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     SYNOPSIS

The objective of the study is to measure the level of employee satisfaction and create a module of employee satisfaction using VB and Oracle. Employee satisfaction is the result of various attitudes possessed by an employee. It is a specific subset of attitudes held by the organization members. The organization cannot achieve its goals and targets unless their workforce, who constitute the organization are satisfied. Employee satisfaction plays an important role for an organization success.

 The research design for the study was descriptive research type. The total population of 100 workers was covered. The primary source of data was collected from the employees through survey method using a structured questionnaire. The data was collected through interview schedule on a 5-point scale questionnaire. The secondary data was collected referring to the personnel manual of the organization.

Percentage analysis has been used for the purpose of analysis and interpretation.  Suggestions were made based on the findings. The results show that most of the employees were satisfied with the factors of job satisfaction. Very few workers of different departments have some specific problems relating to their work, environment and colleagues. It is observed that the workers are satisfied with the welfare facilities provided by the organization.  It is understood that respondents get a sense of satisfaction from the job. This will help in reducing absenteeism, turnover and increased profitability of the company. Respondents have high job security and are satisfied with the overall activities of the organization.

The researcher has tried using VB and ORACLE to design employee satisfaction survey module in which employees can enter the responses to the questions on Employee satisfaction and know the result of their level of satisfaction. High level of satisfaction will give a pride for the individual that the organization care the employees and recognize the potential of employees.
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CHAPTER I

1.1 INSTRUMENTATION INDUSTRY
Among the oldest known instruments of measurement was the armillary sphere, an astronomical instrument used in ancient China and Greece. The compass was a striking advance in navigational instrumentation made about the 11th century. Theodolites made accurate determination of locations possible in the 18th century. Instrumentation developed rapidly in the Industrial Revolution. Manufacturing required precision instruments, such as the screw micrometer, which could measure 0.0001. The industrial application of electricity required instruments to measure current, voltage, and resistance. Today most manufacturing processes rely on instrumentation for monitoring chemical, physical, and environmental properties. Instruments used in medicine and biomedical research are just as varied as those in industry.

Instrumentation is the branch of science that deals with measurement and control in order to increase efficiency and safety in the workplace. An instrument is a device placed in the field, or in the control room, to measure or manipulate flow, temperature, pressure and other variables in a process. Instruments include but are not limited to valves, transmitters, transducers, flame detectors and analyzers. Instruments send either pneumatic or electronic signals to controllers which manipulate final control elements (a valve) in order to get the process to a set point, usually decided by an operator.

Control instrumentation includes devices such as solenoids, Electrically Operated Valves, breakers, relays, etc. These devices are able to change a field parameter, and provide remote control capabilities.

Transmitters are devices which produce an analog signal, usually in the form of a            4-20 mA electrical current signal, although many other options are possible using voltage, frequency, or pressure. This signal can be used to directly control other instruments, or sent to a PLC, DCS, SCADA system or other type of computerized controller, where it can be interpreted into readable values, or used to control other devices and processes in the system.

· Instrumentation plays a significant role in both gathering information from the field and changing the field parameters, and as such are a key part of control loops.

Instrumentation engineering is the engineering specialization focused on the principle and operation of measuring instruments which are used in design and configuration of automated systems in electrical, pneumatic domains etc. They typically work for industries with automated processes, such as chemical or manufacturing plants, with the goal of improving system productivity, reliability, safety, optimization and stability. To control the parameters in a process or in a particular system Microprocessors, Micro controllers, PLC’s etc are used. But their ultimate aim is to control the parameters of a system.

INSTRUMENTATION TECHNOLOGISTS AND MECHANICS
Instrumentation technologists, technicians and mechanics specialize in troubleshooting and repairing instruments and instrumentation systems. This trade is so intertwined with electricians, pipe fitters, power engineers, and engineering companies, that one can find him/herself in extremely diverse working situations. An over-arching term, "Instrument Fitter" is often used to describe people in this field, regardless of any specialisation.

If the current growth trend in the instrument industry contributes 8 per cent of the country’s gross domestic product by 2008.”The current growth rate is good enough to push the industry to achieve the 50 billion dollar target on software and services exports by 2008 and this would account for 8 per cent of India’s GDP growth and 30 per cent of the export revenues.

Currently, the instrumentation industry account for 2 per cent of the country’s GDP, the industry is growing at a CAGR of 50 per cent over the last five years, and last year the industry posted a growth of 30 per cent despite slowdown. The current   

export figure stood at $10 billion would have to move up towards intellectual property rights in the areas of products      

This study aims to measure the level of employee satisfaction and create a module of employee satisfaction using VB and Oracle. Employee Satisfaction Survey module can be used to gather information towards level of satisfaction in the work environment.
1.2 ROOTS MULTICLEAN LIMITED

ROOTS industries ltd., headquartered in Coimbatore is a leading manufacturer of HORNS in India and the 11th largest Horn Manufacturing Company in the world. It was promoted by Mr.K.Ramasamy, a master Degree Holder in Automobile Engineering from Lincoln Technical Institute. USA. Mr.K.Ramasamy has established his reputation as a designer, inventor and innovator.

ROOTS have been a dominant player in the manufacture of Horns and other products like Castings and Industrial Cleaning Machines. Since its establishment in 1970, ROOTS has had a vision and commitment to produce and deliver quality products adhering to international Standards. Roots vision is to become a world class company manufacturing world class product, excelling in human relation.

The ROOTS group has diversified into the manufacture of industrial and Commercial Floor Cleaning Equipment. ROOTS MULTICLEAN LIMITED, formed in 1992 is a joint venture company with the world renowned HAKO WERKE GMBH, Germany. Hako is headquartered in the city of bad old sloe, near Hamburg, North Germany.

Roots Multiclean Ltd (RMCL) a part of the roots group of companies has inaugurated its 100 per cent EOU (Export Oriented Unit) at Kovilpalayam. RMCL is engaged in the manufacture of a new range of mechanized cleaning equipment.

The genesis of Roots Multiclean Ltd., (RMCL) is due to the vision of the promoter of Roots Group of companies about the requirement of sophisticated industrial cleaning equipment in the country following globalization of business and entry of Multinationals who require very high standards of house keeping.

As a renowned Cleaning equipment manufacturer, RMCL, situated in the Industrial town of Coimbatore, is a Joint Venture with Hako Werke GmbH., Germany. It commenced manufacture of cleaning equipment in early 90’s and has now three modern factories, producing various ranges of small versions of sweeping machines and scrubber driers and almost 50% are exported to several developed countries.

RMCL is the sole representatives of Hako Werke GmbH for the entire range of cleaning equipment for India and SAARC countries. The improvise and facilitate a better service to its customers, RMCL has established Regional offices in all Metros and a wide dealer network in all principal locations. The superior quality products and the added advantage of good after sales service has established the company as the country’s largest and leading manufacturer of floor cleaners.

 
Roots are known for engineering products of highest quality. The group has diversified into the manufacture of Industrial and Domestic Floor Cleaning Equipment with its Joint Venture Company M/s. ROOTS MULTICLEAN LIMITED, in Technical and Financial Collaboration with M/s. HAKO WERKE GMBH &Co., Germany, and 1993-94.

 
Roots are authorized to sell all the Hako Products in India and the SAARC countries. Under this collaboration, Roots manufactures FLIPPER, which is a manually operated WALK BEHIND SWEEPING MACHINE and E430 (Electrically operated) / B430 (Battery operated), which are the WALK BEHIND AUTO SCRIBBER DRIER. 

 ROOTS MULTICLAEN have emerged as a strong engineering company and recognizing the importance of Research and Development has made significant investments towards R&D facilities ROOTS ENGINEERING RESEARCH CENTRE (ERC) is a central facility that caters to all the Roots Group of Companies in the areas of Product Development, Tool Development and Facilities Development. 

The products developed recently by Roots R&D are Hakomatic E 350 – a scrubber cum drier, High Pressure Water Jet Cleaner. The above-mentioned products have been recently launched in the global market to further strengthen the market share of RMCL Advanced state-of-the-art CAD/CAM Software is employed for carrying out the product design activities. 3-D Solid Modeling Design Tool-Pro/Engineer is used by trained engineers to produce World Class Designs.

 The Cleaning Equipments business of ROOTS Group is fully prepared to meet the challenges THROWN UP BY globalization of economy, through development of World Class quality Products.

 The company’s exports have almost doubled due to increased off-take of Floor Washer-Wizard machines by company’s distribution abroad and due to significant increase in the off take of battery operated and electrically operated scrubber drier machines by its collaborators Hako Werke GmbH as they have decided to discontinue the manufacture of these machines in their works and source them from the company for the world-wide requirements. The company exports floor-cleaning machines to Australia, U.K., Germany, Japan, Finland, Hong Kong, Far East, Middle East, South America and SAARC countries.

RMCL cleaning equipments have found wide application in Hostels, Hospital’s, and Engineering, Food and Pharma Industries, Defense Establishments, Automobile Manufactures and Auto ancillaries, Textile, Civic Bodies, Infrastructure Industries and Institutions.            
ROOTS VISION-IN PERFECT TUNE WITH NATURE 


The Roots group places high emphasis on preserving its ideology to become perfectly harmonious with nature. Eco consciousness filters down deep to the grass roots level.


Whether it is in the adoption of a universal quality policy, or in the practices of an environment policy, the Roots ideology remains the same in tune with nature. Each level of achievement is a step higher to retaining the quintessence of this core philosophy. 

MOTTO OF ROOTS

 
The organization will stand technologically ahead of others to deliver world-class innovative products useful to our customers. We will rather loose our business than our customer’s satisfaction. It is our aim that the customer should get the best value for his money.

 
Every member of our company will have decent living standards. We care deeply for our families, for our environment and our society. We promise to pay back in full measure to the society by way of selfless and unstinted service.

PRODUCTS: 
 
Roots Industries specializes in the manufacture of a wide range and line-up of automobile horns. Roots is a leading supplier to all the major vehicle manufacturers like Ford, Daimler Chrysler, Mitsubishi Lancer, Mahindra & Mahindra, Toyota, Tata Motors, Fiat Uno and Siena, TELCO, TVS Motor Company, Kinetic Honda, etc. Product :- Windtone, Vibrosonic, Cleartone, Bosch Range, Roots 90, Megasonic, Smartone, Spider, FSA2, R 70, Sensors. 

1)Windtone :- W 90, Windtone Super, Windtone Trio, Windtone Rainbow.

2) Vibrosonic :- Vibromax, Vibrosonic, Vibrosonic Delux, Supersonic, Vibro Mini. 3)Cleartone :- Cleartone Delux. 

4)Bosch Range of horns :- FC4, FD4 Delux.

5)Roots 90 :- Roots 90.

6)Megasonic :- Megasonic. 

7)Smartone :- Smartone. 

8)Spider :- Spider(Available in 6 Colors).

9)FSA2 :- FSA2. 

10)R 70 :- R 70. 

11)Parking Sensors :- Parking Sensors. Exports :- ROOTS Industries exports to more than 15 countries. Roots also supplies to Ford Motor Company, North America. Original Equipment Manufacturers :- The horns manufactured by ROOTS INDUSTRIES LIMITED are employed as Original Equipment by a number of vehicle manufacturers.

Therefore RMCL is committed to provide world – class product and services with due concern for the environment and employee satisfaction. 

This study aims to measure the level of employee satisfaction and create a module of employee satisfaction using VB and Oracle. Employee Satisfaction Survey module is  used to gather information towards level of satisfaction in the work environment.
1.3 EMPLOYEE SATISFACTION USING VB AND ORACLE

     


Employee satisfaction is the result of various attitudes possessed by an employee. It is a specific subset of attitudes held by the organization members. The organization cannot achieve its goals and targets unless their workforce, who constitute the organization are satisfied. Employee satisfaction plays an important role for an organization success Employee satisfaction is generally termed as an personal as well as official satisfaction towards, when he is paid/rewarded. A satisfied employee can make the production/yield/services to its double the time of its original target.

Employee satisfaction is a measure of how happy workers are with their job and working environment. Keeping morale high among workers can be of tremendous benefit to any company, as happy workers will be more likely to produce more, take fewer days off, and stay loyal to the company. There are many factors in improving or maintaining high employee satisfaction, which wise employers would do well to implement. To measure employee satisfaction, many companies will have mandatory surveys or face-to-face meetings with employees to gain information. Both of these tactics have pros and cons, and should be chosen carefully. Surveys are often anonymous, allowing workers more freedom to be honest without fear of repercussion. Interviews with company management can feel intimidating, but if done correctly can let the worker know that their voice has been heard and their concerns addressed by those in charge. Surveys and meetings can truly get to the center of the data surrounding employee satisfaction, and can be great tools to identify specific problems leading to lowered morale.

Many experts believe that one of the best ways to maintain employee satisfaction is to make workers feel like part of a family or team. Holding office events, such as parties or group outings, can help build close bonds among workers. Many companies also participate in team-building retreats that are designed to strengthen the working relationship of the employees in a non-work related setting. Camping trips, paintball wars and guided backpacking trips are 

versions of this type of team-building strategy, with which many employers have found success. Of course, few workers will not experience a boost in morale after receiving more money. Raises and bonuses can seriously affect employee satisfaction, and should be given when possible. Yet money cannot solve all morale issues, and if a company with widespread problems for workers cannot improve their overall environment, a bonus may be quickly forgotten as the daily stress of an unpleasant job continues to mount. 

If possible, provide amenities to their workers to improve morale. Make certain they have a comfortable, clean break room with basic necessities such as running water. Keep facilities such as bathrooms clean and stocked with supplies. While an air of professionalism is necessary for most businesses, allowing workers to keep family photos or small trinkets on their desk can make them feel more comfortable and nested at their workstation. Basic considerations like these can improve employee satisfaction, as workers will feel well cared for by their employers.

The backbone of employee satisfaction is respect for workers and the job they perform. In every interaction with management, employees should be treated with courtesy and interest. An easy avenue for employees to discuss problems with upper management should be maintained and carefully monitored. Even if management cannot meet all the demands of employees, showing workers that they are being heard and putting honest dedication into compromising will often help to improve morale. An employee may be satisfied by many ways, viz, by giving rewards, suitable incentives after achieving determined targets, with a improved organizational structure, a cordial working atmosphere, by creating and giving promotional aspects. 

VISUAL BASIC:

VB 1.0 was introduced in 1991. The drag and drop design for creating the user interface is derived from a prototype form generator developed by Alan Cooper and his company called Tripod. Microsoft contracted with Cooper and      his associates to develop Tripod into a programmable form system for Windows 3.0, under the code name Ruby (no relation to the Ruby programming language).

Visual Basic (VB) is the third-generation event-driven programming language and integrated development environment (IDE) from Microsoft for its COM programming model. VB is also considered a relatively easy to learn and     use programming language, because of its graphical development features and BASIC heritage. Visual Basic was derived from BASIC and enables the rapid application development (RAD) of graphical user interface (GUI) applications, access to databases using Data Access Objects, Remote Data Objects, or ActiveX Data Objects, and creation of ActiveX controls and objects. Scripting languages such as VBA and VBScript are syntactically similar to Visual Basic, but perform differently.

      ORACLE

The Oracle Database (commonly referred to as Oracle RDBMS or simply Oracle) consists of a relational database management system (RDBMS) produced and marketed by Oracle Corporation. As of 2009[update], Oracle remains a major presence in database computing. 

Larry Ellison and his friends and former co-workers Bob Miner and Ed Oates started the consultancy Software Development Laboratories (SDL) in 1977. SDL developed the original version of the Oracle software. The name Oracle comes from the code name of a CIA-funded project Ellison had worked on while previously employed by Ampex.

An Oracle database system identified by an alphanumeric system identifier or SID comprises at least one instance of the application, along with data storage. An instance identified persistently by an instantiation number (or activation id: SYS.V_DATABASE.ACTIVATION comprises a set of operating system processes and memory-structures that interact with the storage. Typical processes include PMON (the process monitor) and SMON (the system monitor). 

This study aims to measure the level of employee satisfaction and create a module of employee satisfaction using VB and Oracle. Employee Satisfaction Survey (Ess) module will help the organistion to identify the factors determining employee satisfaction


        SCOPE 

The present study makes an attempt to assess and analyze the level of employee satisfaction among the employees of Roots Industry Ltd.

The study identifies the important factors that influence the workers such as physical working conditions, work environment, Job Security, and overall job satisfaction. The attitude of the workers towards various general attributes are found, with a view to identify the area, which need improvement.  

  
The success of an organization depends upon the ability of its employees. It is said, “A happy employee is a productive employee”. For achieving maximum result, welfare activities have to be under taken in the right spirit mainly with a view to make the lives of the workers happier and healthier. Thus the study also helps to rectify the problems by giving some suggestions and recommendations to improve the satisfaction level of the employees through creating a module of employee satisfaction using VB and Oracle in roots industry.

OBJECTIVES
PRIMARY OBJECTIVE:

· To measure the level of employee satisfaction and create a module of employee satisfaction using VB and Oracle.

. 

LIMITATIONS 

  1. The sample size is restricted to 100 employees.
  2. The researcher collected the data using the questionnaire technique and 

      therefore study is limited to the data collected. 

3. ESS model is not a comprehensive model as the field selected for the model    

     is restricted to the factors in questionnaire 

4. The tool is not web enabled.

2. REVIEW OF LITERATURE

Employee satisfaction is an individual’s attitude towards his or her job and its nature. Undoubtedly, is one of the most widely studied variables in the field of organizational behavior. When the attitude is positive, employees are said to be satisfied. Thousands of studies that deal with some aspect of employee satisfaction have been published.

DETERMINANTS OF EMPLOYEE SATISFACTION

The review of the literature indicates that the more important factors conductive to employee satisfaction are mentally challenging work, equitable rewards, supportive working conditions and their peace group.

Employee satisfaction has an important influence on staff behaviour what they are required to do is simply not in their normal work routine or requires some unusual obstacle to overcome.

DIMENSIONS OF EMPLOYEE SATISFACTION

Employee satisfaction can be classified into 3 main dimensions:

· Employee satisfaction is an emotional response towards job and its nature.

· Employee satisfaction is often determined by how well outcomes meet/exceed expectations.

· Employee satisfaction represents general related attitude.

THREE DIFFERENT APPROACHES ON EMPLOYEE SATISFACTION

Caldo and Sehen (1981)1 suggested the following 3 approaches:

Work attitude such as employee satisfaction are diposition in nature (i.e.,) they are stable positive or negative disposition earned through experience.

Social information processing model suggest that employee satisfaction of workplace attitudes are developed or contributed by others at work.Information about the work place 

and employees. This approach argues that person’s satisfaction is influenced directly by the characteristics of their job. Absenteeism and turnover are signification cost factors for employers. Absenteeism and turnover disrupt work schedules, encourage overstaffing and in general reduce the productivity of organizations. In addition to these direct costs, there are also the indirect costs of recruitment, selection and training replacement employees. In labour-intensive organizations, these ‘hidden’ indirect costs can be substantial.

How employees can express dissatisfaction:

Employee’s dissatisfaction can be expressed in a number of ways. For example, rather than quit, employees can complain, be insubordinate, steal organizational property. The Fig.1 offers 4 responses that differ from one another along 2 dimensions represented on constructiveness. They are defined as follows:

Exit:   Behaviors direct towards learning the organization. Includes                                                                 

           looking for a new position as well as resigning.

Voice:  Actively and constructively attempting to improve 

            condition, includes suggesting improvements, discussing    

            problems with superior and some forms of Union activity.  

Loyalty: Passively waiting for condition to improve includes

                Speaking up for the organization in the face of external criticism trusting the organization and its management to “do the right thing”.

Neglect: Passively allows condition to work includes chronic absenteeism or lateness, reduced effort and increased error rate.

Fig. 1. Response of Employee Satisfaction


[image: image1]
The following summarizes the primary cause and consequence of employee satisfaction. The key cause can be grouped into 3 categories: Organizational factors, group factors and personal factors. 

Fig.2.Factors and results of employee satisfaction and dissatisfaction

[image: image2]
The psychologists, interested in work organizations have done most of the researches in the study of employee satisfaction. The research dates back to1910’s. The father of scientific management, F.W.Taylor (1911)2  approach to employee satisfaction was based on a most pragmatic and essentially pessimistic philosophy that man is motivated by money alone, that the workers are essentially “stupid and phlegmatic” and that they would be satisfied with work if they get higher economic returns from it. Over the years, we have moved away from Taylor’s solely monetary approach to a more humanistic orientation. New dimensions of knowledge are added everyday and with increasing understanding of new variables and their interplay, the field of employee satisfaction has become difficult to comprehend.

Hop pock (1935)3 brought the term employee satisfaction to limelight. He viewed 32 studies on employee satisfaction, conducted prior to1933 and observed that employee satisfaction is a combination of psychological, physiological and environmental circumstances that causes a person to say, “I am satisfied with my employee”. Hop pock published a famous monograph on employee satisfaction.

 During the last 30 years, thousands of studies have been done on employee satisfaction, usually, these studies have not been theoretically oriented, and instead, researchers have simply looked at the relationship between employee satisfaction and factors such as age, education, employee level, absenteeism rate, productivity and so on. Originally, much of the research seemed to be stimulated by a desire to show that the employee satisfaction is important, because it influences productivity.

Despite many studies, critics have legitimately complained that our understanding of the causes of employee satisfaction has not substantially increased during the last 30 years. Mayo (1945) indicated that an individual’s employee attitude is influenced by his desire to be associated with his felloe in work situation. In the recent past, a number of researchers have shown that nature of work, social relationships at work and working conditions are a great source of employee satisfaction to majority of employees in different occupations (Bhattacharya, 1994; Khaleqwue & Rehman, 1987; Misra, 1983; Pareek & Kashato, 1981& Nirmala,1985)

A study by Grove &Kerr (1951)4 illustrated how strongly organizational condition can affect. Grove & Kerr measured employee satisfaction in two plants where normal work conditions prevailed and found that 88% of the workers were satisfied with their employee security. In another plant were layoff had occurred; only 17% of the workers said that employee security was one of the most dissatisfying employee factors for this plant’s employees.

Stagner Flebb  and  wood (1952)5 studied 715 male unionized rail-road workers indicated the factors which stand out as the most critical determinants of employee satisfaction were general working conditions, union management relations, general quality of supervision and grievance handling procedures.

Gadel (1953)6 collected data from 301 women doing typing and routine clerical work to determine productivity and satisfaction of full and part-time female employees. 60% of this number was 40 years old and more were married. Gadel found that determinants of employee satisfaction for older group were security, supervision, company prestige and working hours.

Riccardo peccel and Hyun-jung lee (2005)7 examine key unanswered questions about the impact of gender similarity on employee satisfaction at work. The study sample consisted of 11,848 men and 11,278 women from over 1700 workplaces across Britain. In line with gender-specific compositional arguments, the effects of gender similarity were found to be asymmetrical for men and women, with similarity tending to have a greater positive impact on men than on women. The effects involved were primarily linear in nature. Net of the potentially confounding influence of other factors, they were also found to be quite weak, weaker than has commonly been suggested in the literature.
Barbara V. Boltes , Lawrence A. Lippke and Elizabeth Gregory  (1995)8 investigated a set of dimensions that contribute to effective organizations and employee satisfaction as a means of strengthening strategic planning efforts. The study established reliable and valid scales on dimensions that affect organizational effectiveness in Extension and identify the gap between optimal and actual performance as perceived by employees. These dimensions helped to frame the internal factors that may limit Extension's ability to implement strategic plans effectively. The performance gaps identified provide some idea about those areas where greatest improvement is needed. 

As a result of this study, other Extension organizations that wish to assess employee satisfaction in concert with strategic planning or organizational renewal efforts have access to a useful instrument as a basis for their work. Conducting the survey with other Extension populations would improve the instruments' empirical utility and strengthen the theoretical linkage between strategic planning and employee satisfaction. 

Fatma Küskü (2003)9 The main purpose of this research is to explore the differences in satisfaction dimensions between the academic and administrative employees in higher education institutions in a developing country, Turkey. In this research, a state university in Istanbul was selected as the case. A total of 291 academic and administrative employees of the institution participated in the research conducted using the method whereby participants answered an original questionnaire. According to the results of the research, it has been found out that there are certain differences in factors such as “colleague relations satisfaction”, “colleague competition level satisfaction”, “other work group satisfaction”, “professional satisfaction”, “work environment satisfaction”, and “salary satisfaction” with respect to the satisfaction of academic and administrative employees.

James Oakley(2004)10 surveyed 100 employees of American companies and investigated the companies' corporate culture. He said the results showed "a direct link between employee satisfaction and customer satisfaction and between customer satisfaction and improved financial performance."

Caldur and Schir (1981)11 suggested that in the field of employee satisfaction there are three different approaches. First that work attitudes such as employee satisfaction and dispositions in nature, that is they are “stable, positive or negative dispositions in nature through experience” (Stawe et. al., 1986; Griffin and Bateman, 1986). The second approach is the “social information processing” model, which suggests that employee satisfaction and other work place attitude are developed or constructed out of experiences and information processing model, which is based on the accumulation of cognitive information about the work place and one’s employee. In a sense, this is the most obvious approach. It argues that the person’s employee satisfaction is influenced indirectly by the characteristics of their employee (Hackman & Oldman, 1976).

Prakasam (1982)12 asked the employees of high productive and low productive mill to narrate critical incidents of satisfaction and dissatisfaction. These incidents were content analyzed. The results showed that in satisfying situations the employees are high-productive mills exhibited more “recognition” than those in low productive mills. According to Prakasam, perhaps high productive mills provided greater opportunities for the satisfaction of higher order needs (recognition) which resulted in greater satisfaction.

Khaleque and Choudary (1983)13 however, found that the industrial supervisors consider autonomy in the employee, promotional opportunities, good relations with other employees and employee security more important than work environment. Wages, fringe benefits and participation in management for their overall employee satisfaction.

Bhattacharya and Ghosh (1984)14 conducted a study on Welder, Fitters and Machinists (14 in each group) in a heavy engineering organization. They filled out a satisfaction questionnaire. Data was also collected on their withdrawal Behaviour from personal files. The results showed no relationship between satisfaction and such withdrawal Behaviour as absence from work, late-coming, time off the employee and accidents.

         Reilly and Caldwell (1985)15 demonstrated that both workers task perceptions and their employee satisfaction were influenced by the opinions of others in their work group.

Khaleque & Rehman (1987)16, in a study on 1560 industrial workers, indicated a higher percentage (86) of workers who were “satisfied” with their employee compared to only 14 percent of them who were “dissatisfied”, similar results could be observed from other studies like those of Khaleque and Wadud (1984).

However, despite these numerous attempts in the past, various others attempted to measure employee satisfaction. Kanungo (1991) and Sinha (1981)17 argued that the dichotomy of motivator versus hygiene or intrinsic versus extrinsic factors of employee satisfaction reflects the western bias in favour of internal determinism and that there is no reason why both internal and external factors of work cannot cause both satisfaction and dissatisfaction has been observed to vary with the occupational level (Khaleque & Rehman, 1987).

Saiyadain (1992)18 worked on data collected by Lal  & Bhardvaj (1981) on 25 supervisors ,25 clerical staff and skilled workers.they had been asked to think of a time when they felt exceptionally good and indicate factors from a list provided to them which contributed to their feeling of happiness. However, differences between skilled workers and supervisors   were found on factors contributing to their feeling of happiness on the employee. The study shows that what satisfies employees cannot be uniformaly attributed to all classes of employees. Apparently, people at various levels of organization value different factors as contributing to their satisfaction.

Sinha and Singh’s (1995)19 study of 248 managers and 1795 workers ,revealed that work climate and human relations contributed directly to organizational satisfaction in case of managers, they observed that the satisfying nature of employee is itself influenced by the three organizational factors, namely the nature of work, the state of the human relations and to some extent by the working conditions.

In a study, NAZIR A. Nazir (1999)20 measured overall satisfaction of bank clerks, identified some determinants of employee satisfaction, and evaluated the perceived importance of some employee as well as background factors on their overall employee satisfaction. Data were collected from a sample of 245 clerks of a private bank in Sri nagar district of Jammu & Kashmir state. The result of the study revealed that the employees perceive various employee factors as sources of satisfaction and dissatisfaction thereby nullifying the factors as proposed by Hertzberg et.al. Barring income & level of education, no other personal factor was found to be related to the overall employee satisfaction of the model respondents.

Employee satisfaction, in short, comes either to those who enter a line of work where they can make over the employee in their own image or to those who find a employee that fits them. In any event, a person who is first entering the workforce should

not expect to find immediate employee satisfaction. A degree of dissatisfaction may be necessary to gain satisfaction at some future point. 

This study aims to measure the level of employee satisfaction and create a module of employee satisfaction using VB and Oracle.
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3. RESEARCH METHODOLOGY

Research can be defined as a careful investigation or inquiry especially through search for new facts in any branch of knowledge. Research methodology is a way to systematically solve the research problem. It may be understood as a science of studying how research is done scientifically. The project was carried out in two phases namely Procedural Audit and Module Development. The methodologies adopted in these two phases are as follows:

Phase I: Procedural Audit

Research Design:

     Descriptive and diagnostic research design is adopted to audit the existing system and to explore the characteristics and key attributes of a typical Employee Satisfaction tool.

SOURCES OF DATA

Primary Data
 
The primary data was collected by means of structured questionnaire.

Secondary Data

 The data are collected from the company records, websites, journals, library, etc.        

INSTRUMENTS USED FOR DATA COLLECTION
The instrument used in collecting the primary data was structured questionnaire. It includes details regarding personal details, education, training, experience, efforts, ability, and quality of work, pay (financial rewards), recognition, other benefits, promotion, job status and overall employee satisfaction. 
POPULATION
The sample size of the study 100 employees. All belong to male category.

SAMPLING SIZE

The sample size was 100 respondents (employees). With the information of those respondents, the analysis was done in percentage, means score value and chi-square method of calculation.

SAMPLING TECHNIQUES
Sampling technique used in this study is non-probability sampling, which is also known as deliberate sampling or Convenience sampling. This type of sampling is very convenient and is relatively inexpensive.

SCALING
The descriptive survey was conducted with the help of the Likert-type scale, which helps the respondents to spot out their options. The Likert-type scale includes the options such as 

Strongly agree

Agree

Neither agree nor disagree

Disagree

Strongly disagree

STATISTICAL TOOLS
The data collected was analyzed with appropriate techniques. The techniques used for the analysis are 

1) Percentage method, 

2) Mean Score Value.

1) Percentage Method: the percentage method is used to calculate the percent of the   

           favourable and unfavourable responses 
    

 Percentage = Number of response / Number of respondents * 100 
2)Mean Score Value Method: MSV is used to find the mean score of the factor from the respondents. 
           Score Value= Number of respondents*Score Value.

           

MSV= Score Value/ Number of respondents

Phase II: Module Development

The methodology used to develop the employee satisfaction module namely the customer

Analysis

For any system project the first phase is the Analysis phase. During this phase, the requirements for developing the system are identified by clearly analyzing the existing system. In this project, through the procedural audit carried out in phase I, the requirement for developing the customer support system were identified and a system requirements for specification (SRS) document was prepared. This document provides an overall description about the proposed software product. The content srs document includes:

· The scope of the project

· Objectives

· Product functions

· The specific interfaces(forms, views, pages)

· The software system attributes such as security, portability etc..,

Design


In this phase, based on the respondents identified in the analysis stage, the various user interfaces such as the forms, views, pages, etc. were designed. 

Testing 


Iterative testing using mock data was done to check whether the requirements specified in the SRS document have been met. This also helped to identify errors which were rectified and retested.

Thus the methodology helped the researcher to carry out the project in a very systematic way.

4. ANALYSIS AND INTERPRETATION


Analysis is done with attempt to organize and summaries data in order to enhance the efforts of the outcome in such a manner that it enables relating critical points with the study’s objective The project was analyses in two phases namely Procedural Audit and Module Phase

PHASE 1



The aim of the analysis of the first phase of the study was to gain an in – depth knowledge about the procedures involved in Employee Satisfaction, for which a procedural audit was done.


Percentages and score were used for data analysis and interpretation.

Interpretation refers to the task of drawing inferences from the collected data after an analytical and/or experimental study. In fact, it is a search for broader meaning of research findings. The task of interpretation has two major aspects viz., 

a. The effort to establish continuity in research through linking the results of a given study with those of another.

b. The establishment of some explanatory concepts.

 
Analysis and interpretation were based on questionnaire, which gives the primary data that is required for the study.

The study includes various factors, such as physical working conditions, work environment, teamwork, welfare &services and level of employee satisfaction. 

The questionnaire is framed using 5-point Likert-Type scaling Techniques. The responses to various statement are scored in such a way that a responses indicative of the most favourable attitude  is given the highest score of 5 and that with the most unfavourable attitude is given the lowest score, say, of 1.

For example Strongly agree 5:Agree 4; Neither agree nor disagree 3;Disagree 2;

Strongly disagree 1. The analysis is discussed below.

PHASE II

Phase II of the analysis included analyzing the requirements for developing the employee satisfaction module. The requirements were identified from the procedural audit conducted in Phase 1 and were also based on the researcher’s suggestions for enhancing employee satisfaction. Then based on these requirements the system specification document was prepared, which tells about the features and functionalities that the proposed system will contain.



The SRS document is presented in the following pages

SYSTEM REQUIREMENTS SPECIFICATION DOCUMENT EMPLOYEE SATISFACTION
AIM

 The aim of the project is to design a Employee Satisfaction Survey module, for Roots Multiclean Limited, using VB and ORACLE

PRODUCT SPECIFICATION

 VISUAL BASIC:

VB 1.0 was introduced in 1991. The drag and drop design for creating the user interface is derived from a prototype form generator developed by Alan Cooper and his company called Tripod. Microsoft contracted with Cooper and his associates to develop Tripod into a programmable form system for Windows 3.0, under the code name Ruby (no relation to the Ruby programming language).

Visual Basic (VB) is the third-generation event-driven programming language and integrated development environment (IDE) from Microsoft for its COM programming model. VB is also considered a relatively easy to learn and     use programming language, because of its graphical development features and BASIC heritage. Visual Basic was derived from BASIC and enables the rapid application development (RAD) of graphical user interface (GUI) applications, access to databases using Data Access Objects, Remote Data Objects, or ActiveX Data Objects, and creation of ActiveX controls and objects. Scripting languages such as VBA and VBScript are syntactically similar to Visual Basic, but perform differently.

      ORACLE

The Oracle Database (commonly referred to as Oracle RDBMS or simply Oracle) consists of a relational database management system (RDBMS) produced and marketed by Oracle Corporation. As of 2009[update], Oracle remains a major presence in database computing. 

Larry Ellison and his friends and former co-workers Bob Miner and Ed Oates started the consultancy Software Development Laboratories (SDL) in 1977. SDL developed the original version of the Oracle software. The name Oracle comes from the code name of a CIA-funded project Ellison had worked on while previously employed by Ampex.

An Oracle database system identified by an alphanumeric system identifier or SID comprises at least one instance of the application, along with data storage. An instance identified persistently by an instantiation number (or activation id: SYS.V_DATABASE.ACTIVATION comprises a set of operating system processes and memory-structures that interact with the storage. Typical processes include PMON (the process monitor) and SMON (the system monitor). 

This study aims to measure the level of employee satisfaction and create a module of employee satisfaction using VB and Oracle. Employee Satisfaction Survey module used to gather perceptions towards level of satisfaction in the work environment. 

    SOFTWARE REQUIREMENT SPECIFICATION


 The ‘Software Requirement Specification ‘tells in detail about the purpose of this document and the various functionalities that the proposed system will provide. The various forms and views that will be developed are explained in the document. The document also tells about the specific requirements of the prepared system.

      I INTRODUCTION

      1.1 PURPOSE

· To provide an overall description about the software product.
· To clearly define the objectives of the project, to identify the actors interacting with the software
· To provide facilities for further enhancements.

      1.2 SCOPE

                The employee satisfaction module is one of most valuable one in the          

                organisation. The scope of the project, which includes..

· Creating New User

· Viewing existing data entry

· Designing reports for analyzing employee satisfaction.

1. OVERALL DESCRIPTION

                       This section of the document tells about the overall features of the document namely the user interfaces along with their functions and the hardware and software requirements.

2.1 Product Functions

 The various forms(user interfaces)  are:

· Personal Factors: This form can be used to enquire about the personal factors of the  employees

· Working Environment: This form can be used to enquire about work environment  the organisation

· Relationship With Superiors : This Form Is Used To Enter And View The Relationship Between Superiors .

· Relationship With Colleagues : this form is used to know about the relationship with colleagues in the organization.
· Motivation and Recognition: This form is used to know how employees are been motivate and recognition is done towards their job.
· Salary: It Deals About The Present Pay System And If Any Modification Is Do Be Done.

· Welfare Facilities : This form used to know about the welfare measures provided by the organization.

· Job Security: job security form is used to know about the security towards their job.

· Grievance Handling: This form is used by the employees to know about any grievances generally arises out of day to day working relations in an organisation.

· Performance appraisal:  The employee performance appraisal is used to know about the performance of the employees in their work level.

· Management style: The management style form is used know about the line management, decision making standards and employee participation.
· Quality policy  : The quality policy form is used to select the opinion like quality standards, ISO Certificates prevailing in the organization.
· Training and development: This form will generate whether the training provided to employees are satisfied.

· Career counseling individual’s growth opportunities: This form is used by the employees to enter their growth opportunities.

· Goals and responsibilities : This form is used to enter the goals and job related responsibilities 

· Image of the organization : This form is used to enter the employees opinion towards the image of the organisation

· Total productivity maintenance (tpm):  This form is used to enter about the awareness of TPM, its essential, helpfulness.

Views displayed are:

Where the overall employee satisfaction feedback are been generated and displayed by the staff report. 

Product description:


The user can enter and fill in the details related to ES and can view the level of satisfaction.

 The actions defined are:

      `   BACK    : This key used to go back in form.

          NEXT     : This button is used go for next form.
     FINISH  : Finish key is used to get over after entering all entries.

    CANCEL: Cancel key is used get quit from the form

 2.2 Hardware Requirements: 

           Processor

: Celeron 866 MHz


Memory Size

: 64 MB


Hard Disk

: 4 GB


Keyboard

: 102 Keys


Display 

: 14 “

2.3 Software Requirements:

       Visual Basic 6.0

        Oracle 8

2.4 User Characteristics 


Minimal knowledge about working with computers is enough for any actor interacting with the system.
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PATTERN FOR ANALYSIS

	    FACTORS
	      ROOTS APPLIED  



	PERSONAL FACTORS

Marital status

Experience

Age

Education

Department


	Percentage analysis



	WORKING ENVIRONMENT

Comfortable working hours 

Working load

Intervals 

adequate

Job facilities 

Lighting/ventilation
	Mean score value



	RELATIONSHIP WITH SUPERIORS

Easy approach with boss

Appreciation

From superiors

Superiors treat

Superior guide

Superior accept my opinion
	Mean score value

Mean score value



	RELATIONSHIP WITH COLLEAUES
Cordial working environment department

Helpful colleagues  
	Mean score value



	MOTIVATION AND RECOGNITION

Satisfaction process of motivation and recognisation 

Performance recognized for promotion

Performance recognized  for salary

Satisfied with promotion  policies
	Mean score value



	SALARY

Commensurate my efforts

Want changes in present pay scale
	Mean score value



	WELFARE FACILITIES

Canteen facilities

Transport facilities

Safety provision

Medical facilities

Loan provided
	Mean score value



	JOB SECURITY

Company policies

Job security

Based on

Performance
	Mean score value



	GRIEVENCE HANDLING

Satisfaction with grievance handling procedure
Freely communicate grievances 


	Mean score value

	PERFORMANCE APPRAISAL
Essential

Confidential

Open type

Improve my performance


	Mean score value



	TRAINING

Adequate training/development

Training is helpful

Increase the performance


	Mean score value



	MANAGEMENT STYLE

Line management

Decision making standards

Participative 
	Mean score value



	QUALITY POLICY

Aware on quality standards spirit

 Satisfied ISO certificates

Happy to changes due to ISO/QS
	Mean score value



	TRAINING AND DEVELOPMENT

Satisfied Training and development 


	Mean score value

	CAREER COUNSELING

Aware of career counseling

Helps in career planning
	Mean score value



	INDIVIDUAL’S GROWTH OPPORTUNITIES

Opportunity to grow further for you

Opportunity for development

Job interesting 

Additional responsibility

Encouraged based on the
	Mean score value

Mean score value

	GOALS AND RESPONSIBILITIES

Clear job descriptions

Clear individual goals 

Clear  in Organization Goals 
Responsibility
	Mean score value



	IMAGE OF THE ORGANIZATION

Better status in the society

Proud to work in the organization

Good name among the public

Growth of organization

Good will is increasing
	Mean score value



	TOTAL PRODUCTIVE MAINTENANCE (TPM)

Aware of TPM

Clear understood of objectives 

TPM essential for overall growth

Training programmers on TPM is essential 
	Mean score value

Mean score value


AGE 

The attitude of people will change according to the age. Age influences the level of experience gained by the person as well as his mental maturity.

TABLE-1

AGE

	Age
	No. of Respondents
	percentage

	Below 20 
	0
	0

	21-30
	36
	36

	31-40
	42
	42

	41-50
	16
	16

	Above 50
	6
	6

	Total 
	100
	100


The above table shows that 42% of the employees are in the age group of 31 – 40 years who have experience and perform the work well. Nearly 36% of employee’s are in the age group of 21 – 30 years and 16 % of employee’s are between 41-50 years. Nearly 6% of employee’s are above 50 years, and none belong to the age group below 20 years in the organization.

MARITAL STATUS:

Marital status in any demographic study provides the fundamental information about the employee. The married employees are committed with their family responsibility. 
TABLE - 2

  MARITAL STATUS 
	S.No.


	Marital Status


	No. Of Respondents


	Percentage



	1


2
	Married

Single 

Total
	76
24
100
	76

24
100



From the above table it is found that 76% of the respondents are  

     married. Nearly 24% of the respondents are single. Majority of the respondents are 

     married.

CHART-2
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EDUCATION 

Education provides new skills and new knowledge which will ultimately help the organization to grow well. The career development of the person depends upon his skill and education.


           TABLE-3


   EDUCATION

	EDUCATIONAL QUALIFICATION 
	NO.OF RESPONDENTS
	PERCENTAGE

	Below HSC
	34
	34

	Diploma
	37
	37

	UG
	22
	22

	PG
	7
	7

	Total 
	100
	100


The above table shows that 37 % of employees are diploma holder, 34% are educated up to higher secondary, 22 % of employee’s are graduates and 7% of employees are postgraduates. In this organization most of the employees respondents have diploma which is considered to be the desirable the qualification for the job performed by the respondents.

 YEARS OF EXPERIENCE

Experienced employees are the assets of management. More experienced persons have a good level of commit and satisfaction with the organization.

TABLE - 4

YEARS OF EXPEREINCE 
	S.No.


	Working in company
	No. Of Respondents
	Percentage



	1


2


3


4
	Less than 3months

3months-1 year

1year-3year

4year & above

Total
	6

16

22

56

100
	6

16

22

56

100


From the above table it is found that 16% of the respondents have a work experience of 3 months to one year, 22% of the respondents have a work experience of one year to three years. There are 56% of the respondents who have a work experience of four years and above.

CHART-4

YEARS OF EXPERIENCE
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DEPARTMENT

The safety and health measures provided to employees differ from each department. The top management can focus on core area, as the department can tackle the routine tasks.

TABLE-5

      DEPARTMENT

	DEPARTMENT
	NO. OF RESPONDENTS
	PERCENTAGE

	Production
	35
	35

	Fabrication 
	14
	14

	Assembly
	26
	26

	Stores
	16
	16

	Others
	9
	9

	Total 
	100
	100


The above table shows that 35% of employee’s are in the production department and it shows that production department needs more employees to work in the organization than other department.

WORKING ENVIRONMENT
The work climate and culture would motivate the employee, and help him to perform better in the organization.

TABLE - 6

WORKING ENVIRONMENT

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1


2


3


4


5


	Comfortable working hours 

Working load

Adequate

intervals 

Job facilities 

Lighting/ventilation


	50

48

30

38

48
	30

20

32

40

20
	20

16

20

12

16
	0

16

18

10

16
	0

0

0

0

0
	4.3

4

3.74

4.06

4

	
	Total
	214
	142
	84
	60
	0
	4.02


	Mean Score Value =4.02


It is clear that working hours are comfortable and they have necessary facilities to do their own roles and responsibilities and also it shows that employee are satisfied with the working environment as they have agree positively for the factors listed
CHART – 6

WORKING ENVIRONMENT
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 RELATIONSHIP WITH SUPERIORS

Employee should always maintain cordial relationship with superiors in order to make the employees feel more confident  

TABLE - 7

RELATIONSHIP WITH SUPERIORS

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1


2


3


4


5


	Easy approach with boss

Appreciation

From superiors

Superiors treat

Superior guide

Superior accept my opinion
	42

46

40

36

43
	32

40

45

40

42
	24

14

15

24

7
	0

0

0

0

0
	2

0

0

0

8
	4.12

4.32

4.25

4.12

4.12

	
	Total
	207
	199
	84
	0
	10
	20.93


	Mean Score Value =4.18


It is clear that most of the employees are satisfied regarding the relationship with superiors for their appreciation of work, and they have superiors treat. The superior guides and accepts their opinion. This table shows that employee were satisfaction with the superior relationship is good as the modify. 

CHART-7

RELATIONSHIP WITH SUPERIORS
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 RELATIONSHIP WITH COLLEAGUES 

Smooth interpersonal relation prevailing in the organization creates an atmosphere of amity and harmony. 

TABLE - 8

RELATIONSHIP WITH COLLEAGUES

	S. NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1


2


	Cordial working environment in my department

Colleagues are helpful


	42

62


	48

38
	12

0
	0

0
	0

0
	4.38

4.62

	
	Total
	104
	86
	12
	0
	0
	4.5


	Mean Score Value =4.5


It is clear that most of the employees are satisfied with their co- workers and cordial working environment as most of the employees agree that the colleges are helpful.

CHART-8
RELATIONSHIP WITH COLLEAGUES
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MOTIVATION AND RECOGNITION 

A company must encourage the employees by providing correct motivation.  “Motivation” is a key ingredient to success. This makes an employee satisfied.

TABLE -9

MOTIVATION AND RECOGNITION 

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2

3

4
	Performance recognized is satisfied

Performance recognized for promotion

Performance recognized  for salary

Satisfied with promotion  policies


	20

40

30

37


	40

36

40

45
	20

24

23

18
	10

0

7

5
	10

0

0

0
	3.5

4.16

3.93

4.29

	
	Total
	127
	161
	85
	22
	10
	3.97


	Mean Score Value =3.97


It is clear that most of the employees are satisfied regarding the motivation and recognition by the management.

CHART-9
MOTIVATION AND RECOGNITION
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SALARY 
The role of salary in helping employee will create a motivated, contributing work force, which is inestimable. 

TABLE - 10

SALARY

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2


	Commensurate my efforts

Want changes in present pay scale


	25

32
	54

54
	21

14
	0

0


	0

0
	4.04

4.18

	
	Total
	57
	108
	35
	0
	0
	4.11


	Mean Score Value =4.11


It is clear that most of the employees agree with the present pay scale provided by the company. 
CHART-10
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WELFARE FACILITIES

'Welfare facilities' are those that are necessary for the well being of employees, such as washing, toilet, rest and changing facilities, and somewhere clean to eat and drink during breaks. The organization provides "adequate and appropriate" welfare facilities for their employees. These must be provided unless they are unreasonable in terms of time, cost and physical difficulty.

TABLE – 11

WELFARE FACILITIES

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2

3

4

5


	Canteen facilities

Transport facilities

Safety provision

Medical facilities

Loan provided 


	38

22

36

45

38


	57

57

64

37

37
	5

21

0

18

5
	0

0

0

0

0
	0

0

0

0

0
	4.33

4.01

4.36

4.45

3.53

	
	Total
	179


	259
	49
	0
	0
	4.14


	Mean Score Value =4.14


From the above table it is inferred that the employee are highly satisfied with the Medical facility and transport facility when compared to other facilities that are provided by the organization the score can be further increased by providing loan to the deserving employee.
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JOB SECURITY

Job security is the probability that an individual will keep his or her job; a job with a high level of job security is such that a person with the job would have a small chance of becoming unemployed
TABLE - 12

JOB SECURITY

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2
	Company policies

Job security

Based on

performance 


	38

32
	57

68
	5

0
	0

0
	0

0
	4.33

4.32

	
	Total
	70
	125
	5
	0
	0
	4.32


	Mean Score Value =4.32


It is clear that most of the employees are satisfied with the Company policies. Majority of the employees agree that company policy grantee job security and performance based job security. 
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 SATISFACTION LEVEL OF GRIEVANCE HANDLING

A grievance is a sign of an employee’s discontentment with his job or his relationship with his colleagues. Grievances generally arise out of the day-to-day working relations in an organization. 

TABLE - 13

SATISFACTION LEVEL OF GRIEVANCE HANDLING

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2


	Satisfaction with grievance handling procedure
Freely communicate grievances 


	24

22
	48

49
	28

29


	0

0
	0

0
	3.96

3.93

	
	Total
	46
	97
	57
	0
	0
	3.9


	Mean Score Value =3.9


From the above table it is inferred that the employees agree that they can freely communicate grievances and satisfied with the grievance handling procedure. 
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PERFORMANCE APPRAISAL

Performance appraisal can be viewed as the process of assessing and recording staff performance for the purpose of making judgments about staff that lead to decisions.

TABLE - 14

PERFORMANCE APPRAISAL

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2

3

4


	Essential

Confidential

Open type

Improve job performance


	23

23

37

34
	54

54

63

66
	23

23

0

0
	0

0

0

0
	0

0

0

0
	4

4

4.37

4.34

	
	Total
	117
	237
	46
	0
	0
	4.2


	Mean Score Value =4.2


From the above table it is inferred that the employees agree that they are satisfied with the performance appraisal. 
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TRAINING

Training refers to the acquisition of knowledge skills, and competencies as a result of the teaching of vocational or practical skills and knowledge that relate to specific useful competencies

TABLE - 15

TRAINING
	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2

3
	Adequate training/development

Training is helpful

Increase the performance
	26

32

35
	65

68

62
	7

0

0
	0

0

0
	0

0

0
	4.11

4.32

4.23

	
	Total
	93
	195
	7
	0
	0
	4.22


	Mean Score Value =4.22


Most of the respondents agree that they focus on current trends and helps in increase in performance. It can be concluded that majority of the respondents are satisfied with their training.
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MANAGEMENT STYLE

Management styles can be employed dependent on the culture of the business, the nature of the task, the nature of the workforce and the personality and skills of the leaders 

TABLE - 16

MANAGEMENT STYLE

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2

3


	Line management

Decision Making Standard

Participative management


	32

23

34
	54

43

51
	14

23

15
	0

2

0
	0

0

0
	4.18

3.6

4.19



	
	Total
	89
	148
	52
	2
	0
	3.99


	Mean Score Value =3.99


It is clear that most of the employees are satisfied with their participative management in decision making and changes in respective department.

 QUALITY POLICY


Quality policy play a major role in the organization it gives good impression of the organization 

TABLE - 17

QUALITY POLICY 

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2

3


	Awareness on quality standards 

 Satisfied with ISO certificates

Happy to changed according  to ISO/QS


	68

72

70


	32

28

30
	0

0

0
	0

0

0
	0

0

0
	4.68

4.72

4.7

	
	Total
	210
	90
	0
	0
	0
	4.7


	Mean Score Value =4.7


It is clear that most of the employees are satisfied with the company quality policy Quality policy is most important for the organization and it gives good impression of the organization. 
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TRAINING AND DEVELOPMENT

 Training and development is a subsystem of an organization. It ensures that randomness is reduced and learning or behavioral change takes place in structured format.
TABLE - 18

TRAINING AND DEVELOPMENT

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1


	 Satisfied Training and development 


	23
	65
	12
	0
	0
	4.11

	
	Total
	23
	65
	12
	0
	0
	4.11


	Mean Score Value =4.11


It is clear that most of the employees are satisfied with the Training and development. But still it should be noted that there are considerable number of respondents who stand netural responding the level of satisfaction on training and development program.

CAREER COUNSELING

Employee career counseling is the most important in the organization it helps to improve in the organization and employee.

TABLE - 19

CAREER COUNSELING

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2


	 Aware of career counseling

Helps in career planning


	42

43
	32

30
	14

15
	7

7
	5

5
	3.99

4.13

	
	Total
	85
	62
	29
	14
	10
	4.06


	Mean Score Value =4.06


As far as career counselling is concerned there are respondents who have disagreed and strongly disagreed. The organisation should take care about the career planning and satisfy most of the employees.
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INDIVIDUAL’S GROWTH OPPORTUNITIES 

Organization must give the individual growth for the employee each and every and it will help the employee to grow more.

TABLE - 20

INDIVIDUAL’S GROWTH OPPORTUNITIES

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2

3

4

5
	Opportunity to grow further 

Opportunity for development

Job interesting and prospective

Additional responsibility

Encouraged based on the individual performance
	24

34

36

34

65


	45

54

64

54

27
	31

12

0

12

10
	0

0

0

0

0
	0

0

0

0

0


	3.93

4.22

4.36

4.22

4.63

	
	Total
	193
	244
	65
	0
	0
	4.2


	Mean Score Value =4.2


The table reveals that the respondents agree and strongly agree to the opportunity for development, job interesting, job enlargement, encouragement based on individual performance
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GOALS AND RESPONSIBILITIES 



Each employee should work on the goals and responsibilities given by the organization so the production increases day by day. 

TABLE - 21

GOALS AND RESPONSIBILITIES

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2

3

4


	Clear job descriptions

Clear individual goals 

Clear  in Organization Goals 
Responsibility 
	23

33

23

34
	36

44

44

42
	37

23

33

24
	5

0

0

0
	0

0

0

0
	3.8

4.10

3.6

4.10

	
	Total
	146
	210
	140
	0
	0
	3.12


	Mean Score Value =3.12


It depicts that majority of employee are clear about goals and responsibilities. Majority of the respondents reveal that they are clear in individual, organisational goals and the responsibilities allocated to them.
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IMAGE OF THE ORGANISATION 

It is important for organization to realize that when they represent the organization, they are representing the whole organization. The way one person acts will reflect on the entire organization

TABLE – 22

IMAGE OF THE ORGANISATION

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2

3

4

5


	Better status in the society

Proud to work in the organization

Good name among the public

Growth of organization

Good will is increasing 
	34

32

52

76

80
	43

45

42

24

20
	23

20

29

0

0
	0

0

0

0

0


	0

0

0

0

0
	4.11

4

4.8

4.76

4.8

	
	Total
	274
	174
	72
	0
	0
	4.5


	Mean Score Value =4.5


Most of the respondents strongly agree that the have good image among the public. The employees take pried in being a part of roots multiclean ltd.  
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 TOTAL PRODUCTIVE MAINTENANCE 

In TPM the machine operator performs much, and sometimes all, of the routine maintenance tasks themselves. This auto maintenance ensures appropriate and effective efforts are expended since the machine is wholly the domain of one person or team. 

TABLE - 23

TOTAL PRODUCTIVE MAINTENANCE

	S.NO
	Response
	Strongly agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree
	Mean score value

	1

2

3

4


	Aware of TPM

Clear understanding of objective 

TPM essential for organization growth

TPM programmers for TPM 


	82

81

74

14


	18

19

26

86


	0

0

0

0


	0

0

0

0


	0

0

0

0


	4.82

4.81

4.74

4.14



	
	Total
	393
	207
	0
	0
	0
	4.7


	Mean Score Value =4.7


The table shows a positive trend that the employees agree that TPM has improved thier performance and much aware of TPM.
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5.1 FINDINGS

The findings of phase1 and phase II are summarised 

PHASE I

	S.NO
	FACTORS
	        %
	INTERPRETATION  

	1

2

3

4

5


	PERSONAL FACTORS

· Marital status

· Experience

· Age

· Education

· Department


	76

56

42

37

35
	Majority of the respondents are Married

Majority of the respondents have experience 4year & above

Majority of the respondents have 31-40

More than 37% of the work force are under
Diploma

Majority of the respondents are Production

	S.No


6
	FACTORS

WORKING ENVIRONMENT


	MSV

4.02
	MAJOR FINDINGS
It is understood that working hours are comfortable and they have necessary facilities to do their own roles and responsibilities and also it shows that employee are satisfied with the working environment as they have agree positively for the factors listed

	7
	RELATIONSHIP WITH SUPERIORS


	      4.18
	It is found that most of the employees are satisfied regarding the relationship with superiors for their appreciation of work, and they have superiors treat. The superior guides and accepts their opinion. This table shows that employee were satisfaction with the superior relationship is good as the modify.

	8
	RELATIONSHIP WITH COLLEAUES

	4.5
	Most of the employees are satisfied with their co- workers and cordial working environment as most of the employees agree that the colleges are helpful.

	9
	MOTIVATION AND RECOGNITION


	3.9
	It is clear that most of the employees are satisfied regarding the motivation and recognition by the management.

	10
	SALARY


	4.11
	It is identified that most of the employees agree with the present pay scale provided by the company.

	11
	WELFARE FACILITIES


	4.14
	From the above table it is inferred that the

 employee are highly

 satisfied with the

 Medical facility and

 transport facility when compared to other

 facilities that are

 provided by the

 organization the score can be further increased by providing loan to the deserving employee.



	12
	JOB SECURITY


	4.32


	It is shown that most of the employees are satisfied with the Company policies. Majority of the employees agree that company policy grantee job security and performance based job security

	13
	GRIEVANCE HANDLING


	3.9


	From the above table it is inferred that the employees agree that they can freely communicate grievances and satisfied with the grievance handling procedure. 



	14
	PERFORMANCE APPRAISAL

	4.2


	From the above table it is inferred that the employees agree that they are satisfied with the performance appraisal. 



	15
	TRAINING


	4.22


	Most of the respondents agree that they focus on current trends and helps in increase in performance. It can be concluded that majority of the respondents are satisfied with their training.



	16
	MANAGEMENT STYLE


	3.99
	Most of the employees are satisfied with their participative management in decision making and changes in respective department.



	17
	QUALITY POLICY


	4.7
	It is clear that most of the employees are satisfied with the company quality policy Quality policy is most important for the organization and it gives good impression of the organization.

	18
	TRAINING AND DEVELOPMENT


	4.11
	It is clear that most of the employees are

 satisfied with the

 Training and

 development. But still it should be noted that there are considerable number of respondents who stand netural

 responding the level of satisfaction on training and development

 program.

	19
	CAREER COUNSELING


	4.06
	As far as career

 counseling  is

 concerned there are respondents who have disagreed and strongly disagreed. The

 organisation should

 take care about the career planning and satisfy most of the employees.

	20
	INDIVIDUAL’S GROWTH OPPORTUNITIES


	4.2
	The table reveals that the respondents agree and strongly agree to the opportunity for

 development, job

 interesting, job

 enlargement, encouragement based

 on individual

 performance

	21
	GOALS AND RESPONSIBILITIES


	3.12
	It depicts that majority of employee are clear about goals and responsibilities. Majority of the

 respondents reveal that they are clear in 

 individual, organisational goals and the responsibilities

allocated to them.

	22
	IMAGE OF THE ORGANIZATION


	4.5
	Most of the respondents strongly agree that the have good image among the public. The employees take pried in being a part of roots multiclean ltd.  

	23
	TOTAL PRODUCTIVITY MAINTENANCE (TPM)


	4.7
	The table shows a positive trend that the employees agree that TPM has improved thier performance and much aware of TPM.




PHASE II

Introduction to ESS Module

VISUAL BASIC:

Visual Basic (VB) is the third-generation event-driven programming language and integrated development environment (IDE) from Microsoft for its COM programming model. VB is also considered a relatively easy to learn and     use programming language, because of its graphical development features and BASIC heritage. Visual Basic was derived from BASIC and enables the rapid application development (RAD) of graphical user interface (GUI) applications, access to databases using Data Access Objects, Remote Data Objects, or ActiveX Data Objects, and creation of ActiveX controls and objects. Scripting languages such as VBA and VBScript are syntactically similar to Visual Basic, but perform differently.

      ORACLE

The Oracle Database (commonly referred to as Oracle RDBMS or simply Oracle) consists of a relational database management system (RDBMS) produced and marketed by Oracle Corporation. As of 2009[update], Oracle remains a major presence in database computing. 

This study aims to measure the level of employee satisfaction and create a module of employee satisfaction using VB and Oracle. Employee Satisfaction survey module used to gather information on towards level of satisfaction in the work environment. 

The following screen shots provide an insight as to how the input is given and results are shown finally to the user. The module helps the users like individual employees, HR manager or supervisor to understand the level of satisfaction of employees. This would further helps the management to descried on improvement in work environment, job related factors, grievances etc. 

FORMS:
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SUGGESTIONS
The following are the valuable suggestions for the company to further improve the current employee satisfaction level of their workers.

LUNCH

1. To increase the satisfaction level the organization may give subsidised lunch to all employees.

TRANSPORT FACILITIES

2. As the satisfaction level is less in the transport facilities, the organization should concentrate on providing better transport facilities.

WORKING ENVIRONMENT

3. Working environment in the organization is extremely good. This creates good working climate for the employees and this is to be maintained.

SAFETY MEASURES

4. Most of the workers are satisfied with safety measures. So the company could maintain it.

      FEMALE EMPLOYEES 

5. The organization can provide opportunities to the female employees also.

       LOAN FACILITIES

6. As the satisfaction level is less for loan facility, the organization can concentrate on providing better loan facilities for deserving candidates.

IMPROVEMENT OF THE SUGGESTED MODULE 

INTERFACE WITH COMPANY

7. This software can be implemented in all the branches and can be interfaced   with company’s integrated data base.

WEB ENABLED

8.This software can be implemented as an online component.

CONCLUSION

Employee satisfaction is the general attitude towards the job, which vary between the individuals. From the findings and analysis, it is clear that the level of satisfaction of employees on the job in the organization is good. It shows that employee satisfaction strongly influences the productive efficiency of an organization and increases effectiveness by making the employees more participative with the immediate superiors and providing on-time training programmer.

The problem underlying the organization was found and objectives were framed accordingly. The research methodology was conceptualized to facilitate better process in the achievement of the objectives.

The study on workers satisfaction level revealed that workers were satisfied on majority of the factors. The analysis thus has thrown light on various factors.  Suitable suggestions were provided to further improve employee level of satisfaction.

The researcher had further developed, Employee satisfaction module with helps the organization to know the satisfaction level of employee, which helps to decide on related factors. 

The findings and suggestions provided by the researcher will help the organization to increase the level of satisfaction workers and to motivate them in their job.
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