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Abstract:
Purpose: This study seeks to find out the factors responsible for employee satisfaction in POWERGRID which is one of the important Public Sector Enterprises (PSEs) in Indian Power Sector. 
Design/methodology/Approach:  The study applies multivariate statistical tools to estimate importance of various factors affecting employees’ satisfaction in POWERGRID.  The employees working in corporate centre, Gurgaon is the population of the study.  The author has analyzed the data with descriptive and statistical technique. Stratified random sampling method was used to collect the data. 
Findings: Results indicate that the there are eight factors responsible for employees satisfaction.  The respondents feel that training, learning is considered to be important factors.  The employees have suggested  job security, proper compensation and incentive, positive environment, stress free life and work life balance as  important aspects through which one gets satisfied in his job.
Practical implications: The organization needs to take care of eight factors while designing HR policy and reengineering HR strategy.   The suggestions in the area of promotion, job rotation, risk taking  ability in risk taking by officials need immediate attention for policy makers. 
Key words:  Job satisfaction, Factor analysis, POWERGRID, Public sector, 
Paper type: Research paper
1. 1 Introduction:  

Employee satisfaction has always been one of the important concerns of HR managers.  This interesting subject has been extensively studied in the advanced economies but less so in societies that are less developed economically. The paper argues strongly that the existing HR system in POWERGRID has helped the employees to be happy and satisfied.   The employees have expressed in general that the pay structure, work culture, motivation from management have helped them to continue in organization for long time.     In this paper, Section 1.2 briefly explains the background and objectives of the study.   Review of literature from various journals, books in the area of employee satisfaction is presented in section 1.3.   The subsequent part of the paper in section 1.4 deliberates on the methodology in which the research was undertaken.  It narrates the various data collection method and data analysis tools used in the study.   Section 2.1 deal with results and discussion. Frequency distribution was used to explain the result with respect to demographic profiling.  Factor analysis was used to find out the determinants of employee satisfaction which is presented in section 2.2.   The suggestions to enhance employees satisfaction is narrated in section 3.  The implication and conclusion of the study is presented in section 4.   It concludes  that there are eight factors responsible for employee satisfaction as perceived by employees.  Among other things the employee desires to have job rotation, training and learning.  
1.2Background: 

           POWERGRID plays very significant role in Indian economy.  As a Navratna Company, it contributes significantly towards development of Indian Power Sector by undertaking coordinated development and maintenance of power transmission network in the country.  It has about 8000 qualified professionals working across the nation to manage 112 substations with the transmission capacity of more than 73,000 MVA, spread over the length and breadth of the country.  POWERGRID  has also diversified its business into telecommunication, consultancy etc.,   In this competitive business environment, the employees of any organization are vulnerable to the offers by   other organizations who at times allure them to join in their organizations with enhanced pay, perks and attractive career avenues.   Higher level of job satisfaction not only helps the organization to retain its talents but also focus them to workout strategy for realizing long term goals.    It has been reported in the recent past that the attrition rate in Indian Power sector especially among Public sector is increased with the private investors taking active role.    Though public sector provides at most job security to their employees, their satisfaction  level to the current job is still an unexplored area.   Therefore, in the context of new challenges of employee turnover, attractive pay and perks and changed economic scenario, this paper makes an attempt to find out the satisfaction level of the employees with special reference to power transmission sector.
Research Objectives:

The issue of employee satisfaction has been an important concern in the contemporary HR management strategy.  Retaining employees in organizations has become a very important.  In the above context, this study intends to achieve following objectives:
1. To find out the factors responsible for employee satisfaction in POWERGRID.

2. To understand the implication of employee satisfaction in the organizational context.

3. To suggest measures to improve employee satisfaction in the organization

1.3 Review of Literature:

The subject ‘employee satisfaction’ has always been attaining great interest among researchers and practioners.  This has been a subject of interest regardless of the economic conditions.    When the economy was doing well, the companies  were concerned over their employees satisfaction in order to retain them in their business.  In this current recession times too, the organizations are concerned about their satisfaction levels to enhance productivity.    In the workplace, it is often assumed that employees who are more satisfied with the physical environment are more likely to produce better work outcome.   User satisfaction is recognized as an important factor in the success of an organization and is regarded as a key indicator of performance (Lee, 2006, Dole and Schroeder, 2001).   The topic of job satisfaction therefore,  is an important one because of its relevance to the physical and emotional well being of employees, ie job satisfaction has relevance for human health.   This is also an implicit fact that job satisfaction is a potential determinant of productivity, absenteeism, turnover, job performance and also of attitude towards organization.   In addition to its humanitarian value, job satisfaction appears to be extensively researched in a variety of organizations for work-related objectives.  According to Locke(1976), employees job satisfaction is perhaps one of the single most extensively researched topics of organizational psychology.    
Employee job satisfaction therefore, refers to an individual’s positive emotional reactions to a particular job.  It is an effective reaction to a job that results from the person’s comparison of actual outcomes with those that are desired, anticipated, and deserved  (Oshagbemi, 1997).   
Every person will have his or her own definition of what it means to be satisfied with a job.  Studies show that employers who are satisfied with their job are more productive, creative and be more likely to be retained by the company. (Eskildsen and Nussler, 2000; Kim 2000; Kirby 2000; 

 In his study Kanungo(1986) reveals  that increasing productivity is the major goal of every successful organization, be it private or public, service or manufacturing.    It has been established in his study that there is a specific casual relationship between job satisfaction and productivity.   In a study on impact of age on the job satisfaction of accountants conducted by Ang et al,(1993), they analyzed the effect of age on the level of job satisfaction of accountants in Singapore public organization and concludes the direct significant relationship.    Kiely(1986), in her study explains that personnel managers are concerned with making effective use of people.   Job satisfaction is thus an issue of fundamental importance in Personnel management.  

Employees that are satisfied and happy with their jobs are more dedicated to doing a good job and taking care of customers that sustain the operation (Hammer 2000; Marini 1999).   Job satisfaction is something that working people seek and a key element of employee retention.   

Research has shown that there may be many factors that can be created and maintained to give employee satisfaction.  Pay and benefits communication, motivation, justice  are few to say(Kirby 2000).   HRM practices have a statistically significant  and in some cases substantial effect on employees overall job satisfaction and on their satisfaction with pay.  They enjoy on going learning and job autonomy.(Alina et al, 2008)
On the preliminary review of literature on employees’ job satisfaction, it can be seen that there are very few studies on employee satisfaction in Indian public sector organization especially in power transmission sector.   Considering the importance of the sector, it was found useful to conduct a study on employee satisfaction in POWERGRID. 
1.4   Methodology
The population in this study was limited to the officials posted in Corporate Centre, Gurgaon, (Haryana).  This office represents, almost all the core department in the organization.   The main departments covered for this study were  Engineering, Contract services, Corporate Planning, Finance, Operation services, Environment and social practices, Law, Telecom, Distribution Management etc.,    After a pre-test, questionnaire were distributed to employees in person.    Stratified random sampling method was used to identify the respondents.   The questionnaire was personally distributed to 150 respondents from various departments as indicated above out of which 125 employees have responded.   All the received responses were processed and analyzed.    The total employees posted in this office are 964 including recently joined executive trainees.  
The data for the study were collected with the help of a 28 item ‘structured’ questionnaire covering the variables of employee satisfaction.  The respondents were asked to rate each item on a five point likert type scale (ranging from 1 = strongly disagree to 5 = strongly agree).  The variables were identified based on the authors own experience in the organizations for the last 20 years.  The list of variable is indicated in the enclosed annexure.  
Methods of Data analysis

Data were subjected to statistical analysis such as descriptive statistical analysis and frequency distribution.  This analysis was applicable to mainly categorized data.  For scaled data, reliability analysis is applied before subjecting the data to carry out factor analysis (Welles and Sheth, 1971).  The reliability analysis was done with a view to identify inconsistencies in the data set.   The analysis was planned in three part encompassing  frequency distribution of demographic profiling of respondents,  factor analysis to find out the key determinant factors of employee satisfaction and employees suggestion for improving satisfaction.  
2.1 Results and discussion:
An employee joins in the organization with some expectations.  The main task of  HR is to utilize and retain him/her for the overall organizational objectives at the same time fulfill their personal aspirations as well.     Employee satisfaction in the organization is attributed to many factors. Some of them are positive environment, health care, mentoring,  attractive incentives and compensation, stress free environment, work life balance, job security, development,  opportunity for higher education, recognition, reward, profit sharing, performance management etc.,    The results with respect to demographics of the respondents,  their perception towards factors responsible for employee satisfaction and their suggestion for improving employee satisfaction in POWERGRID  are presented in the following sub sections.
Demographics of the respondents: 
As mentioned above, data were collected with respect to four demographics of the respondents, ie, age , gender, designation and experience status.  Based on the analysis of the data, it was found that about 50 percent of the respondents are in the age group of 36-45(Table 1).    Only 3.2 percentages of respondents are belonging to 18-25 years of age.   As regards the gender, it can be seen from Table 2 that number of male respondents are higher (72.6 percent) and female represents lower which constitutes  only  27.4 percent.    The results further show that among the three categories of designation, more than 50 percent of the respondents are executives comparing of supervisors and workmen which are 27.9 and 22.1 percentages respectively as shown in Table 3.  Further, while examining the experience profile of respondents, the results show that majority of them (38.2 percent) have rendered the services of 16 years and above.  About 17.1 percent of respondents have joined the services in POWERGRID just 5 years before as depicted in Table 4.  The results of all the above four demographics assumes significance in view of the objective of this study. 
Table 1 :  Age profile of respondents
	 Sl. No
	Class of
Age
	Frequency
	Valid Percent
	Cumulative Percent

	01
	18-25 years
	4
	3.2
	3.2

	02
	26-35 years
	29
	23.4
	26.6

	03
	36-45
	62
	50.0
	76.6

	04
	46 and above
	30
	23.4
	100.0

	
	Total
	125
	100.0
	


Table 2: Gender profile of respondents

	Sl No
	Class of Gender
	Frequency
	Valid Percent
	Cumulative Percent

	01
	Male
	90
	72.6
	72.6

	02
	Female
	35
	27.4
	100.0

	
	Total
	125
	100.0
	


Table 3 : Designation  profile of respondents

	 Sl No
	Class of

Designation
	Frequency
	Valid 
Percent
	Cumulative 
Percent

	01
	Executive
	62
	50.0
	50.0

	02
	Supervisor
	35
	27.9
	77.9

	03
	Workmen
	28
	22.1
	100.0

	
	Total
	125
	100.0
	


Table 4: Experience profile of respondents in POWERGRID

	Sl No
	Class of Experience

(in years)
	Frequency
	Valid

Percent
	Cumulative

Percent

	01
	1 - 5 
	22
	17.1
	17.1

	02
	6 - 10 
	22
	17.1
	34.1

	03
	11 - 15 
	34
	27.6
	61.8

	04
	16 and above
	47
	38.2
	99.2

	Total
	125
	100.0
	


2.2 Factors responsible for employees’ satisfaction in POWERGRID

One of the objectives of this paper is to find out the factors responsible for employees satisfaction in POWERGRID.    Factor analysis has been used to find out the determinants of employee satisfaction.    It  is a generic name for one of the multivariate techniques that are used to ascertain the underlying structure in a data matrix.  Factor analysis is a very useful method of reducing data complexity by reducing the number of variables being studied.  It is a good way of resolving confusion in complexity of data and identifying latent or underlying factors from an array of seemingly important variables.  In a more general way, factor analysis is a set of techniques which by analyzing the relationships between variables, reduces their number into fewer factors which explain much of the original data, more economically (Nargundkar 2003).   The present study envisages 28 statements that generally speak about the employees satisfaction in any organization.    Certain variables have been incorporated keeping in mind their relevance to POWERGRID.  
Reliability coefficient, KMO and Bartlett test:


The data was also subjected to reliability test before factor analysis.    The results arrived from the data shows that the value of reliability coefficient (cronbach’s Alpha) is 0.8801  which is more than the accepted figure of reliability of data.  The value of the cronbach’s alpha was calculated for all the 28 attributes as mentioned above.  For the 28 attributes pertaining to the respondents of POWERGRID the values of kaiser-Mayor-Olkin(KMO), measure of sampling adequacy is .765.   As per the earlier study KMO varies from 0 to 1.0 and KMO over all should be .50 or higher to proceed with factor analysis (Malhotra, 2002).  In this study, the sampling size of 124 for 28 attributes is therefore justified. 
Factor Extraction:

            The output of factor analysis is obtained by requesting principal component analysis(PCA) and specifying rotation.  In the enclosed Table 5 and  6  we have the SPSS generated out put of the factor analysis for the data.  The rotated factor matrix (Table 6) the final statistics, comprising the communality for all 28 variables, and the Eigen values of all the factors having Eigen values of 1 or more than 1 is generated.   We assume that we are extracting factors of Eigen values 1 or more, and have specified this in the request the computer package while doing factor analysis.  

           As a first step in interpreting the output, we look at the factors extracted, their Eigen values and the cumulative percentage of variance.    It can be seen from the Table 5.  in cumulative percentage column that the 8 factors extracted together account for 73.41 per cent of the total variance (information contained in the original 28 variables).  This is a pretty good bargain, because we are able to economize on the number of variables (from 28 we have reduced them to 8 underlying factors), while we lost only about 27 percent of the information content (73.41 percent is retained by the 8 factors extracted out of the 28 original variables).    
                  Alternatively the other method was also followed to decide the criteria for deciding how many factors are to be retained.   The Scree Plot as placed in figure I below provides a graphic image of the Eigen value for each factor extracted.   The amount of variance accounted for (the Eigen value) by successive factors plunges sharply as successive factors are extracted.    It can be seen from figure below that the ‘scree’  begins to appear between the 7th  and 8th   factors. 
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As a second step,  as it is evident from Table.6 we see that the variables mentoring,  feeling optimistic, training and development, skill building, directions for skill upgradation, promising future and health care have loadings of .643,  .453,.831,.759,.511,.680 and .428 on factor 1.  This suggests that this factor 1 combination of these seven variables.  Table 5 also confirms the same when we look at the communalities.  Therefore, factor 1 can be interpreted as Training and learning opportunities.  

Factor 2 is loaded with variables Freedom to suggest, cooperation with peers, Positive environment, working hours, availability of time to family with the values such as .780,.839,.645,.709,.831.  Thus this factor can very well be labeled as Positive environment.
Factor 3  can be named as Performance management system because, the variables such as High performance, Performance based incentive, performance management are loaded with the values .744, .769, .451 respectively.   These variable commonly talks about performance management system.
Factor 4.  is loaded with the  highest values .782, .639, .527, .631  and .546  on  the variables such as incentives, suitable compensation, appropriate wage and salary, best payment in comparison with other organization and frequency of training respectively.   Since most of the variables speak about compensation with higher value load on each, there is no problem in labeling  this factor  as incentive and compensation.  
Factor 5 can be interpreted as Job content since this is the combination of the variables namely job content, recognition and job monitoring.  The variable recognition is loaded with lesser value and hence the same is combined with this factor.
As for Factor 6, it is evident that the variables such as comfortable living at home, work life balance and job security are grouped together and is  commonly understood as work life balance.   Therefore, this factor can be labeled as work life balance. 
Now for Factor 7, there is only one variable loaded on this component.  Therefore this factor can easily be termed as stress free environment. 

Finally, Factor 8, here too the lone variable higher education will be interpreted by the same name. 
3. Suggestions and recommendations: 


            As a part of the research objective, the respondents were asked to give their suggestions for enhancing employee satisfaction in the organization.   Most of the employees have expressed desire for participating in training programme and enhance their skills.  This has been corroborated with the outcome of factor analysis where one of the factors for employee satisfaction is learning and development.   Career plan has been desired by some of the respondents.  They also felt proper career plan coupled with effective reward and recognition system will pave with way the for satisfying the employees which in turn will enhance productivity.    In view of the nature of business that the organization undertakes, the respondent’s suggestions are many and varied.  Some of the other suggestion that would be instrumental in employees satisfaction are:  Ensuring continuous improvement in system and procedure, providing equal opportunity for higher studies, outlining clear job requirements with job specifications, competency assessment, Ensuring less supervision and more authority, making transparent HR policy, creating opportunity for interaction among superior, subordinate and peers are some of the suggestions given by the respondents.   Use of job rotation and enriching job content is the general suggestion given  by respondents irrespective of their designation.
          While analyzing the determinants of their satisfaction, employees were also asked the aspects that they like most from the organization.   It is quite interesting to note that, majority of the respondents have unanimously indicated job security, organization culture and medical facilities in good hospitals  as their most preferred aspect they liked from the company.   The other areas that  are favourable to organization are  good infrastructure facilities, clear division of responsibility, opportunity for higher studies and learning,  residential facilities, hygienic canteen support,  career growth opportunity, freedom to take decisions, working style,  equality in compensation,  perks and allowances,  office maintenance and decorum.  Some of the respondents have expressed the hope that the company has very bright future as with their career.  This is a good feel of the existing employees and also an indicator that they are satisfied with the current scheme of things in the company.   A section of employees have felt that the stress management programme being conducted regularly in the organization and positive working environment  have helped them to maintain work-life balance.  This has also  been reflected in one of the factors perceived by the respondents for employee  satisfaction.    
        Notwithstanding the above, the respondents have also expressed their apprehension about some of the areas which they feel require improvement.  A section of respondents have felt that improper job description along with the stagnation of executives at certain level hamper the growth and may create dissatisfaction among employees.   It is seen that the risk taking ability of the employees is increasingly becoming low.   Transfer policy of the organization also been requires immediate attention,  in conformity with the need of job requirement as expressed by some.    
4.  Implication and Conclusion
          Out of the large number of variables studied, only the eight factors have emerged as critical determinants of employee satisfaction.  They are: Training and learning opportunities,  positive environment, performance management, incentive and compensation,  job content, work life balance, stress free environment, opportunity for higher education.   From the practical point of view, the management would be well advised to look after these eight factors of employee satisfaction which is the exclusive domain of HRM, as any indifference towards them is likely to have an adverse effect on the organization’s long term strategy.    Further, it can be seen that the results from factor analysis is in conformity with opinion obtained through open ended questions.  The results therefore would serve as useful supporting resource for the policy makers of the organization to reengineer the HR sub-system.     Human resource development has been viewed as one of the much sought after tool to take care of employees aspiration.  
         The findings of the study are also significant from an academic point of view.   The determinants identified above are not having any relevance to employee welfare facilities.  This is so in spite of the general perception that welfare facilities provided by organization results in employee satisfaction.   The author has a firm belief that the out come of the study will have far reaching effect on the concept of employee satisfaction especially in the context of HR administration in public sector enterprise.

Table 5 Total Variance Explained

	Comp
No
	Name of Variables (item) 
	Communalities
	Initial Eigenvalues
	Rotation Sums of Squared Loadings

	
	
	Initial
	Extraction
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	I feel free to offer comments and suggestions
	1.000
	.853
	8.299
	29.641
	29.641
	4.171
	14.897
	14.897

	2
	My coworkers respect my thoughts and feelings
	1.000
	.793
	3.205
	11.447
	41.088
	3.527
	12.597
	27.494

	3
	This organization people / HR policies and practices create a positive environment for me
	1.000
	.802
	2.072
	7.398
	48.486
	2.874
	10.263
	37.757

	4
	The benefit plan provides good protection for me and my family in case of accident or illness
	1.000
	.680
	1.866
	6.663
	55.149
	2.706
	9.664
	47.422

	5
	My company provides residential support to employees
	1.000
	.662
	1.532
	5.473
	60.622
	2.508
	8.957
	56.379

	6
	My manager takes time to help each employee achieve their best
	1.000
	.731
	1.231
	4.396
	65.018
	1.985
	7.088
	63.467

	7
	I am satisfied with the salary and incentives i recieve
	1.000
	.769
	1.215
	4.341
	69.359
	1.402
	5.007
	68.474

	8
	I am satisfied that my compensation package matches my responsibilities
	1.000
	.696
	1.136
	4.056
	73.415
	1.384
	4.942
	73.415

	9
	I am satisfied with the wages and salary i have recieved after last pay commission
	1.000
	.717
	.982
	3.508
	76.924
	 
	 
	 

	10
	I agree that the Company,s compensation package matches similar organizations in the industry
	1.000
	.513
	.835
	2.981
	79.904
	 
	 
	 

	11
	My level of workplace stress is manageable for me
	1.000
	.739
	.726
	2.592
	82.496
	 
	 
	 

	12
	Working hours are convenient
	1.000
	.736
	.702
	2.507
	85.003
	 
	 
	 

	13
	I have sufficient time to give attention to my family
	1.000
	.802
	.610
	2.178
	87.181
	 
	 
	 

	14
	I am able to balance the needs of work and personal life
	1.000
	.763
	.445
	1.589
	88.770
	 
	 
	 

	15
	I am happy with the way the job is designed
	1.000
	.815
	.409
	1.462
	90.232
	 
	 
	 

	16
	I am satisfied with the supervision i get
	1.000
	.850
	.376
	1.341
	91.573
	 
	 
	 

	17
	I am optimistic about the future in POWERGRID
	1.000
	.660
	.360
	1.287
	92.860
	 
	 
	 

	18
	This organization gives me a sense of security and stability
	1.000
	.659
	.313
	1.117
	93.977
	 
	 
	 

	19
	The training and development programs in the organization helped me in inhancing my skills
	1.000
	.819
	.298
	1.063
	95.040
	 
	 
	 

	20
	Provide employees many opportunities to grow, learn and build valuable skills
	1.000
	.738
	.245
	.874
	95.914
	 
	 
	 

	21
	How many training courses have you attented within the last 12 months
	1.000
	.715
	.238
	.849
	96.763
	 
	 
	 

	22
	Our organization provides us opportunity to pursue further studies
	1.000
	.820
	.195
	.697
	97.460
	 
	 
	 

	23
	I recieve appropriate recognition for my contributions and accomplishments
	1.000
	.650
	.160
	.571
	98.031
	 
	 
	 

	24
	Is best employee award given to high achievers
	1.000
	.760
	.141
	.502
	98.533
	 
	 
	 

	25
	Provides high remunerations(Big bonuses, Access to long term incentives, such as Stock Programs and benefits) to high performers in our organization
	1.000
	.666
	.134
	.479
	99.012
	 
	 
	 

	26
	My manager provides clear directions on skills required for future success in this organization
	1.000
	.629
	.113
	.404
	99.416
	 
	 
	 

	27
	The Performance assessment process helps me improve my performance
	1.000
	.756
	.095
	.339
	99.755
	 
	 
	 

	28
	This organization offers a positive future for employees
	1.000
	.761
	.069
	.245
	100.000
	 
	 
	 


Extraction Method: Principal Component Analysis.

Table 6. Rotated Component Matrix(a)

	Sl No
	variables


	Factor 

	
	
	Factor 1
	Factor 2
	Factor 3
	Factor 
4
	Factor 5
	Factor6
	Factor7
	Factor 8

	01
	I feel free to offer comments and suggestions
	.410
	.780
	.178
	-.017
	.062
	-.025
	.133
	.151

	02
	My coworkers respect my thoughts and feelings
	.221
	.839
	.052
	-.009
	.077
	.166
	-.055
	.036

	03
	This organization people / HR policies and practices create a positive environment for me
	.417
	.645
	.233
	.042
	.384
	-.036
	-.029
	.082

	04
	The benefit plan provides good protection for me and my family in case of accident or illness
	.511
	.166
	-.539
	-.018
	-.211
	.167
	-.079
	.149

	05
	My company provides residential support to employees
	-.022
	.094
	-.596
	-.176
	-.025
	.507
	.093
	.024

	06
	My manager takes time to help each employee achieve their best
	.643
	-.090
	.075
	-.131
	.286
	.266
	.270
	.247

	07
	I am satisfied with the salary and incentives i recieve
	.068
	.078
	.332
	.782
	.182
	.044
	-.041
	.012

	08
	I am satisfied that my compensation package matches my responsibilities
	.474
	-.082
	.079
	.639
	.020
	.126
	.155
	.102

	09
	I am satisfied with the wages and salary i have recieved after last pay commission
	.412
	.050
	.343
	.527
	.217
	.168
	-.266
	-.064

	10
	I agree that the Company,s compensation package matches similar organizations in the industry
	.030
	.140
	-.070
	.631
	.242
	.024
	-.109
	-.136

	11
	My level of workplace stress is manageable for me
	.154
	.144
	-.120
	-.103
	.095
	.075
	.805
	-.078

	12
	Working hours are convenient
	.040
	.709
	-.238
	.181
	.169
	-.256
	.165
	-.144

	13
	I have sufficient time to give attention to my family
	.019
	.831
	.050
	.161
	-.114
	.195
	.131
	-.121

	14
	I am able to balance the needs of work and personal life
	.044
	.234
	.152
	-.065
	-.160
	.726
	.302
	-.190

	15
	I am happy with the way the job is designed
	.582
	.061
	.159
	.130
	.645
	-.116
	-.016
	-.017

	16
	I am satisfied with the supervision i get
	.068
	.147
	.087
	.289
	.843
	.030
	.080
	-.125

	17
	I am optimistic about the future in POWERGRID
	.453
	.176
	.388
	.237
	.281
	.220
	-.151
	.260

	18
	This organization gives me a sense of security and stability
	-.023
	-.084
	-.008
	.239
	.144
	.730
	-.162
	.120

	19
	The training and development programs in the organization helped me in enhancing my skills
	.831
	.305
	.003
	.109
	.088
	-.067
	.078
	-.073

	20
	Provide employees many opportunities to grow, learn and build valuable skills
	.759
	.286
	-.010
	.107
	.198
	-.104
	.035
	-.134

	21
	How many training courses have you attended within the last 12 months
	.030
	.211
	.092
	.546
	-.076
	-.153
	.522
	.247

	22
	Our organization provides us opportunity to pursue further studies
	-.020
	-.041
	-.075
	-.028
	-.030
	-.002
	-.009
	.900

	23
	I recieve appropriate recognition for my contributions and accomplishments
	.153
	.053
	.337
	.350
	.424
	.322
	-.134
	.295

	24
	Is best employee award given to high achievers
	.210
	.250
	.744
	.288
	.124
	-.007
	-.001
	-.042

	25
	Provides high remunerations(Big bonuses, Access to long term incentives, such as Stock Programs and benefits) to high performers in our organization
	.097
	.036
	.769
	-.001
	.116
	.216
	-.058
	-.011

	26
	My manager provides clear directions on skills required for future success in this organization
	.680
	.201
	.243
	.245
	.046
	.025
	.059
	-.009

	27
	The Performance assessment process helps me improve my performance
	.371
	.026
	.451
	.111
	.611
	.033
	.105
	.131

	28
	This organization offers a positive future for employees
	.428
	.243
	.283
	.273
	.382
	.361
	-.168
	.243


Extraction Method: Principal Component Analysis.  Rotation Method: Varimax with Kaiser Normalization.

a  Rotation converged in 9 iterations.
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