, 1976). Next, process theorists (Adams, 

1963; Vroom, 1964) explained job satisfaction as the interaction between expectancies, 

values, and needs (Gruneberg, 1979). Finally, situational theorists (Glisson & Durick, 1988) 

believed that job satisfaction is the interaction of the individual, job, and organizational 

variables (Ghazzawi, 2008).  

 Since the late 1950s, several researchers have theorised the nature of job satisfaction, 

developed models that explain differences in job satisfaction, and conducted empirical studies 

to test their models (Lacy and Sheehan, 1997). One of the better-known job satisfaction 
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theories was developed by Herzberg et al. (1959). Herzberg’s two-factor theory supposed that 

the phenomenon of job satisfaction and/or dissatisfaction is a function of two classes of 

variables named motivator and hygiene factors. The satisfaction, growth or motivator factors 

that are intrinsic to the job are: achievement, recognition for achievement, responsibility, the 

work itself, and growth or advancement. The dissatisfaction, avoidance or hygiene factors 

that are extrinsic to the job are: salary, status, security, company policy and administration, 

working conditions, supervision, and interpersonal relationships (Herzberg, 1987). Herzberg 

claimed that hygiene factors are not directly related to job satisfaction; therefore, these factors 

will not distinctly improve performance (Ghazzawi, 2008).  

 

 The motivators and hygiene factors of Herzberg et al. (1959) are similar to the 

intrinsic and extrinsic job satisfaction factors of other scholars. Intrinsic job satisfaction has 

been defined as a person’s value in terms of her/his creativity, opportunities for resource 

mobilization, future development and stability derived from the job; overall, it includes items 

related to job content (Kuo et al., 2008). 

 Several organisational theories are based on the notion that organisations that are able 

to create a positive environment and make their employees happy will have more productive 

employees. Over the years, scholars examined this idea that a happy worker is a productive 

worker; however, evidence is not yet conclusive on this regard.  

 Empirical evidence from research on workers found job satisfaction to be linked to 

several aspects of job performance, including: workers satisfaction, overall job performance 

(Judge et al., 2001), turnover; productivity (Luthans, 2002; Lee, 2005). 

 Job dissatisfaction on the other hand was found to lead to absenteeism, grievances 

(Spector, 1982), decreased productivity and poor performance (Judge et al., 2001). In a 

review of literature, Luthans, 2002 concluded that job satisfaction affects turnover intentions 

as well as absenteeism among workers.   

 Some researchers supported the notion that performance causes satisfaction, and 

found a low but consistent relationship existed between performance and job satisfaction. 

Their argument is that performance leads to extrinsic and intrinsic rewards, which eventually 

lead to satisfaction.  

 

AIMS AND OBJECTIVES 

 The aim of this study is to critically investigate what are the factors affecting job 

satisfaction and, in turn, affects organizational productivity in the developing country context 

of Bangladesh. The research aim is to provide critical recommendations for future research 

for both academics and corporate members regarding job satisfaction in relation to its human 

resource (HR) strategic implications for improving organisation productivity.  

 

METHODOLOGY AND METHODS USED 

 The primary aim of this study is to critically investigate what are the factors affecting 

job satisfaction among Bangladeshi industrial workers. This study has been developed on the 

basis of a literature review and conceptual approach. With the support of a conceptual 

approach, hypotheses have been developed in relation to independent and dependent 

variables. The procedure adopted for this research followed a quantitative approach for data 

collection and analysis. According to Gilbert (2001), the positivism paradigm uses deduction, 

beginning with hypotheses. Hussey and Hussey (1997) suggested that the normal process 

under a positivistic paradigm is to study the literature to establish an appropriate theory and 

construct hypotheses  

 The researcher applied a quantitative approach which is one of the major approaches 

in business and social sciences research methodology. This design is intended to enhance 
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understanding of factors affecting employee’s job satisfaction and performance. A 

quantitative approach focuses on what, where and when (Collis and Hussey 2003). Thus, this 

study addresses the following questions. 

 

1. What impact do the factors have on employee job satisfaction? 

2. What impact does employee job satisfaction has on performance? 

3. What impact do employee’s job satisfaction and performance have on organisational goal?  

 In this study, survey questionnaires were given to respondents by using a random 

sampling technique.   

 

DATA ANALYSIS AND FINDINGS 

 

 
 

The sample of 40 employees consisted of 24 men and 16 women of which 25% were 

employed part-time whereas 75% were employed full-time. 

 
The number of employees in each age group can be displayed in the form of a bar chart. 
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The histogram shows that a large proportion of the employees have worked for the company 

for under 10 years. 

 

 
On examination of the results it can be seen that only two of the correlation coefficients are 

statistically significant: Job Satisfaction with Years in Company = 0.705, Sig. = 0.0001 < 

0.05. 

 Job Routine with Job Autonomy = 0.625. Sig. = 0.0001 < 0.05 

 

 Pearson’s Correlation Coefficient between the variables Job Satisfaction and Years 

spent with Company = 0.705 with a Significance = 0.0001. Since this significance is less than 

0.05 then there is evidence to suggest a significant correlation between job satisfaction and 

the years spent with the company. 
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 From the scatter graph it can be observed that the employees who are most satisfied 

with their jobs are those who have spent the longest time with the company. 

 Note: A similar process could be repeated to examine the scatter graph and 

significance of the correlation between Job Routine and Job Autonomy. 

 The mean job satisfaction score for the full time employees was 3.2 and for the part 

time employees 3.1. The scores are measured on a scale from 1 to 5 and the results show that 

both groups of employees have very similar views and are barely satisfied with their job. 

 

Independent t-test 

 The independent t-tests the hypothesis: 

H0:  There is no difference in the mean routine score between the male and female 

employees. 

H1:  There is a significant difference in the mean routine score between the male and female  

       employees. 

 

 
 

 
 

 Levene’s Test checks that the variances (spread) of the data for the two groups (male 

and female) are similar. The t-test is not as reliable if the variances are very different. 
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(Note: remember that for all tests it is standard practice to quote the statistic used and: if 

significance > 0.05 then there is no significant difference, whereas if the significance < 0.05 

then there is evidence to suggest a significant difference). 

 For Levene’s test, statistic F = 0.240, significance = 0.627 > 0.05. Hence, no 

significant difference in the variances and the top row of the t-test table can be used. 

 

For t-test, statistic t = -0.169 with df = 38, significance = 0.866 > 0.05. Hence, there is no 

evidence to suggest a significant difference in the job routine scores between the male and 

female employees. 

 
 Spearman’s Correlation Coefficient between the employees' pay satisfaction and 

inclination to leave for more money = 0.534 with a Significance = 0.0001. Since this 

significance is less than 0.05 then there is evidence to suggest a significant correlation 

between the two variables. As expected, the employees who would leave the company for 

more money are those employees who are least satisfied with their pay. 

 

CONCLUSION  
 The results of this study have provided support for the applicability of Western 

theories and approaches to job satisfaction from a Bangladeshi perspective. The study 

examined the effect of employee demographic characteristics, job autonomy & routine, job 

variety, career commitment, fellow workers, harassment, supervision and management, 

reward strategy, pay/ wages, working conditions influenced job satisfaction and performance 

among garments employees in Bangladesh. The study applied a positivist approach 

methodology in which a survey questionnaire was used to obtain quantitative data to test 

hypotheses. The data for this study was obtained from garment industries of Bangladesh. The 

sample consists of workers, administrative staff, manager and executives from EPZ and non 

EPZ zone of the country. The results showed that employees were willing to endure 

unpleasant work conditions (e.g. lack of participation, routine jobs and high role stress) 

because the costs of leaving were too high (continuance commitment), especially considering 

the high unemployment which has rendered attractive suitable jobs almost obsolete. 
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