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ABSTRACT 
This study attempts to investigate the levels of workers’ job satisfaction with regard to HRM policies and practices in the multinational corporations adopting 

TeleCorp (anonymously named), a leading multinational telecommunication company in Bangladesh, as a case study. The study is empirically based on a 

questionnaire survey with a response rate of 81%. The research observes that employees are satisfied with certain practices of TeleCorp such as performance 

appraisals, pay, compensation and dismissal whereas dissatisfied with job autonomy and working time. This study also analyses how job satisfaction varies 

among various groups of workers - groups categorised according to employees’ personal and job related characteristics. The levels of employees’ job satisfaction 

are observed to fluctuate in terms of their age, gender, education, experiences, designation, and marital status. A set of recommendations are formulated in light 

of the standard HR-policies and practices in literature and prescribed in view of the observations made with regard to employees’ job satisfaction at TeleCorp. The 

outcomes of this research can be used in an inductive manner to penetrate a general picture of the existing multinational companies in Bangladesh. The 

outcomes can also be used as a guideline for those companies which are in pursuit of uplifting the standard of their HR practices as a mechanism to develop 

global competence. As the list of HR issues covered in this study are non-exhaustive in nature, the research ends with proposing for further research on a wider 

scale comprising of all types and sizes of companies operating in Bangladesh. 

 

KEYWORDS 
Employee satisfaction, HRM, Telecom sector. 

 

INTRODUCTION 
esearch works on workers’ behaviour in their workplaces suggest that employees’ overall performance, loyalty and satisfaction largely depend on an 

organization’s human resource management (HRM) policies and practices such as job autonomy, work-life balance, working time, communication 

between superiors and subordinates, etc. (Pare & Tremblay, 2007). Siddiquee (2003), Quadir, Azad & Uddin (2006) and Islam & Saha (2008) identified 

these practices in Bangladesh as informal, unsophisticated, and somewhat bureaucratic in most small and medium size organizations, regardless private or 

public. Although Islam and Saha (2008) attempted to examine employees’ cognitive behaviour in multinational banking sector using the above factors, little is 

known so far about what extent employees’ are pleased with specific factors like job autonomy, training and development, performance appraisals, pay, working 

time, communication, benefits, etc. in the context of large MNCs operating in Bangladesh’s telecommunication sector – a sector that has experienced much 

growth in terms of foreign investment, subscriptions (crossed 80 million mark in September 2011), and, most importantly, quick rates of return over the last two 

decades since the country opened its economy to facilitate privatisation and attract multinational investments since the early 1990s (Rahaman, 2011; UKTI, 

2011). In light of these observations, this study has aimed to examine the levels of employee job satisfaction in a leading multinational telecommunication 

company in Bangladesh, ‘TeleCorp’ (anonymously named). In order to attain this major objective, this study targets to make the following queries in the form of 

specific objectives:  

1. To make a review of literature on job satisfaction and related issues in order to identify the factors that influence employees’ performance and satisfaction; 

2. To list factors that play important roles in job satisfaction, thus scrutinise the job satisfaction levels of employees working for TeleCorp; 

3. To draw some meaningful conclusions about the current HR practices of TeleCorp and generalise the research outcomes for other companies operating in 

Bangladesh. 

It is expected that the outcome of the research will have significant empirical contributions to improve the existing HRM policies and influence factors that affect 

employees’ performance and satisfaction not only in TeleCorp but also other companies of similar nature in Bangladesh. As the number of private and foreign 

companies is rising fast in Bangladesh, it can be treated as a timely attempt to investigate the levels of employees’ job satisfaction in non-traditional (ie, foreign, 

private) work environments and explore the factors that influence workers’ commitment to these organizations.  

 

LITERATURE REVIEW 
Lawler (1972) presented job satisfaction as an employee’s positive exhilarating feedbacks on a particular job s/he is involved with in a particular time period. 

According to Locke (1976), job satisfaction is “a pleasurable or positive emotional state resulting from the appraisal of one’s job or job experiences” (p. 1300). 

Spector (1997) similarly pointed out job satisfaction as the state of how people are feeling about different aspects of their jobs. Sousa-Poza and Sousa-Poza 

(2000) commented that being able to fulfil their needs of current circumstances make people job satisfied. Rose (2003) analysed job satisfaction in a two 

dimensional viewpoints incorporating extrinsic and intrinsic satisfaction of jobs where extrinsic satisfaction mostly depends on promotion, pay, job security and 

other financial or material advantages or rewards of their jobs whereas intrinsic satisfaction are basically qualitative or symbolic facets of the jobs such as an 

individual’s capability to deal with the required tasks of the job, relationship with line manager or supervisor, or even the type of work the employee actually 

performs. In light of the observations made in these researches, any clear indication or optimal way to identify the level of job satisfaction cannot be observed. 

This study therefore attempts to make an in-depth query of the factors that can be listed as responsible for promoting job satisfactions in a workplace. 

EMPLOYEES’ PERSONAL CHARACTERISTICS AND JOB SATISFACTION 

Employees’ job satisfaction varies due to the variations of their personal characteristics such as gender, age, education, experiences, marital status, job status, 

employment sector, etc. These characteristics are listed below in light of the empirical studies conducted in different country contexts: 

R 
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Bilgic (1998) and Bender, Donohue & Heywood (2005) observed the role of ‘gender’ as a widely considered and unavoidable factor of employees’ job 

satisfaction. In terms of promotions, earnings, recruitment, dismissals, and career prospects, Kaiser (2002) found greater job satisfaction of women than their 

men counterpart. The surveys conducted in Austria, Finland, the Netherlands, Sweden and the UK showed that women are happier than men with their jobs 

(Cabrita and Perista, 2006). In contrast, some opposite scenarios were revealed in the study on Singaporean Accountants by Goh, Koh and Low (1991), Hansen’s 

survey (2003) in Denmark and ECHP (European Community Household Panel) (2001) survey in Portugal that men have high level of job satisfaction than women 

in their respective jobs. Similarly, Okpara, Squillace and Erondu (2005) suggested that male teachers in American universities are more satisfied with their overall 

job package whereas female teachers are more satisfied with the nature of work and their work colleagues. In the case of the UK, Rose (2005) however 

suggested that job satisfaction between genders is converging and predicted that within next 10 years there would be no differences between genders in terms 

of job satisfaction. Alike Rose (2005), a number of surveys on Bulgaria, the Czech Republic, Estonia, Hungary, Italy, the Netherlands, Romania, and Spain have 

already found no remarkable differences between men and women in terms of their job satisfaction (Cabrita and Perista, 2006). 

Job satisfaction and ‘age’ show long history of correlation. The outcome of the surveys carried out in some European countries like the Czech Republic, Denmark, 

Italy, the Netherlands and Sweden pointed out that there is higher level of job satisfaction with increasing age. The exceptions are Romania and Austria where 

employees’ job satisfaction decreases with age. In Italy, educated younger employees are more satisfied than their less educated older counterparts. However, 

in Spain, Hungary and Estonia, age does not play a key role in job satisfaction. The survey on Spain by Royuela and Surinach (2008) suggested that employees 

aged below 19 years and over 65 years expressed high level of job satisfaction in their respective fields which were 54.5% and 64.8% respectively. 

Significant relationships between ‘education’ and job satisfaction have been revealed in a number of surveys carried out in different country contexts. The more 

educated an employee is, the happier s/he is with her/his current job (Rogers, 1991). Falcone (1991) suggested that less educated managers, regardless of 

private or public sectors, are less satisfied with their jobs than their highly educated counterparts. In case of Italy, due to availability of better educational 

opportunities (reciprocal with the age), educated workers who are old are less pleased with their work than their young educated counterpart (Giaccone, 2007). 

Interestingly, in case of Denmark, semi-skilled and less educated women with little or no job training working in a physical environment with little remuneration 

are as happy with their job as highly educated professional women. Besides, men workers with no vocational training are more satisfied than male employees 

with some professional training (Hansen, 2003). 

Job satisfaction has positive relationship with ‘experience’ in an organization. The more an employee work with an organization the more commitment and 

feeling grow up to the work and organization. According to Howard & Frink (1996) and Okpara (2004), people with more experiences have respects to their jobs 

and feel relatively more satisfied than those with less experience. 

In case of job satisfaction, ‘marital status’ and ‘family size’ of an employee play important roles. Single persons are observed to be less satisfied with their jobs in 

Denmark and Italy. Surprisingly, in Italy, those who are divorced and separated from their partners are found to be the most satisfied employees with their jobs 

whereas married employees are comparatively less pleased with their jobs than other groups (Giaccone, 2007). Surveys in the Netherlands and Romania 

depicted that employees with increasing number of children are more satisfied with their jobs than others (Cabrita and Perista, 2006). Likewise, in Finland, 

employees with children considered very satisfied with their jobs than those with no children (Lehto and Sutela, 2007) 

Job satisfaction also depends on ‘job status’ of an employee, eg, full time, part time, temporary or permanent, etc. The results of the surveys of NWCS (National 

Working Conditions Survey – Bulgaria) (2005), MQWL (Measuring the Quality of Working Life - Czech Republic) (2004), POLS (Permanent Quality of Life Survey – 

Netherlands) (2003) and TAS (TNO Working Situation Survey – Netherlands) (2004) suggested that company workers are less satisfied than self-employed people 

in Bulgaria, the Czech Republic and the Netherlands. The survey carried out by Cabrita and Perista (2006) showed that employees with permanent employment 

contract are more satisfied than those with temporary, visiting or fixed-term contracts. Surveys by Lehto and Sutela (2007) revealed similar results in case of 

Finland. The ECHP (European Community Household Panel) data (2001) on the Portuguese ICT and retail sectors pointed out that temporary employees are less 

satisfied with the various aspects of their jobs than those with permanent contracts. One of the surveys in the context of Italy similarly highlighted that 

permanent employees are more satisfied with their work as a career prospects but also showed that employees are least satisfied with work relations and fixed 

timers are less satisfied with working times (Giaccone, 2007).  

‘Employment sectors’ play an important role in making an employee job satisfied. Cabrita and Perista’s (2006) survey on both Spain and Portugal highlighted 

that the people working in agriculture and secondary industry are comparatively less pleased with their respective works than employees’ working in services or 

tertiary sectors. In Austria, Bulgaria, the Czech Republic, and Sweden, the people working in the financial sectors has the maximum level of job satisfaction. The 

lowest level of job satisfaction are observed in manufacturing and industry sectors in the Czech Republic and Denmark, and mining sectors in Austria and 

Bulgaria. The low level of job satisfaction also emerged in the hotel and restaurant sector in Austria, Denmark, and the Netherlands. In Finland, employees in 

public sectors are more satisfied than those working in private sectors (Hooff et al, 2008). 

ORGANISATIONS’ HRM ACTIVITIES AND JOB SATISFACTION 

Human resource management (HRM) activities are the prime organizational procedures and policies that measure employees’ commitment to the organization, 

their various responsibilities as well as both in and extra role performances. The major HRM activities that affect employees’ job satisfaction are identified and 

listed below: 

Pay/salary/reward is treated as one of the most important measures of employees’ job satisfaction. Sharif and Jamal-Ena (2002) pinpointed the importance of 

developing a constructive company pay policy and suggested a positive correlation between the salary an employee receives and the level of job satisfaction. 

Shields & Price (2002) and Clark (1997) found that employees’ income can play a key role in shaping their overall job satisfaction. Studies by Sloane & Ward 

(2001), Hamermesh (2001) and Shields & Price (2002) suggested that the real factor that mostly affects job satisfaction is employees’ relative income -- the 

difference between actual income and expected income in a particular time. However, as Frey and Stutzer (2002) emphasised, higher level of income for an 

employee may not always bring higher level of job satisfaction because people compare themselves with others with similar calibre and their respective income 

levels.  

Training & development has significant impact on employees’ job satisfaction. Aman (2010) carried out a research on Saudi Arabian employees and found that 

approximately 75% of the employees’ are highly satisfied with their jobs because of their extensive carrier progressive training opportunities and around 68% 

employees’ expressed their satisfaction about the development opportunities within the organization. Schmidt (2007) pinpointed the role that training and 

development plays to decide whether employees’ keep or switch their jobs. 

Performance appraisal is used to evaluate employees’ overall ongoing performance, to measure efficiency and effectiveness of individuals, to find out areas that 

needs to be developed, and to improve overall organizational productivity (Jawahar, 2006). Overall employees’ job satisfaction with performance appraisal 

basically depends on how satisfied employees are with performance rating criteria, performance appraisal interview and, overall, the performance appraisal 

system (Blau, 1999; Keeping and Levy, 2000). According to Boswell and Boudreau (2000), employees’ have high satisfaction with transparent, objective and 

widely accepted performance appraisal systems that actually recognize employees’ capabilities.  

Job autonomy is one of the most influential factors to cause higher level of job satisfaction of an employee. Bradley, Petrescu and Simmons (2004) pointed out 

that job satisfaction is the degree of apparent autonomy that an employee feels in her/his current job. Hansen (2003) suggested that 90% of the male workers 

and around 85% of the female workers in Denmark who have greater job decision latitude have higher levels of job satisfaction. Likewise, the results from the 

MQWL (Measuring the Quality of Working Life - Czech Republic) survey (2004) illustrated that greater autonomy in the Czech Republic made employees 

considerably more job satisfied. 

Working hours seem to play a decisive role in job satisfaction. For example, the NWCS (National Working Conditions Survey – Bulgaria) (2005) shows that 78% of 

employees’ with weekly working hours between 30 and 44 in Bulgaria are completely satisfied with their jobs. About 40% of workers working more than 45 

hours are dissatisfied with their jobs. On the other hand, researchers of the UK discover that full time workers are happier than part timers but female full timers 
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are less satisfied with their job in terms of pay and working hours than those working part time (Rose, 2005). Using evidences from Honduras, Bóo, Madrigal and 

Pagés (2009) showed a similar picture for both male- and female-workers in developing countries.  

Working flexibility and overtime work also influence workers’ job performance and satisfaction. Royuela and Surinach’s survey (2008) based on quality of life in 

Spain revealed that the more satisfied employees are those who enjoy flexibility in working hours and times. Likewise, Lehto and Sutela’s survey (2007) in 

Finland showed that employees getting their own choice of working hours and times are more satisfied than those who do not have any such flexibility. In case 

of overtime work, a positive correlation between overtime and job satisfaction can be observed for those employees who need more money (Cabrita and 

Perista, 2006). On the contrary, the outcome of the SQLW (Survey on quality of life in the workplace – Spain) survey (2004) highlights that the less the 

employees’ have to do the overtime, the happier they are with their jobs. Similarly, QWLS (Quality of Work Life Survey - Finland) survey (2003) reveals that 

employees who have to do more overtime than they are entitled to are little satisfied with their jobs. However, in a gender-specific analysis, Hansen (2003) 

highlighted that 79% of the male workers in Denmark are very happy if their job demands more overtime whereas female workers seem to be not interested in 

overtime opportunities.  

Work-life balance makes an employee job satisfied. A number of research works revealed that job satisfaction and personal life fulfilment have high level of 

bondage -- employees who can accomplish their family responsibilities are highly motivated and exceptionally satisfied with their job regardless of other factors 

(Cabrita and Perista, 2006). More than 85% employees in Bulgaria (National Working Conditions Survey - NWCS, 2005) and 78.3% in Czech Republic (Measuring 

the Quality of Working Life -MQWL, 2004) expressed high level of satisfaction with their jobs due to good balance between working condition and personal lives. 

Hansen (2003) revealed a similar result with regard to the Danish employees.  

Workers participation has a positive relationship with job satisfaction, according to various surveys. According to the survey conducted in Spain by Royuela and 

Surinach (2008), the more the employees are able to get involved in decisions making process, the happier they are with their jobs. Likewise, the survey by Lehto 

and Sutela (2007) in the context of Finland showed that employees who have chances to apply their own initiatives or ideas at work are satisfied with their jobs 

than those who are unable to express their own views at work. Moreover, MQWL (Measuring the Quality of Working Life – Czech Republic) (2004) suggested 

that employees who enjoy the privilege to share new and better ideas and who have a chance to discuss different opinions have high level of satisfaction with 

their jobs than others who do not enjoy these types of privileges.  

The communication between superior and subordinates has remarkable influence on employees’ job satisfaction in workplace. Sutton and Rafaeli (1989) 

pointed out that not only the verbal but also the nonverbal ways of communication between superior and subordinate can play a key role in developing job 

satisfaction. Subordinates’ recognition of superior behavioural expressions such as eye contact, facial and vocal expressions and body language have greater 

influence on employees’ job satisfaction, said Judge and Saari (2004). The researchers also pointed out that supervisors who are approachable, friendly, smiling 

get more positive feedbacks at workplace than others who are moody and use verbal immediacy. 

At this stage, the above literature review can be summed up by developing a Table (below) with a list of work patterns and policies (as independent variables) 

that play key roles in promoting job satisfactions through facilitations of several HR practices (as dependant variables) – on the basis of which empirical 

examination of this study will be conducted. 

 

TABLE 1: PROPOSED LIST OF DEPENDENT AND INDEPENDENT VARIABLES OF THE STUDY 

Dependent variables Independent variables 

Job Autonomy 1. I am given adequate freedom to accomplish my duties and to take my own initiatives 

Overtime 2. I am not forced to do overtime at TeleCorp 

3. I have always had opportunities to do overtime at TeleCorp 

Working time 4. I have flexibilities on my working hours and times 

5. I am satisfied with working time (40 hours) at TeleCorp 

Worker Participation 6. My views and participations are valued 

Work-life balance 7. I can maintain both family and job responsibilities without extra headache 

8. My job at TeleCorp never gives me unbearable amounts of pressure in my private life. 

Communication between superior and 

subordinate 

9. Superiors and subordinates have mutual respect and maintain professional relationship 

10. My managers are easy to talk to, smiling and friendly 

11. As a person, my line manager seems to care about me 

Training and development 12. Training meets the needs of required development 

13. Training opportunity is available for every employee 

14. I am provided adequate opportunities for development and education 

15. I have greater prospect to step up within TeleCorp 

16. I am satisfied with overall training and development 

Performance appraisal 17. Appraisal been executed fairly 

18. Appraisal criteria are objective 

Reward, compensation and dismissal 19. Pay is competitive 

20. Promotion is open to everyone 

21. Promotion criteria are objective 

22. I am satisfied with benefit and reward package 

23. Dismissal policy is fair 

Overall, TeleCorp, as a company 24. Overall, I am fully satisfied with my current job at TeleCorp 

25. I would recommend TeleCorp as a right place to work 

Source: Authors’ own development on the basis of literature review. 

 

EMPIRICAL METHODOLOGY 
There is no specific model or standard way to measure workers job satisfaction levels. Empirically, a number of instruments and methods can be observed to 

measure job satisfactions. In order to choose the right methods for this study, a number of related studies such as Job Satisfaction Survey (JSS), Minnesota 

Satisfaction Questionnaire (MSQ), Faces Scale (Fried and Ferris, 1987), among others were reviewed. Also, to select suitable estimation method of the 

satisfaction levels, studies that used Likert 5 points scale (Nannally, 1979) and Likert 7 points scale (Koelbel, Fuller & Misener, 1991) were taken into 

consideration. In consideration of these methodological issues, this study was set to be conducted on the basis of a questionnaire survey among TeleCorp staff 

members located in Dhaka. The respondents were selected randomly at TeleCorp head office and one customer service centre in Dhaka, irrespective of age, sex, 

educational background, hierarchy, etc. In aggregate, 88 respondents were approached for the survey. Out of 88 respondents, 71 completed the entire 

questionnaire constituting a response rate of about 81%. As “published opinion indicates that below 80% bias is likely to occur, and a response rate below 60% is 

barely acceptable” (RDSU, 2003, p.1), the above response rate can be claimed to be an acceptable one for this study. The survey questions were requested to be 

answered in Likert 5 points scale starting from 1 (Strongly dissatisfied) to 5 (Strongly satisfied). Altogether, to measure the level of job satisfaction, various 

quantitative analytical techniques such as Factor Analysis, MANOVA, and Reliability Analysis, etc. have been used in this study. In addition to this, for qualitative 

analyses, respondents’ opinions (if any) were recorded and later inserted in section 4.0 (when needed). 
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FORMULATION OF QUESTIONNAIRE 

In light of the survey of a number of empirical research works, this study initially formulated 32 questions to measure the job satisfaction of TeleCorp 

employees. In view of Rose (2005), multi-faceted questions were mostly used together with single-item questions. In some cases, standalone questions were 

also used to understand employees’ job satisfaction. At first, a pilot survey was carried out with 5 randomly selected employees’ in TeleCorp. On the basis of the 

pilot survey results, 7 questions were dropped. The final survey thus comprised of 25 questions.  

The final survey questionnaire comprised of two parts. Part one concentrated on workers’ personal information. Part two focused on different areas of HRM 

policies and practices such as performance appraisals, development and training, pay, benefits and dismissal, job autonomy, working time flexibility, overtime, 

work-life balance, worker participation, communication between superior and subordinates, etc. – factors that make employees happy and motivated to work. 

CHARACTERISTICS OF THE RESPONDENTS 

The respondents participated in the survey are all engaged directly as an employee of TeleCorp. An effort is made here to classify the respondents on the basis 

of some characteristics, eg, age, gender, education, etc., in Table 2. 

 

TABLE 2: SOME BASIC CHARACTERISTICS OF THE RESPONDENTS 

Category Features 

Gender Male = 52 

Female = 19 

Age groups Under 30 = 21 

30 – 39 = 35 

40 – 49 = 9 

50 -59 = 6   

60 or over = 0 

Education Diploma = 7 

Bachelor = 52 

Masters = 12 

PhD = 0 

Job status Entry level = 39 

Middle level = 28 

Top level = 4 

Working years: 1 – 2 = 25 

2 – 4 = 23 

4 – 6 = 18 

6 – 10 = 5 

10 > = 0 

Job Sectors: Customer Service = 8 

Intelligent Networking (IN) = 22 

Billing = 13 

RF = 9 

Civil Engineering = 8 

Accounts = 7 

Management = 4 

Marital status: Married = 42 (30 of them have 1 or more children) 

Single = 29 

Source: Compiled by the authors in light the questionnaire survey. 

As mentioned, the first part of the survey questions focused on workers’ personal information such as name, designation, gender, age, education, marital status, 

and experiences with the same company, etc. For the survey, the respondents were selected from lower position to higher executives irrespective of their 

gender. The survey statistics show that 10% respondents are in top level position, 55% are in entry level position, and rest of them are in middle level position. It 

was observed from the result of the first part of the survey that out of 71 respondents, about 73% were male and 27% female. 59% of the respondents were 

married and 71% of them have 1 or more children. 87% of the respondents completed at least Bachelor degrees in different disciplines and 17% obtained 

Master degrees.  The mean working years of respondents was 3.9 years. 

RELIABILITY OF THE QUESTIONNAIRE 

The reliability test has been carried out to check the internal consistency of the questions using Cronbach’s alpha. It is a coefficient of reliability and is defined as 

follows: 

 
 

Cronbach’s alpha value is measured between 0 and 1. The acceptance level of reliability starts from 0.5. A value closer to 1 is highly reliable whereas a value 

closer to 0 is not considered reliable (Nunnally, 1979). Table 3 below shows the reliability statistics: 

 

TABLE 3: RELIABILITY STATISTICS 

Cronbach’s Alpha Cronbach’s Alpha Based on Standardized Items N of Items 

0.829 0.893 25 

The Cronbach’s alpha value (α) above, 0.829, indicates that the questions in this study are highly reliable. 

 

EMPIRICAL EXAMINATION RESULTS   
JOB SATISFACTION OF EMPLOYEES IN GENERAL   

It is observed from the survey that the mean values of the items related to performance appraisal and reward, compensation and dismissal policy are above 4 -- 

indicating employees are highly satisfied with these HRM policies.  

For improving productivity and quality control, performance appraisals are arguably the most influential tool (Boswell and Boudreau, 2000). The standard 

deviations of two performance appraisal variables, 0.67075 and 0.62991 respectively, indicate the convergence of positive performance appraisals at TeleCorp. 

TeleCorp officials rightly believe that performance appraisals are one of the reasons of why the business of TeleCorp is growing day by day and maintaining its 

position as the leading telecom operator in Bangladesh. The Divisional Manager of Dhaka, during the face-to-face interview, emphasised on performance 

appraisal as the most important HRM activities. He believes that a good appraisal system may work as the prime mechanism to ensure employees are working 

well and the payment is justified on the basis of performance. As he stated, “TeleCorp is very careful with performance appraisals as poor appraisal badly affects 
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not only enterprise but also employees; we try to ensure right procedure and performance criteria to be fair and clear to everyone”. In the questionnaire, some 

respondents made some positive remarks with regard to the existing performance appraisal policies. For instance, “I am very happy to see rigorous performance 

appraisal by TeleCorp. It works and the policy is fair enough”. Similarly, promotion and its criteria look positive with mean value: 3.995, meaning employees are 

highly satisfied with promotion. However, the variance, which is nearly 1, indicates that some employees are not happy with this criterion though this does not 

greatly influence their overall job satisfaction. 

Likewise, the mean of pay, benefits and rewards package is highest among all variables. The average mean value (4.8013) of these three factors is almost closure 

to 5. Moreover, the average variance is 0.4631 which is the lowest among all variables. These statistics depict that employees have highest satisfaction with pay, 

benefits and rewards. TeleCorp as a multinational company has highest basic pay scale, quarterly bonus, festive bonus and rewards based on performance etc. 

compared to the other similar types of companies (names not mentioned here to maintain anonymity of TeleCorp) in respective positions. According to some 

employees (comments on survey), “I would like to stick with this job because of its pay and benefits; I think I am getting higher salaries compared to my friends 

working with other companies”. As another employee commented: “I like to work with TeleCorp because they are paying more than my expectation”. The lowest 

standard deviation means apparently all employees are highly satisfied with these criteria. 

 

TABLE 4: MEAN, SD AND RELIABILITY OF 10 DEPENDENT VARIABLES 

Variables Mean Standard Deviation Cronbach’s Alpha  

Job Autonomy 2.873 1.3194 0.819 

Overtime 3.493 0.9608 0.824 

Working time 2.451 0.9506 0.836 

Worker Participation 3.155 2.5782 0.865 

Work-life balance 3.085 1.5216 0.832 

Communication between superior and subordinate 3.655 1.0510 0.814 

Training and development 3.800 0.9420 0.818 

Performance appraisal 4.014 0.6503 0.818 

Reward, compensation and dismissal 4.316 0.7124 0.821 

Overall, TeleCorp, as a company 4.739 0.5361 0.816 

TeleCorp has plenty of overtime and employees are happy to do that unless, in some cases, they are forced to do it. The mean value of the overtime opportunity 

(ie, over 4) means that employees are highly satisfied with their jobs in terms of overtime opportunities. But, in contrast to pay, benefits, rewards package, 

overtime opportunities, the mean values of the job autonomy and working time are lower than average (3), ie, 2.873 and 2.451 respectively. The results 

illustrate that most of the employees are not given freedom of choice to accomplish their jobs and they mostly do what they are instructed to do by the line 

manager. One of the employees commented, “Although my pay is good, I sometimes feel bored doing the same job everyday”. Moreover, entry level employees 

are forced to do overtime in case of business demand which adversely affects employees’ job satisfaction. Each and every new employee is not happy as the 

business demands get more priority than individual necessities. However, the higher standard deviations of job autonomy (1.31941) and overtime (1.15743) in 

Table 5 represent that considerable employees, particularly higher and middle levels, are still happy with those criteria as most of the time they are not forced to 

do overtime as well as they have satisfactory freedom of choice to get their jobs done and they can take their own initiatives for the better causes of the 

business they work for.  

TABLE 5: MEAN, SD AND RELIABILITY OF 25 INDEPENDENT VARIABLES 

Variables Mean Standard Deviation Cronbach’s Alpha  

I am given adequate freedom to accomplish my duties and to take my own initiatives 2.8732 1.31941 .819 

I am not forced to do overtime at work 2.9437 1.15743 .817 

I have always had opportunities to do overtime at work 4.0423 .76414 .830 

I have flexibilities on my working hours and times 1.9155 .71207 .827 

I am satisfied with working time (40 hours) at TeleCorp 2.9859 1.18915 .845 

My views and participations are valued 3.1549 2.57819 .865 

I am able to satisfy both my job and family responsibilities 3.1549 1.54594 .834 

My job does not cause unreasonable amounts of stress in my life 3.0141 1.49755 .829 

Superiors and subordinates have mutual respect and maintain professional relationship 3.3521 1.18441 .813 

My managers are easy to talk to, smiling and friendly 3.9577 .91709 .815 

As a person, my line manager seems to care about me 3.7887 .75433 .820 

Training meets the needs of development 4.0845 .57932 .827 

Training is open to everyone 3.5211 .98357 .809 

I am provided adequate support for education and development 3.7606 1.00662 .815 

I have adequate opportunities to step up within TeleCorp 3.6479 1.32124 .825 

I am satisfied with overall training and development 3.9859 .81928 .815 

Appraisal been executed fairly 4.0845 .67075 .820 

Appraisal criteria are objective 3.9437 .62991 .823 

Promotion is open to everyone 3.9437 .92408 .825 

Promotion criteria are objective 4.0000 .95618 .813 

Pay is competitive 4.8592 .45656 .824 

I am satisfied with benefits and reward package 4.7465 .46960 .819 

Dismissal policy is fair 4.0282 .75540 .823 

Overall, I am fully satisfied with my current job at TeleCorp 4.7746 .45347 .819 

I would recommend TeleCorp as a right place to work 4.7042 .61862 .813 

Source: Authors’ own calculations on the basis of the questionnaire survey. 

In terms of worker participation, the highest standard deviation (2.57819) means this variable gives maximum insights of the employees’ job satisfaction. It is 

discovered from the survey that lower level employee views and participations are not considered most of the time. On the contrary, as higher level employees’ 

opinions are valued, they appear to be highly satisfied with their jobs. As one of the employees commented, “It is frustrating for me when I realized that my 

valued opinions are not even considered and sometimes I am not even aware of the incidents around me”. 

It is a tradition to live in joint families in Bangladesh (Abedin, 1999). With an increased financial responsibility in social events and religious festival, it sometimes 

becomes difficult to accomplish all the responsibilities imposed on one particular member, especially when s/he has a conjugal life to maintain. This, in turn, 

creates a strong possibility of hampering job performance and, as a consequence, job satisfaction. The survey results reveal the same trend that married 

employees’ are having difficulties to keep their full commitments in both family and job matters. Even when the nature and quality of their job are higher, 
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employees fail to enjoy the work. However, the standard deviation (1.5216) depicts that a significant number of employees are satisfied with their jobs as they 

can satisfy both parties where their jobs do not make any unreasonable stress on their personal lives. 

Overall, employees are highly satisfied with their jobs. A higher mean value of the overall satisfaction (closer to 5) and the lowest standard deviation (0.45347) 

indicate that all employees are strongly satisfied with their jobs although they, in many cases, expressed dissatisfaction about job autonomy, working time, 

overtime, worker participation as well as work-life balance. Due to inconsistency of mind and confusion about deciding the good and bad sides of a job, 

respondents may have sometimes shown discrepancies in their responses. As, overall, most of them expressed great satisfaction about their jobs, it can be 

assumed factually that rewards and benefits have played vital roles in their overall job satisfaction in the context of an economy like Bangladesh where salary 

structure of the local companies, both private and public, is poor. It was interesting to note that among the MNCs in Bangladesh, TeleCorp offers higher salary 

and benefits package, thus narrows the possibility of their employees to move to other companies with lower salary package.  

JOB SATISFACTION OF EMPLOYEES AMONG GROUPS  

To find out the satisfaction levels of employees in terms of age group, sex, education, marital status, working years, etc., a multivariate analysis of variance 

(MANOVA) was repeatedly performed. Tables 6 and 7 illustrate the results.  

 

TABLE 6: MEAN AND SD OF GROUPS 

 Category Variables Mean SD Average Mean Average SD 

 

 

 

 

 

 

 

 

 

 

Gender 

 

 

 

 

 

Male 

JO 3.05 1.35  

 

 

 

 

3.92 

 

 

 

 

 

0.757 

OT 3.68 0.91 

WT 2.43 1.01 

WP 3.00 1.31 

WLB 3.61 1.33 

CBSS 3.92 0.92 

TD 4.08 0.66 

PA 4.12 0.48 

RCD 4.41 0.55 

O 5.00 0.00 

 

 

 

 

 

Female 

JO 2.37 1.12  

 

 

 

 

3.21 

 

 

 

 

 

1.055 

OT 2.97 0.92 

WT 2.50 0.77 

WP 3.58 4.54 

WLB 1.67 0.96 

CBSS 3.08 0.73 

TD 3.04 1.13 

PA 3.73 0.93 

RCD 4.04 0.89 

O 4.02 0.62 

 

 

 

 

 

 

 

 

 

 

Age 

 

 

 

 

 

Under 30 

JO 1.57 0.59  

 

 

 

 

3.24 

 

 

 

 

 

0.872 

OT 2.83 0.57 

WT 2.78 0.64 

WP 2.62 4.49 

WLB 3.5 1.58 

CBSS 2.87 0.46 

TD 3.26 1.05 

PA 4.24 0.43 

RCD 4.20 0.39 

O 4.56 0.50 

 

 

 

 

 

40 – 60  

JO 4.33 0.48  

 

 

 

 

4.16 

 

 

 

 

 

0.496 

OT 4.53 0.47 

WT 2.16 0.75 

WP 4.33 0.48 

WLB 2.80 1.18 

CBSS 4.71 0.32 

TD 4.16 0.56 

PA 4.20 0.37 

RCD 4.59 0.41 

O 5.00 0.00 

 

 

 

 

 

 

 

 

 

Education 

 

 

 

 

Lower (Diploma) 

JO 1.00 0.00  

 

 

 

 

3.63 

 

 

 

 

 

0.200 

OT 2.64 0.24 

WT 3.07 0.51 

WP 1.28 0.48 

WLB 4.78 0.27 

CBSS 2.71 0.13 

TD 4.11 0.11 

PA 4.57 0.53 

RCD 3.94 0.09 

O 5.00 0.00 

 

 

 

 

Lower (Masters) 

JO 4.33 0.65  

 

 

 

 

3.89 

 

 

 

 

 

0.470 

OT 4.20 0.58 

WT 1.66 0.40 

WP 3.92 0.79 

WLB 1.96 0.54 

CBSS 4.60 0.48 
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TD 3.85 0.64 

PA 4.21 0.55 

RCD 4.40 0.29 

O 5.00 0.00 

 

 

 

 

 

 

 

 

 

Job Status 

 

 

 

 

 

Entry level 

JO 1.66 0.55  

 

 

 

 

3.25 

 

 

 

 

 

0.941 

OT 2.87 0.51 

WT 2.59 0.79 

WP 2.48 3.95 

WLB 2.96 1.73 

CBSS 2.80 0.45 

TD 3.21 0.96 

PA 3.87 0.83 

RCD 3.92 0.75 

O 4.31 0.69 

 

 

 

 

 

Top level 

 

 

 

JO 5.00 0.00  

 

 

 

 

4.12 

 

 

 

 

 

 

 

 

 

0.247 

 

 

 

OT 4.50 0.00 

WT 1.62 0.25 

WP 5.00 0.00 

WLB 1.37 0.54 

CBSS 4.83 0.33 

TD 4.25 0.31 

PA 4.62 0.25 

RCD 4.60 0.31 

O 5.00 0.00 

 

 

 

 

 

 

 

 

 

Marital Status 

 

 

 

 

 

Single  

JO 1.83 0.65  

 

 

 

 

3.65 

 

 

 

 

 

0.650 

OT 2.93 0.51 

WT 2.79 0.60 

WP 2.00 0.89 

WLB 4.45 0.83 

CBSS 3.15 0.61 

TD 3.86 0.87 

PA 4.15 0.36 

RCD 4.34 0.51 

O 4.86 0.35 

 

 

 

 

 

Married  

JO 3.59 1.17  

 

 

 

 

3.74 

 

 

 

 

 

0.966 

OT 3.88 0.97 

WT 2.20 0.83 

WP 3.95 3.03 

WLB 2.11 1.08 

CBSS 4.07 0.96 

TD 3.74 0.93 

PA 3.92 0.77 

RCD 4.28 0.77 

O 4.65 0.62 

JO = Job Autonomy 

OT = Over time 

WT = Working times 

WP = Worker participation 

WLB = Work-life balance 

CBSS = Communication between superior and subordinate 

TD = Training and development 

PA = Performance appraisal 

RCD = Rewards, Compensation and Dismissal 

O = TeleCorp, overall, as a company 

 

The striking difference in employees’ satisfaction between males and females is observable from the mean values of their work-life balances. The mean value 

(1.67) indicates that female employees’ are struggling to manage both job and family responsibilities whereas the mean value (3.61) shows that male workers’ 

are highly motivated with their job in terms of work-life balance. Overall, male workers are more pleased with their works than their female counterparts. It is 

because, as observed in Lim (2009), unlike working women, male workers do not take much family and social responsibilities even if they do have similar 

workloads. It was therefore rightly said in UN (2000), “Recent age patterns indicate that women are finding ways to combine family responsibilities with market 

work” (p.111). 

The difference of employees’ age reflects the variance of job satisfaction according to the survey results. The notable factors behind the job satisfaction of 

employees between under-30 years and over-40 years are job autonomy, overtime, worker participation and work-life balance. Employees under 30 years of age 

being mostly entry level workers cannot refuse doing forced-overtime, cannot participate in decision making process. They do not enjoy autonomy in their 

everyday tasks and, usually, are not authorized to take any initiative on their own. In contrast, employees over 40 years of age are mostly married. They usually 

hold more responsibilities than their younger counterparts. According to the survey results, in terms of job autonomy, younger employees (1.57) are highly 

dissatisfied with their jobs whereas older employees (4.33) expressed high job satisfaction. Similar trends are observed in cases of overtime and worker 

participation. In contrast, in terms of work-life balance, younger employees’ (3.5) appeared more pleased with their works than their old counterparts (2.8). But, 

overall, aged employees (4.16) seem to be highly motivated to work in their existing company in comparison to the younger employees (3.24). 

Education is observed to be another factor that has significant impact on employees’ job satisfaction. The significant difference in job satisfaction between 

higher educated- and lower educated- employees is observed in case of job autonomy. Highly educated people appeared highly satisfied with their jobs in terms 

of job autonomy, overtime, worker participation and communication between superior and subordinate categories. Employees with lower level of education, on 
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the other hand, enjoy greater job satisfaction than highly educated employees in terms of work-life balance. Overall, more educated employees (3.89) tend to 

be more satisfied than employees (3.63) with less education. 

There are some similarities of results with regards to age, job status, working years and marital status. The survey results highlight that younger employees who 

have joined recently, thus have experiences of few months or years, hold entry level position and most of them are single. On the other hand, older employees 

who have long work experiences naturally hold higher positions in the hierarchy. All of them have conjugal responsibilities. Employees with higher positions are 

observed to be highly satisfied with their jobs than those working in the entry levels with less experience. 

 

Table 7: MANOVA 

  Sum of Squares Df Mean Square F Sig 

Between People  393.357 70 5.619   

Within People Between Items 826.291 24 34.429 35.934 .000 

 Residual 1609.629 1680 .958   

 Total 2435.920 1704 1.430   

Total  2829.277 1774 1.595   

Grand Mean = 3.7307      

 

CONCLUDING COMMENTS & RECOMMENDATIONS 
In the context of Bangladesh, some researchers have attempted to examine employees’ cognitive behaviour in different company set-ups, eg, government, 

private, small and medium scale, large scale, etc. Little is however known about what extent employees are pleased with some specific factors such as job 

autonomy, training and development, performance appraisals, pay, working time, communication, benefits, etc. in the multinational corporations – companies 

which are increasingly playing a vital role in the economy of Bangladesh since mid-1990s. In light of this observation, this study has adopted a leading 

multinational telecommunication company, TeleCorp (anonymously named), as a case to study HR practices, and the associated levels of job satisfactions among 

employees. 

The major outcomes of the survey indicate that job satisfaction levels of different clusters of employees’ varied significantly. The TeleCorp employees, in 

general, have expressed their satisfaction with regard to their HRM practices. They appeared to be more satisfied with performance appraisal, training & 

development, rewards, compensation and dismissal than other job related factors such as job autonomy, working time, overtime, worker participation, 

communication between subordinates and superiors, etc. Employees are quite happy with meticulous performance appraisal at TeleCorp in view of the fact that 

fair and objective performance appraisals system within an organization is the key to evaluate their contribution to the company where employees receive 

payments, benefits and compensation based on their performance. Male employees who are of 40-60 years of age, highly educated, and working in top level 

have expressed high level of satisfaction with most of the HR and related factors. Although employees’ satisfaction with job autonomy, working times, worker 

participation, communication between superiors and subordinates, overtime and some HRM activities varied in light of their personal experiences, they, in 

general, have appeared to be moderately satisfied with regard to communicating with their superiors, fairly satisfied with worker participation opportunities and 

work-life balance, and least satisfied about training and development prospects. Employees consider TeleCorp as a leading multinational company that offers 

competitive salary and benefit package. Although employees have articulated high dissatisfaction about their job autonomy and working time, they showed high 

overall satisfaction about TeleCorp as an employer in view of the fact that other companies seemingly offer relatively poor salary and incentives. 

In view of the overall findings of this study, a number of recommendations are formulated and listed below in light of the standard HR policies and practices 

outlined in literature (section 2.0) towards improving workers’ job satisfaction: 

1. All employees should be made aware of their employment rights, rules and regulations by the management so that they know to what extent they 

can exercise their rights while carrying out the assigned duties in their workplaces. Furthermore, employees should not be forced to do the overtime 

work as it may result in declining productivity in course of time. 

2. Employers need to demonstrate flexibility while setting working time of their employees so that in case of emergencies they can make themselves 

available to families in quickest possible time. Residence facilities can be provided to the married employees near the office premises or within the 

office compound so that employees with higher responsibilities can be availed in case of overtimes or in situations when they have to work till late. 

3. The management should provide adequate training, development and educational opportunities to the employees as sufficient training and 

development opportunities do not only help the individual develop his/her skills but also the organization as a whole with higher resulting 

productivity. Training and development followed by promotions on demonstrated performances may also work as a tonic of motivation to work hard. 

4. Business activities need to be decentralised so that workers have the opportunity to apply own initiatives and judgements as well as enjoy the 

freedom of decision making. Without developing a sense of belongingness to the company and feeling valued in their workplaces, workers cannot 

flourish as a highly productive element in daily business activities. It is also important to keep in mind that an employee’s productivity and motivation 

to work do not decline due to monotony of doing the same tasks repeatedly.   

5. Communication between superiors and subordinates should be maintained with mutual respects. Employees need to have a feeling of being heard in 

decision making and policy implementing activities. Line managers must exhibit affirmative actions and cater to the needs of their subordinates by 

offering timely supports, intrinsic and/or extrinsic. It is however also important that employees show positive reactions to company’s initiatives taken 

in light of the workers’ needs.  

The above recommendations can be taken into consideration by the local companies where HR policies are not much structured and/or where the existing HR 

policies are not practiced towards promoting employee satisfaction. Since the issues addressed in this study are not exhaustive, further research on a wider 

scale covering all varieties and sizes of companies operating in both private and public sectors would be required to outline a general picture of the HRM policies 

and practices followed by a set of prescriptive actions to develop global competence. 
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