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Abstract
Job satisfaction of the employees is a concerning issue, accelerates the productivity of any organization.
Higher job satisfaction among the employees means the higher chance of profitability of the employers.
An effective understanding of factors associated with job satisfaction of the employees is precious to
push organizational development. This study based on the data collected from three aluminum industries
inRajshahi cityofBangladesh during January 21, 2016 to March 20, 2016 to identify the determinants of
job satisfaction among the employees. In this study, age, sex, education, work experience, satisfaction
with salary, workplace environment and workplace management system are revealed as the determinants
of job satisfaction.For instance, higher aged respondents in more likely to satisfy with job than lower aged
(Odds ratio [OR]: 1.30 [0.48-3.57]). Female are more likely (OR: 1.90 [1.03-3.51]) to satisfy with their job
than the male. Higher educated employees are less likely (OR: 0.97 [0.56-1.70]) to satisfy with their job
than the lower educated employees. Respondents with 15 & above years of experience are more likely
(OR: 1.05 [0.33-2.15]) to satisfy with their job than those have less than 5 years of experience. Satisfaction
with salary (OR: 1.97 [1.14-3.41]), workplace environment (OR: 1.62 [0.59-6.51]), management system
(OR: 1.24 [1.25-3.98]) are significantly associated with job satisfaction of the employees.As the first study,
it provides the determinants of job satisfaction among the employees in aluminum industries in Rajshahi
city of Bangladesh. Relevant authorities are suggested to consider the study’s findings and
recommendations to create new policies regarding job satisfaction.
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1. Introduction
Bangladesh has made some noteworthy development in the economic growth and reduction ofpoverty
since the early 1980s [1-2] and the industries remain the heart of such progresses. Expansion of industrial
sector has accelerated the job markets of the country and reduced the unemployment rate of the nation as
well. The active and continuous efforts of employees help to run the development wheels continuously.
Hence, it is imperative to ensure the satisfaction of the employees with their work. Job satisfaction is
widely viewed as the attitudes of employees towards their working conditions and working
environments[3-5] and positive emotional response to their jobs and work performances [6-8].Job
satisfaction is broadly researched topic[9] due to the reality that most individuals spend a large part of
their work life at work. Some factors are very much important for the job satisfaction of the employees.
However, there are some mark differences between the factors related to job satisfaction of low skilled
and high skilled employees especially in physical labour-based industries where financial benefits and
http://dx.doi.org/10.22105/jarie.2022.334346.1460

services are the main motivational and satisfaction factors for the employees. Additionally, they are not so
much eager for social affiliation, self-esteem, rewards and recognition for their performance[10].
Many organizations/industries fail to realize the importance of job satisfaction of their employees that is
critical for industrial/organizational productivity[11-14]. Employees are the fundamental component in
the process of achieving the industrial/organizational mission and vision[15].Job satisfaction is a complex
matter and generally can be explained as a sense of comfort and positive experience of an employee
related to his job[16].Satisfaction of employees is an indispensible intention for any organization to
reach[17] as the increase level of job satisfaction of the employees will definitely leads to more return to
the organization.
The application of aluminum products in our daily life has dramatically increased over the last few
decadesand this has resulted in the quick expansion of aluminum industries certainly. A number of people
are working in these industries. In Bangladesh, this sector definitely creates a huge number of job
opportunities forits population. It is considered as one of the growing sectors that have specific
participation in national development of the country. As a physical labour oriented industry, ensuring
enough job satisfaction should be the concerning matter of aluminum industry. The main depositing fact
of this study is to identify the most influential factors that affect the job satisfaction of the employees in
aluminum industries. The appropriate policy responses at the industrial level can only be initiated by
knowing the influential factors.Although there are studies on the determinants of job satisfaction around
the world[11, 14, 18-22], in Bangladesh, extant literature has not paid particular focus of job satisfaction
among the employees of aluminum industries. For example, job satisfaction of the employees has been
studied in almost all the sectors including private companies[23], banking sectors[24], non-government
organization sectors[25], educational sectors [21], readymade garments industries[26-27] except the
aluminum industries. Thus, due to the lack of research on job satisfaction among the employees in
aluminum industries, this study set the aim to identify the determinants of employee’s job satisfaction in
aluminum industries in Bangladesh. Considering the sector of the study (i.e. aluminum industries), it can
be said as an innovative study. It is believed that findings ofthe current study will be more helpful for
Bangladeshi policy makers in formulating active policies and creating strong measuresalong with revising
the existing policies and programmesto encourage the respected authorities in ensuringjob satisfaction
among the employees in aluminum industries in Bangladesh.

2. Methods
2.1 Data
The study is based on the primary data came from the project titled “Determinants of human resource
development in industrial sector in Rajshahi city: a micro-survey study”, under the Department of
Population Science and Human Resource Development, University of Rajshahi, Bangladesh. In brief, data
for the project were collected from three aluminum industries in Rajshahicity of Bangladesh. In order to
select these industries, firstly all the industries of that industrial area (locally called Bangladesh Small and
Cottage Industries Corporation (BSCIC) area) are classified according to the number of employees. Based
on the number of employees and the reality of the industries in the study area, the industries are
categorized as: category one (the number of employees is less than 100); category two (the number of
employees is 100-200); and category three (the number of employees is more than 200). Then,one
industry from each of the category is randomly selected and finally the data were collected randomly from
the employees ofthose three industries between January 21, 2016 and March 20, 2016.

About 70 percent employees from the industry of each category are the respondents of this
study.Specifically, 70 employees form the industry under category one; 142 employees form the industry
under category two; and 205 employees form the industry under category three. Finally, the data from 417
employees were collected from the selected industries.A well-structured questionnaire was administered
face-to-face to 417 employees.

2.2 Outcome Variable
As we think all the employees are satisfied with their job in very general context is the research question
or hypothesis of this study. Job satisfaction ( however, relative issues but considered in this study as the
verbal consent of the respondents)of the employeesis considered as the outcome variable, which is
dichotomized by assigning “1” if anemployeeis satisfied with his/her job(based upon their opinion) and
“0” for otherwise. Here, the job satisfaction is considered as the aggregate of salary/wage satisfaction
(income from their job), satisfaction with workplace environment (includes heat, light and space at their
working place)and management system (training, overtime payment, rewards and promotion) of the
corresponding industry.

2.3 Explanatory Variables
A wide range of respondent’s characteristics, reported to be associated with job satisfaction of
theemployees in previous studies[15, 28-30], were included in the current study. These characteristics
include respondent’s current age (classified as <30, 30-39, 40-49 or 50 & above years), sex (classified as
male or female), education (categorized 0 to 5 years of schooling as below secondary, 6 to 10 years of
schooling as secondary, or 11+ years of schooling as higher secondary & above), work experience
(categorized as < 5, 5-9, 10-14 or 15 & above years), satisfaction with salary/wage (classified as no or yes),
satisfied with workplace environment (categorized as no or yes), satisfied with management system
(categorized as no or yes).

2.4 Statistical Analysis
After performing descriptive statistics of the study sample, chi-square tests were used toidentify the
differences in the percentage of employees by the explanatory variables (detailed above). All variables
significant inchi-square tests at level p<0.20 wereincluded in regression analysis.Moreover,
multicollinearity in the logistic regression analysis was checked by examining the standard errors for the
regression coefficients. A standard error larger than 2.0 indicates numerical problems such as
multicollinearity among the explanatory variables[31]. No evidence of multicollinearity was observed in
the current study. Finally, a binary logistic regression model was used to identify the factors that are
influentialin job satisfaction of the respondents. The statistical significance of all analysis was set
atp<0.05. No sampling weights were provided with the data as such we do not apply sampling weights in
the analyses. The entire statistical analysis of the study was performed with SPSS version 16.0 for
Windows (SPSS Inc., Chicago, IL, USA).

3. Results
Table 1 represents the basic characteristics of the study respondents. The average age is 38.5 years.
Among the participants, 22.8 percent are less than 30 years, 26.9 percent are 30-39 years, 31.7 percent are
40-49 years and 18.6 percent are 50 and above years old. Approximately, 80 percent respondents are male
while 19.9 percent are female. Average year of schooling is 5.9, and majority of the respondents (61.6
percent) are with secondary level of education.Also, 26.2 percent are below secondary level while only
12.2 percent are higher secondary and above level.Average work experience of the respondents is 13.2

years where majority of the respondents (43.9 percent) are working for 15 and above yearswhereas, work
experience less than 5 years consists only 15.6 percent.Overwhelming majority of the respondents (80.1
percent) is not satisfied with their salary/wagewhile only 19.9 percent are provided their opinion that they
are satisfied with their salary/wage. On the other hand, 68.6 percent respondents are not satisfied with
their workplace environment and only 31.4 percent are satisfied with that. Also, 75.3 percent respondents
are not satisfied with the management system of their respective industry and only 24.7 percent are
satisfies with the same context.
Table 1: Basic characteristics of the respondents
Variables
Age group (in years)
<30
30-39
40-49
50 & above
Average age (SD)
Sex
Male
Female
Education
Below secondary
Secondary
Higher secondary & above
Average year of schooling (SD)
Work experience (in years)
<5
5-9
10-14
15 & above
Average work experience (SD)
Satisfaction with salary/wage
No
Yes
Satisfaction with workplace environment
No
Yes
Satisfaction with management system
No
Yes

Frequency

Percent

95
112
132
78
38.5 (10.6)

22.8
26.9
31.7
18.6

334
83

80.1
19.9

109
257
51
5.9 (3.4)

26.2
61.6
12.2

65
95
74
183
13.2 (8.1)

15.6
22.8
17.7
43.9

334
83

80.1
19.9

286
131

68.6
31.4

314
103

75.3
24.7

Notes: SD indicates Standard Deviation.
Table 2 analyzes the bivariate association between job satisfaction and basic characteristics, and shows the
variation in percentage. A significant association between job satisfaction and age group was found;
percentage of the respondents who are satisfied with their job is higher among the lower age group and
lower among the higher age group (p<0.001). Respondent’s sex are significantly associated with the job
satisfaction, where female are more satisfied with their job than their counterparts (p<0.001). A
significant association is alsofound between respondent’s education status and job satisfaction where
higher percentage of satisfied respondents have higher education than other education categories
(p<0.001).Also, higher work experience of the respondents consists lower percentage in considering their
job satisfaction and the association is significant(p<0.001). Respondents who are satisfied with their

salary/wage, workplace environment and management system are more likely to satisfy with their job
than their counterparts.
Table 2: Percentage of respondents by job satisfaction
Variables
Age group (in years)
<30
30-39
40-49
50 & above
p–value
Sex
Male
Female
p–value
Education
Below secondary
Secondary
Higher secondary & above
p–value
Work experience (in years)
<5
5-9
10-14
15 & above
p–value
Satisfaction with salary/wage
No
Yes
p–value
Satisfaction with workplace environment
No
Yes
p-value
Satisfaction with management system
No
Yes
p-value

Job satisfaction of the employee
Number
Row percentage
61
68
103
54
<0.001

35.8
39.3
22.0
30.8

243
43
<0.001

27.2
48.2

67
189
30
<0.001

38.5
26.5
41.2

48
49
48
141
<0.001

26.2
48.4
35.1
23.0

244
42
<0.001

26.9
49.4

243
90
<0.001

21.7
31.9

255
79
0.04

18.9
23.3

Notes: The p values of chi-square tests.
Table 3 shows the results of binary logistic regression model that yields the odds of being job satisfaction
by categories of explanatory variables. The likelihood of being satisfied with the job decreases with the
age except 50 & above years. The odds of being satisfied with job for those in age group 30-39 years is
0.89 times (95 percent confidence interval: 0.69-2.80), for those in age group 40-49 years is 0.93 times (95
percent confidence interval: 0.39-2.23) and for those in age group 50 & above years is 1.30 times (95
percent confidence interval: 0.48-3.57)than those in age group less than 30 years. Female are more likely
(1.90 times) to satisfy with their job (95 percent confidence interval: 1.03-3.51) than their counterparts.
The odds of being satisfied with their job for the respondents in the secondary education level is 1.68
times (95 percent confidence interval: 0.72-3.91) and for those in higher secondary & above education is
0.97 times (95 percent confidence interval: 0.56-1.70) than those in below secondary education.

Respondents with work experience 5-9 years are 1.63 times more likely(95percent confidence interval:
1.03-4.54), 10-14 years are 1.34 times more likely (95 percent confidence interval: 0.56-3.22) and 15 &
above are 1.05 times more likely (95 percent confidence interval: 0.33-2.15) to satisfy with their job than
the reference category. Respondents who are satisfied with their salary/wage are 1.97 times (95 percent
confidence interval: 1.14-3.41) more likely to satisfy with their job than those are not satisfied with their
salary/wage; also who are satisfied with the workplace environment(1.62 times and 95 percent confidence
interval: 0.59-6.51) and management system (1.24 times and 95 percent confidence interval: 1.25-3.98) are
more likely to satisfy with their job than theircounterparts respectively.
Table 3: Determinants of job satisfaction
Variables
Age group (in years)
<30®
30-39
40-49
50 & above
Sex
Male®
Female
Education
Below secondary®
Secondary
Higher secondary & above
Work experience (in years)
<5®
5-9
10-14
15 & above
Satisfaction with salary/wage
No®
Yes
Satisfaction with workplace environment
No®
Yes
Satisfaction with management system
No®
Yes

Odds Ratio

95percent confidence interval

1.00
0.89
0.93
1.30

0.69-2.80
0.39-2.23
0.48-3.57

1.00
1.90*

1.03-3.51

1.00
1.68
0.97*

0.72-3.91
0.56-1.70

1.00
1.63
1.34
1.05*

1.03-4.54
0.56-3.22
0.33-2.15

1.00
1.97**

1.14-3.41

1.00
1.62*

0.59-6.51

1.00
1.24*

1.25-3.98

Notes: ®: Reference Category; Level of significance: **: p<0.01; *: p<0.05.

4. Discussion
To the best of my knowledge, this is the first study that reveals the determinants of job satisfaction
among the employees in aluminum industry. The small scales cross-sectional data show that majority of
the employees are not satisfied with their job in the aluminum industries of Rajshahicity. The
determinants of job satisfaction among the respondents include age, sex, education, work experience and
satisfaction with salary/wage, workplace environment and management system.
Higher age, particularly 50& above years are associated with higher likelihood of job satisfaction among
the respondents in this study which is in line of previous studies[32-34]. This might be due to the fact
that, in Bangladesh, majority of the people are losing their physical strength from the age of 50 & above

and they tends to become an elderly population. It is well known to them that, they are well behind than
their younger due to their age, physical limitation and constricted job market as a resultthey arefacing
difficulties to manage a job. So, respondents with higher age are satisfied with their job by considering
that at least they have a job.Female contains the highest odds of job satisfaction in the current study as
compared to male. In previous studies, gender is also found as one of the determinants of job satisfaction,
where female are more likely to satisfy with their job than male[35-37]. In conservative Bangladeshi
society, female are still engage onlyin the domestic work. Hence, as an employee, earning money from the
work remains dream to them. When they are able to earn money, they are satisfied with that and their
work and this might be true for the result of the present study.
Consistent with previous literature[38], the current study also finds lower job satisfaction among the
higher educated respondents. Several factors might be responsible for that as the scarcity of job in the
country and the expectations of the higher educated employees from the employers are not often met.
The employees believe their educational qualification did not match with their current position.Higher
work experience also exerts the higher odds of job satisfaction among the employees in this study, which
is in a line with the previous study[39].The main reason behind this might be the fact that the adaptation
power within their existing work environmentof the respondents increase with the increase of their work
experience.
Some previous studies have shown that the job satisfaction of employees influenced by their level of
income[40-42].The current study also finds the higher likelihood of job satisfaction among the
respondents who are satisfied with their salary/wage. It is quite evident that, especially in Bangladesh,
satisfaction with income is more or less represents the satisfaction with job among the employees. Job
satisfaction is also largely influenced by the workplace environment as some previous literatures have
shown[43-44], in this study satisfaction with workplace environment exhibits the higher likelihood of job
satisfaction. Generally, people want to get a suitable workplace environment, where they are bound to
spend at least eight hours per day. Satisfaction with the workplace environment of the respondents
definitely acceleratestheir satisfaction with the job and the present study shows the same.Consistent with
previous studies[45-46], the current study also finds the higher likelihood of job satisfaction among the
respondents who are satisfied with management system of their industry as compared to those are not
satisfiedwith that. The possible reason for such result is that,due to the lack of employees’ friendly
management system, dissatisfactionamong the employeesregarding their job always works within their
minds.

5. Conclusion
In entirety, asthe first study, it provides the determinants of job satisfaction among the employees of
aluminum industries inRajshahi city of Bangladesh. Based on the upstairs results anddiscussion, carefully
planning should be made to accelerate the job satisfaction of the employees, since job satisfaction of the
employees is considered asthe main instruments of industrialprogresses.Without ensuring the job
satisfaction of the employees, industrial/organizational profitability remains distant dream. Relevant
authorities may consider the following five recommendationsin revising and redrawing the existing
policies along with creating new effective policiesto ensure job satisfaction among the employees. The
recommendations are: (i) need to establish a comprehensive rights based job market for all, (ii) ensure that
access to employment opportunities is fair and equal without discrimination, (iii) need for inflationary
adjustment with the salary/wage (i.e. increase in the salary of the employees on regular basis) of the
employees, (iv) need to ensure secured and safety workplace (tolerable light and sound in the
workplace)environment for the employees, (v) friendly industrial management should be established for
the employees as well as for the industry.

Limitations
The current study has some limitations. Being a cross-sectional study, it does not permit casual
association of the explanatory variables with the outcome variable. The data come from aluminum
industry in Rajshahi Industrial Area of Rajshahi city, and thus may not be generalizable to all the entire
industries in Bangladesh. Despite the limitations, as the pioneer study in this sector, it demonstrates a
detail analysis of various determinants of job satisfaction of the employees in aluminum industries, which
is generalizable to all the industries of Rajshahi district in Bangladesh.
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