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Employee Job Satisfaction in Software and ITeS units in Bangalore 
- An Empirical study 
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Abstract 
In recent years, Bangalore, ecstatically referred to as a ‘Silicon Valley of India’, 
has rapidly developed into a dynamic Information Technology (IT) hub housing 
several Software and Information Technology Enabled Services (ITeS) 
companies. Despite the popularity of Information Technology in Bangalore as 
well as research on job satisfaction, empirical evidence of the relationship 
between HR practices in IT and job satisfaction is lacking. This research seeks to 
address this knowledge gap by exploring the relationship between HR practices 
in IT companies and job satisfaction from the perspective of employees of IT 
units located at Bangalore. The Population for this study was the entire 
Software and Information Technology Enabled Services (ITeS) industry 
employees at Bangalore. Data for the study was collected via a structured 
generic Questionnaire from 264 individuals within the Population. Samples 
were obtained from respondents across 13 different organizations (7 Software 
and 5 ITeS companies) and were spread across different levels of within these 
organisations. Responses on the 7-point likert scale were obtained and the 
hypotheses tested using multiple regression analysis.  Findings reveal that the 
employees of both the sub-sectors demonstrated only a moderate level of job 
satisfaction. Further regression analysis revealed that job satisfaction had a 
significant impact on HR practices (or should this read HR practices had a 
significant impact on job satisfaction). The study also confirms the relationship 
between job satisfaction and organizational commitment of the employees. The 
findings of this study lead to a conclusion that it is imperative for Software and 
ITeS companies to address the needs of their employees to strengthen their 
motivation, satisfaction, and commitment leading to minimizing employee 
turnover. 
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INTRODUCTION 

The Indian Information Technology (IT) industry has played a major role in placing India on the global 
map. The industry consists of Software and ITeS and facilities for, Software experiments, Custom 
Application Development and Maintenance (CADM), network services, IT Solutions and ITeS. With a 
Compounded Annual Growth Rate (CAGR) of over 24% in the last decade, the Indian IT/ITeS industry 
has emerged as a key growth engine for the economy, contributing around 5.6% to the country’s Gross 
Domestic Product (GDP) in FY 2010. The sector has grown to provide direct employment to about 2.3 
million individuals from just about half a million during 2001. NASSCOM, the industry body, projects 
that by 2020 the IT sector would provide direct employment to about 10 million individuals indirectly to 
about 20 million individuals. It remains one of the largest wealth generation sectors in the country. 
During 2010 the industry saw an interesting shift towards building quality revenues, creating innovative 
service models, broadening geographical reach and optimizing cost that saw the industry move beyond 
the economic slowdown. India has become one of the fastest growing IT markets in Asia Pacific, owing to 
its increased IT spending in the last few years. Over the last five years, the domestic market has grown 
from $10 billion in 2004-05 at a CAGR of 18.1%. Even during the imminent slowdown, the domestic 
IT/ITeS market revenues grew to $23 Billion during 2009-10 compared to $21.9 billion during 2008-09. By 
the year 2010-11 Software and Services export was expected to reach US $ 60 billion and by 2011-12 the 
figures are expected to touch US$ 72 billion., this is assuming a 20% growth rate YOY(year over year) for 
2011-12. 
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This paper is an empirical examination on job satisfaction of employees who mainly use computers on 
their jobs. All the individuals in the sample are employed at either Software or an ITeS company, and use 
computing extensively in their work environment. In this paper we examine conventional variables, 
which have been found to be associated with job satisfaction. In particular, we assess the extent to which 
the computing environment, the degree of use of computing, and the degree of dependence on 
computing to complete job tasks are associated with job satisfaction.  
Objectives of the Study 

The main objective of this study is, to analyze job satisfaction of employees working in Software and ITeS 
units at Bangalore with respect to core HR practices in vogue. For this purpose the demographic factors 
file of the respondent like gender, age, current job position, number of jobs changed in the last five years, 
tenure in current company, education etc. are considered to see if these factors have any relation with job 
satisfaction. 
The Research Hypothesis 
The research hypothesis formulated by the researchers is: “The variables of job satisfaction of the 
respondents that have significant relation to core HR practices”.  
Job satisfaction is an independent variable, while the core HR practices are the dependent variables. The 
core HR practices include training, staffing, performance appraisal, remuneration, benefits and working 
conditions. 
 
REVIEW OF LITERATURE 

In this analysis we will focus on employees who mainly use computers at work in software and ITES 
companies of Bangalore. They are the  “knowledge workers,” their daily activity is now highly dependent 
on the use of computers. Their main tasks involve the programming, Software development, collection, 
manipulation, interpretation and communication of information etc.  
We view job satisfaction as emerging from a variety of factors, including characteristics of the 
organizational environment, specific features of the job, Human Resource Practices and the personal 
characteristics of the employee.  
Job satisfaction has been widely researched both in terms of its determinants and its predictive power. 
Researchers have noted that job satisfaction is directly related to employee turnover/retention rates and 
absenteeism and indirectly to job performance and productivity (Shore, Newton et al. 1990).  Research 
has been conducted on the general population of employees as well as within specific job types such as 
bank tellers (Sekaran 1989), health care workers, information systems workers (James Danziger, Debora 
Dunkle 2005), factory workers (Mullarkey, Jackson et al. 1997), and managers and professionals.  
Higher job satisfaction has been linked with employees who are able to exercise autonomy (Sekaran 1989) 
and with those who have a higher level of job involvement. Women have been found to report 
significantly higher job satisfaction than men, although this gender gap appears to be narrowing. Some 
researchers have noted that older workers tend to have a higher level of job satisfaction, although a 
number of studies have shown that the age variable might be more a proxy for experience (Staw, B. M., & 
Ross, J. 1985). Older workers also tend to be situated in higher-level positions, which might be more 
fulfilling than the less exciting entry-level positions of those just entering the work force. Despite the ever 
more pervasive presence of technology in the workplace, there have been few empirical studies on job 
satisfaction in IT industry.  

 
RESEARCH METHODOLOGY 
The study significantly depended on the primary data. However, some secondary sources of data were 
also consulted, especially for the purpose of gathering background information supporting the study.  
Data was collected from employees spread across 13 different organisations located in Bangalore of 
which 7 were Software development units and 5 were ITeS units. All employees working in these 
organizations were requested to participate in the survey and included programmers, staff, team leaders, 
supervisors, project leaders, business analysts, managers, assistant managers, finance consultants etc. For 
data collection, an online Internet survey tool available at www.freeonlinesurveys.com was used. A link 
to the online research questionnaire was forwarded by email to the personal email IDs of the potential 

http://www.freeonlinesurveys.com/
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respondents.  All these respondents were also requested to share the survey link with their friends and 
colleagues with a request to participate in the research.  
A total of 374 individuals were directly contacted by the researchers requesting for participation in the 
study out of which 322 responded to the questionnaires (response rate of 85.19 per cent). 264 of these 
completed responses were selected for the study (effective response rate 81.99 per cent).  
Job satisfaction was measured using a well-structured 10 section generic questionnaire (Scott Macdonald 
& Peter Maclntyre, 1997). The scale sought to measure the overall job satisfaction and aspects of are job 
security, opportunity for advancement, appreciation, company policy and management practices, 
intrinsic aspects of a job, salary, supervision, social aspects of job, working conditions, communication, 
benefits ,and fair treatment. All responses were measured on seven-point Likert scale, “1=strongly 
disagree to 7=strongly agree”, with higher scores indicating more job satisfaction. The collated data was 
subjected to multiple regression analysis to identify variables that influenced the satisfaction of the 
respondents towards the core HR practice. The results of the analysis are presented at the end of the 
paper. 
 
THEORETICAL FRAMEWORK  

Job satisfaction is a result of employee’s perception of how well their job provides those ‘things’ that are 
viewed as important. There are three important dimensions to job satisfaction.  Firstly it an emotional 
response to a job situation, secondly it is often determined by how well outcomes meet or exceed 
expectations and lastly it represents several related attitudes. 
Job satisfaction has been the subject of research interest from Abraham Maslow, Frederick Winslow 
Taylor’s, Frederick Herzberg’s two-factor theory (also known as Motivator Hygiene Theory) to 
researchers today. 
However in this study the term Job satisfaction is adopted from Robbins (2003). Where he refers to the 
general attitude of an individual towards his/her job. Job satisfaction has been defined as “a pleasurable 
emotional state resulting from the appraisal of one’s job; an affective reaction to one’s job; and an attitude towards 
one’s job”. This definition suggests that we form attitudes towards our jobs by taking into account our 
feelings, our beliefs, and our behaviors. Job satisfaction can also be defined as either as an overall or 
general job satisfaction of an employee or as satisfaction with certain facets of the job such as the work 
itself, co-workers, supervision, pay, working conditions, company policies, procedures and opportunities 
for promotion (Smith et al., 1969).  Based upon these two viewpoints on job satisfaction, it may be 
measured either as the general or overall satisfaction of an employee with his or her job or it may be 
measured as the satisfaction of an employee with the various work facets. For the present study the 
former view of job satisfaction has been adopted.  In this study we have used Scott Macdonald & Peter 
Maclntyre’s 10 items generic questionnaire, which reflects the core HR, practices of the study. 
Determinants of Job Satisfaction  

All individuals do not derive the same degree of satisfaction though they perform the same job in the 
same job environment and at the same time. Therefore, it appears that besides the nature of the job and 
the environment, there are individual variables, which affect job satisfaction. Thus, all those factors, 
which provide a fit among individual variables, nature of job, and situational variables, determine the 
degree of job satisfaction (Luthans, 2002; Robbins, 2003).  The determinants adopted in the study are: 
Individual factors  
Individuals have certain expectations from their jobs. If their expectations are met from the jobs, they feel 
satisfied. These expectations are based on an individual’s level of education, age and other factors. 
Education: Level of education of an individual is a key factor that determines the degree of job satisfaction. 
Several studies have found negative correlation between the level of education, particularly higher level 
of education, and job satisfaction. Campbell, Converse and Rodgers (1976). The possible reason for this 
phenomenon may be that highly educated persons have very high expectations from their jobs, which 
remain unsatisfied.  It would appear that in the case of highly educated individuals, Peter’s principle, 
which suggests that every individual tries to reach his level of incompetence, applies more quickly.  
Age: Individuals experience different degree of job satisfaction at different stages of their life. Job 
satisfaction is high at the initial stage, gets gradually reduced, starts rising up to certain stage, and finally 
dips to a low degree (Spector, 1996; Robbins 2001).  
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Nature of job: Nature of the job determines job satisfaction by way of occupation level and or job content. 
“I feel good about my job” indicates the level of satisfaction with their jobs. 
At an occupation level, higher-level jobs provide more satisfaction as compared to lower levels. This 
happens because high-level jobs carry prestige and status in the society, which by its self becomes source 
of satisfaction for the jobholders.  
Job content, the intrinsic value of the job, depends on the skills required for performing the job, degree of 
responsibility and growth, it offers. A higher content of these factors provides higher satisfaction. 
Situational variables   
Situational variables related to job satisfaction that arises in both formal and informal organisational 
context. While a formal organization emerges out of a predefined interaction hierarchy, the informal 
organization arises out of individuals working in a group that is either created formally or are developed 
by individuals on their own to seek emotional satisfaction at the workplace. Individuals usually indicate 
this when they say, “I feel bonded and close to the people at work.” Some of the variables used in this 
study are- 
Supervision: The degree of importance attached to individuals varies with the type of supervision adopted 
by the employer. Supervision can be focused on the employee or on the job. Where supervision is focused 
or shows concern to the employee, the same is perceived favorably by the individual and provides them 
more satisfaction. Whereas in job-oriented supervision, there is more emphasis on the performance of the 
job and individuals are secondary and consequently leading to a decrease in job satisfaction. The 
statement “I get along with my manager” indicates if the supervision is employee oriented of job 
oriented. 
Equitable rewards: Job performance and the resultant rewards determine the degree of job satisfaction. If 
the reward is based on the job performance and is found to be equitable, it offers higher satisfaction. 
Where the job performance is perceived to have a lesser correlation to reward and is based on other 
considerations, job satisfaction is impacted adversely. Statements such as “my remuneration is good” or 
“I receive recognition for a job well done” indicate the equitable nature of the rewards. 
Opportunity: Individuals always seek advance and grow their careers. Consequently they attach great 
importance towards opportunities for promotion that these jobs offer (including training opportunities) 
and therefore affect their satisfaction levels. This is shown when individuals say “All my talent and skills 
are used at work” 
Working conditions: Working conditions, particularly physical work environment, like workplace size, 
conditions and associated facilities for performing the job are known to impact job satisfaction. These 
have a dual impact. Firstly, these have a direct bearing on the job performance and secondly these affect 
the individual’s perception about the organization. More favorable factors lead to higher level of job 
satisfaction. Statements such as “I feel good about working at this company” or  “I believe this 
organization's management is caring and concerned about me” or “ I believe work is good for my health” 
indicates satisfaction. 
Outcomes of Job Satisfaction  
From and individual employee to employer to society as a whole job satisfaction in itself is a desirable 
outcome. Where satisfaction is high, output increases, relationships improve, organization commitment 
increases and absenteeism reduces and conversely where there is considerable job dissatisfaction it is 
likely to result in reduced outputs, poor relationships and low commitment, high labor turnover. Positive 
citizenship behavior and activities has also been exhibited more in highly satisfied employees.  

 
DATA ANALYSIS 

Using random sampling method as sampling design, the researchers collected data from 264 respondents 
working in 13 different IT organizations, seven Software and five ITeS units. Samples were drawn from 
three levels of organizational hierarchy - entry level, middle level and top level.  All pertinent 
information required for the study is collected from both primary and secondary sources.  
To uncover patterns and trends in data set statistical techniques such as ANOVA, Karl Pearson’s 
correlation coefficient, regression, mean and standard deviation were used and computed using SSPS 
software tool. The outputs of this analysis has been further interpreted and explained by the researchers.  
 



  Business Management Dynamics  
Vol.2, No.6, Dec 2012, pp.46-55 

   
©Society for Business and Management Dynamics 

Profile of the respondents  
The respondents were a cross-section of 264 Software and ITeS professionals with diverse background 
(Table 1).  
 

Table 1 showing demographic profile of the respondents. 

Type of the organization No. Of employees  Percentage 

Software 170 64.4 

ITeS 94 35.6 

Total  264 100 

Gender Frequency Percentage 

Male 126 47.7 

Female 138 52.3 

   

Age   

Under 25 years 148 56.1 

25 -35 years 107 40.5 

35 – 45 years 9 3.4 

   

Qualification   

Technical Training 4 1.5 

Graduates 71 25.9 

Professional Qualifications 189 71.6 

   

Size of Division or unit   

Less than 1000 96 36.4 

More than 1000 168 63.6 

   

Managerial Level   

Entry Level 104 39.4 

Middle Level 79 30.0 

Senior Level 81 30.7 

   

Total Experience   

0-10 years 148 56.1 

10-20 years 101 38.3 

20-30 years 15 5.7 

   

Experience in current organization.   

0-5 years 160 60.6 

5-10 years 60 22.7 

10-15 years 31 11.7 

15 – 20 years 13 4.9 

   

Number of companies worked for in 
the past 5 years 

  

1 160 60.6 

2 60 22.7 

3 31 11.7 

4  13 4.9 

5 or more 7 2.7 

   



  Business Management Dynamics  
Vol.2, No.6, Dec 2012, pp.46-55 

   
©Society for Business and Management Dynamics 

Salary   

Up to 50,000 88 33.3 

50,000 – 1 lakhs 47 17.8 

1 – 1.5 lakhs 41 15.5 

1.5 – 2 lakhs 44 16.7 

Over 2 lakhs 44 16.7 

Source: Data 
 
In the current study the respondents of Software units dominated with 64.4%, while the ITeS units 
formed the remaining 35.5% of the sample. 
In terms of gender larger percentage of the sample was females who were 52.3% and the male 
respondents at 47.7%.  About 56.1% of the respondents were below 25 years of age, 40.5% of the 
respondents were in the age group 25 -35 years, and 3.4% of the respondents were in the age group 35 -45 
years. Majority (71.6%) of the respondents had professional qualification. Graduates comprised of 25.9% 
with respondents having obtained technical training were 1.5%. 
In terms of size of the organization that respondents belonged to; 63.6% were from organizations with 
more than one thousand employees and the rest 36.4% were in organisations with less than one thousand 
employees. About 39.4% of the respondents were at entry-level, 30% of the respondents were at middle-
level, and 30.7% were at senior-level.  
Total work experience of most (56.1%) of the respondents was in the 0-10yrs with 38.3% in the 10-20 years 
range and the remaining 5.7% in the age group of 20-30yrs.  About 60.6% of the respondents were 
working in the current organization for less than 5years followed by 22.7% who were employed for 5-10 
years, 11.7% were in the 10 -15 years range and the remaining 4.9% had been employed for 15 -20years. 
In terms of number of companies worked for in the past 5 years most the respondents (60.6%) were 
working in one company, 22.7% had worked in two companies, 11.7% in three companies, 4.9% in four 
companies and 2.7% of the respondents in five or more organisations.  
In terms of salary drawn per month most of respondents (33.3%) draw less than Rs. 50,000, 17.6% 
between Rs. 50,000 to 1,00,000; 22.2% of the respondents were drawing between Rs. 1,00,000 to 2,00,000 
and those drawing over two lakhs are at 16.7%. 

 
RESULTS AND DISCUSSION 
Job satisfaction 

The level of job satisfaction of the respondents of software and ITeS units in Bangalore is placed at (Table 
2). 
 

Table 2 showing analysis of Job Satisfaction 

 Type of 
Industry 

N Mean Std. 
Deviati
on 

Media
n 

Mean 
(%) 

Z p 
>0.05 

 

Receive recognition for 
a job well done 

Software 170 5.78 1.085 6.00 82.61    

  ITeS 94 5.73 1.119 6.00 81.91    

  Total 264 5.77 1.095 6.00 82.36 0.263 0.793 NS 

Feel bonded and close 
to the people at work  

Software 170 5.82 1.462 6.00 83.11    

  ITeS 94 5.64 1.473 6.00 80.55    

  Total 264 5.75 1.466 6.00 82.20 1.537 0.124 NS 

Feel good about 
working at this 
company  

Software 170 5.74 1.233 6.00 81.93    

  ITeS 94 5.61 1.594 6.00 80.09    
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  Total 264 5.69 1.371 6.00 81.28 0.229 0.819 NS 

I feel secured about my 
job 

Software 170 5.76 1.080 6.00 82.27    

  ITeS 94 5.52 1.350 6.00 78.88    

  Total 264 5.67 1.186 6.00 81.06 1.420 0.156 NS 

I believe this 
organisation’s 
management is caring 
and concerned about 
me 

Software 170 5.00 1.488 5.00 71.43    

  ITeS 94 5.09 1.449 5.00 72.64    

  Total 264 5.03 1.472 5.00 71.86 0.312 0.755 NS 

I believe work is good 
for my health 

Software 170 5.72 1.329 6.00 81.68    

  ITeS 94 5.62 1.594 6.00 80.24    

  Total 264 5.68 1.427 6.00 81.17 0.016 0.987 NS 

Remuneration is good Software 170 5.44 1.104 6.00 77.73    

  ITeS 94 5.40 1.331 6.00 77.20    

  Total 264 5.43 1.187 6.00 77.54 0.365 0.715 NS 

All talent and skills are 
used at work  

Software 170 5.13 1.608 6.00 73.28    

  ITeS 94 5.07 1.393 6.00 72.49    

  Total 264 5.11 1.533 6.00 73.00 0.850 0.396 NS 

Get along with the 
manager 

Software 170 5.87 1.229 6.00 83.87    

  ITeS 94 5.69 1.328 6.00 81.31    

  Total 264 5.81 1.265 6.00 82.95 1.234 0.217 NS 

Feel good about the job Software 170 5.83 1.255 6.00 83.28    

  ITeS 94 5.60 1.568 6.00 79.94    

  Total 264 5.75 1.376 6.00 82.09 0.823 0.411 NS 

Job satisfaction Software 170 5.608 1.0296 6.200 80.12    

  ITeS 94 5.497 1.2308 5.900 78.53    

  Total 264 5.569 1.1044 6.200 79.55 1.114 0.265 N
S 

Source: Data 
 
 It was observed that the level of satisfaction with “Receive recognition for job well done”, among 

Software and ITeS units was 82.36 per cent ( =  1.095), which constitutes “Moderately agree” on our 
scale. Mann-Whitney Test   Z value = 0.263 and calculated ‘p’= 0.793 > .05 clearly indicate that there is no 
significant difference in satisfaction level for recognition among the respondents of Software  (82.61 
percent) and ITeS (81.91 percent) units under study.  
On “feeling close and bonded with people at work” the respondents of Software and ITeS units showed 

82.20 percent ( =  1.466) agreement, constituting “Moderately agree” on the scale. Mann-Whitney Test   
Z value = 1.537 and calculated ‘p’= 0.124 > .05 clearly indicate that there is no significant difference in 
satisfaction level for bonding at work among the respondents of Software  (82.61 percent) and ITeS (81.91 
percent) units under study.  
On agreement with “feeling good about working for the company” of the respondents of Software and 

ITeS units was 81.28 per cent ( =  1.371), which constitutes “Moderately agree” on our scale. Mann-
Whitney Test   Z value = 0.229 and calculated ‘p’= 0.819 > .05 clearly indicates that there is no significant 
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difference in agreement with feeling good to work for the company among the respondents of Software 
(81.93 per cent) and ITeS (80.09 per cent) unit under study.  
The level of satisfaction with “job security” of respondents of Software and ITeS units was 81.06 per cent 

( =  1.086), which constitutes “Moderately agree” on our scale. Mann-Whitney Test   Z value = 1.420 
and calculated ‘p’= 0.156 > .05 clearly indicate that there is no significant difference in agreement with job 
security among the respondents of Software (82.27 per cent) and ITeS (78.88 per cent) unit under study.  
On agreement with, “management’s care and concern for them” of respondents of Software and ITeS 

units was 71.86 per cent ( =  1.472), which constitutes “Slightly agree” on our scale. Mann-Whitney Test   
Z value = 0.312 and calculated ‘p’= 0.755 > .05 clearly indicate that there is no significant difference in 
agreement with management’s care and concern for them among the respondents of Software (71.43 per 
cent) and ITeS (72.64 per cent) units under study. 
The level of satisfaction with “work being good for their health” the respondents of Software and ITeS 

units showed 81.17 per cent ( =  1.427) agreement, which constitutes “Moderately agree” on our scale. 
Mann-Whitney Test   Z value = 0.016 and calculated ‘p’= 0.987 > .05 clearly indicate that there is no 
significant difference in agreement with work being good for their health among the respondents of 
Software (81.68 per cent) and ITeS (80.24 per cent) units under study.  
On agreement with, “good remuneration” the respondents of the Software and ITeS units was 77.54 per 

cent ( =  1.187), which constitutes “Moderately agree” on our scale. Mann-Whitney Test   Z value = 
0.365 and calculated ‘p’= 0.715 > .05 clearly indicates that there is no significant difference in agreement 
with good remuneration for work among the respondents of Software (77.73 per cent) and ITeS (77.20 per 
cent) units under study.  
The level of satisfaction with “their talent and skills used at work” the respondents of Software and ITeS 

units was 73.00 per cent ( =  1.533), which constitutes “Moderately agree” on our scale. Mann-Whitney 
Test, Z value = 0.850 and calculated ‘p’= 0.396 > .05 clearly indicates that there is no significant difference 
in agreement with use of their talent and skills at work among the respondents of Software (73.28 per 
cent) and ITeS (72.49 per cent) units under study.  
On agreement with, “getting along with their manager at work” the respondents of Software and ITeS 

units was 82.95 per cent ( =  1.265), which constitutes “Moderately agree” on our scale. Mann-Whitney 
Test   Z value = 1.234 and calculated ‘p’= 0.217 > .05 clearly indicates that there is no significant difference 
in agreement with getting along with their manager at work among the respondents of Software (83.87 
per cent) and ITeS (81.31 per cent) units under study.  
The level of satisfaction with, “feeling god about their job” of the respondents of Software and ITeS 

units was 82.09 per cent ( =  1.376), which constitutes “Moderately agree” on our scale. Mann-Whitney 
Test   Z value = 0.823 and calculated ‘p’= 0.411 > .05 clearly indicates that there is no significant difference 
in agreement with feeling god about their job among the respondents Software (83.28 per cent) and ITeS 
(79.94 per cent) units under study.  

Overall Job Satisfaction of the employees of Software and ITeS units under study was 79.55 per cent ( = 

 1.1044), which is more than moderately satisfied on our scale. The level of Job satisfaction among the 

respondents of Software units was 80.12 per cent ( =  1.0296), which is more than moderately satisfied 

and among the respondents of ITeS, it was 78.53 per cent ( =  1.2308), which is moderately satisfied on 
our scale. Mann-Whitney Test   Z value = 1.114 and calculated ‘p’= 0.265 > .05 clearly indicates that there 
is no significant difference in level of job satisfaction among the respondents of both the sectors under 
study.  
Factors influencing job satisfaction  

To identify the variables influencing the satisfaction towards the HR practices of the Software and ITeS 
units under study regression analysis (Table 3) was used. The result of the regression analysis shows that 
the variables of HR practices in training (p = .0000) and working conditions (p = .000) are significantly 
influencing the satisfaction of the respondents towards HR practices, performance appraisal (p = .417), 
remuneration (p = .070), have emerged as insignificant variables. The variables of HR practice of training 
(Standardized Beta Coefficient = .809), Performance appraisal (Standardized Beta Coefficient = .064), 
remuneration (Standardized Beta Coefficient = .112) and working conditions (Standardized Beta 
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Coefficient = .221) are positively associated with Job satisfaction. However, all the variables collectively 
account for 74.3 per cent of the Job satisfaction of the respondents towards basic HR practices. 
Correlation between variables of job satisfaction and core HR practices (Table 4), showed a significant 
correlation between Job Satisfaction and core HR practices with r = 0.734  > 0.5 for Software companies, 
and r = 0.822 >0.5 for ITeS and for both the sectors r = 0.773> 0.5 indicating a strong positive correlation 
between Job satisfaction and HR practices among respondents of both Software and ITeS units. 
 

Table 3 showing factors influencing the Job Satisfaction of the respondents 
 
 
 
 
 
 
 
 
 
 

      Source: Data 
 

Table 4 indicating Correlation between Job Satisfaction and HR practices 

Job 
Satisfaction 

HR Practice Karl Pearson 
correlation r 
value 

p value  

 Training 0.850 0.000 Sig 

 Performance 
Appraisal 

0.722 0.000 Sig 

 Remuneration 0.637 0.000 Sig 

 Working Conditions 0.637 0.000 Sig 

 HR practices 0.773 0.000 Sig 

      Source: Data 
 

Hypothesis Testing 
Multiple regression analysis was used to test the hypothesis and the results are reported in Table 3. As 
discussed in the previous paragraph, the regression analysis shows that two of the four variables 
(training and working conditions) of HR practices have significant influence on job satisfaction and the 
remaining two variables (performance appraisal and remuneration) have a less significant impact on Job 
Satisfaction and hence, the hypothesis being considered by the researchers is accepted.  
 
CONCLUSION 
Since a major challenge faced by all IT organizations is job satisfaction among its employees, it would be 
beneficial for organizations and managers to make conscious efforts to develop human resource policies 
that are in alignment to the needs of the employees to motivate the employees. The findings of this study 
have also pointed out that the key items in HR practices (performance appraisal and remuneration) have 
lesser impact on job satisfaction in the IT sector.  
It is imperative for IT companies and their managers to review their practices to strengthen the bond 
between employees and the organization, maintain good levels of motivation, increase job satisfaction 
that would result in increase in commitment and minimize employee turnover.  
 
 
 
 

 Un standardized 
coefficients 

Standardized 
Coefficient 

t p 

B Std. Error Beta  

(Constant) 5.569 0.035  159.026 0.000 

Training 0.898 0.066 0.809 13.580 0.000 

Performance 
Appraisal 

0.071 0.087 0.064 0.813 0.417 

Remuneration 0.124 0.068 0.112 1.822 0.070 

Working Conditions 0.245 0.067 0.221 3.682 0.000 
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