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ABSTRACT: Employee job satisfaction (JS) is one
of the key pillars for an organization's growth and
success because of today's economic, safety, health,
and welfare benefits, and working circumstances.
Organisational productivity is increased by employee
work satisfaction. Additionally, it is necessary to
grow the workforce of organisations by
implementing  appropriate Human  Resource
Management practises in order to improve
organisations and increase satisfaction with work.
When workers are happy in their workplaces,
performance improves and production rises.
Organisational techniques relating to human resource
management generate a level of satisfaction. The
present study examines the relationship among
variables such as human resource management
practices i.e., working environment (WE), employee
benefits (EB), promotions and transfers (PT), and job
satisfaction (JS). Further, this study also examines
whether job satisfaction mediates the relationship
among variables such as human resource
management practices. Data was collected from the
Hyderabad pharmaceutical company’s employees. A
sample of 580 people was taken, and a questionnaire
was developed to collect data. The findings of the
study show that all the human resource management
practices have a significant and positive relationship
with job satisfaction, and according to the results, all
the hypotheses are accepted. Although, the statistical
results have shown that WE, EB, and PT are the most
influential factors in satisfying the employees.
KEYWORD: Job Satisfaction, Pharmaceutical
Employees, Working Environment, Employee
Benefits and Promotions and Transfers.

l. INTRODUCTION
Human resources are recognised as a crucial
component of any firm. Human resources are seen as

a valuable asset because an organization's
performance is determined by how productive its
employees are in terms of attaining the organization's
goals. Job satisfaction is perhaps the most crucial
phenomenon which every business needs to
understand for their growth and development (Razidq,
and  Maulabakhsh,  2015; Sharma, 2017,
Jermsittiparsert & Urairak, 2019; Siriattakul et al.,
2019; Aeknarajindawat & Jermsittiparsert, 2020;
Sittisom, W., 2020; Rodjam, et al. 2020; Taheri, et al.
2020). The business which does not incorporate
employee job satisfaction in the working
environment is commonly seeing failing. Some
businesses that fail to become internally very weak
and to stay in the league with other competitors keep
on adopting different strategies. One of the known
strategies is the incorporation of innovation in their
offerings (Aiken, et al., 2002). The most essential
part of the organization is its employees. The
employees have to work from dawn to dusk to meet
the requirements of the organization to make a mark.
Employees have to meet the particular set of criteria
of the working environment. They - need a working
environment that allows them to work openly and
problem-free without any constraints. The article
comprises of details of workplaces and aspects
comprising of employee job satisfaction. The first
and leading component of the organization is its
employees. They are considered to be the backbone
of any firm. This study mostly comprises of job
satisfaction. Job satisfaction has a direct link with
personnel of any organization and also associated
with the productivity and success of the organization.
The companies which focus on providing satisfaction
to its employees are likely to achieve the targets and
higher status of the organization. Human resource
management domain has numerous studies and
research, which endeavour to understand and explore
different factors that affect job satisfaction as it is one
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of the most challenging jobs for HR managers to
satisfy their employees before their customers. The
purpose of the current study is to examine the human
resource management factors affecting employees
job satisfaction. Further, the current study examines
the relationship of human resource management
practices and job satisfaction.

1. LITERATURE REVIEW

HRM practices

For gaining the competitive edge in the
organizations, many organizations are focused on
human resource management practices and how these
practices overcome the issues of global world. The
human resource management practices such as
working environment (WE), employee benefits (EB),
promotions and transfers (PT) improves the
satisfaction levels. For example, if employees are
satisfied from their organization, he or she performs
well. Due to globalization business faces many
challenges; different challenges can be defeated by
HRM policies because HRM policies increase the
satisfaction level of employees. According to
(Armstrong, 2006) these practices enhance the
organizations performance. Similarly, these practices
are having a feature for better satisfaction and
performance of employees. For example, if
employees are satisfied from their organization, he or
she performs well. Due to globalization business
faces many challenges; different challenges can be
defeated by HRM policies because HRM policies
increase the satisfaction level of employees.
According to (Armstrong, 2006) these practices
enhance the organizations performance. Similarly,
these practices are having a feature for better
satisfaction of employees.

Working environment

Bakotic & Babic (2013) finding represents
those appropriate conditions for working increases
the job satisfaction level. Working environment can
be defined as a complex working surrounding where
employees perform. Furthermore, it is a mixture of a
number of complex components that determine the
job environment as a whole (Young Lee, 2006). The
various components include the peripheral
surroundings, individual surroundings, and complex
operational surroundings. The peripheral
surroundings include all the outer environmental
factors that affect the organization's culture. The
metrological surroundings, illumination in the office,
the intrusion of supervisors, leadership roles,
clamminess, and other harmful characteristics makes
a job environment. On the other hand, the individual
features include the sexual characteristics, gender,

age, race and emotional attachments of every worker.
There are other aspects like, education of the
employees, experience, physiological, physiological
background of the individuals which affects the
organization. There are different variables like
workload, stress and salary are the key motivational
factors that are considered to be very important for
job satisfaction. There are a lot of variables that have
a gigantic impact on job satisfaction. One of the most
popular studies reveals that human interaction and
relationships also play a key role in job satisfaction.
The overall management skills, timing esteem needs
are one of the facets which are required in improving
the working environment nowadays. There are
certain motivational factors kike, job security, job
benefits, perks and allowances, working relationships
and ease from the top management results in the
factors on which job satisfaction relies on (Wagas et
al., 2014). The figure below represents the factors
leading to job satisfaction.

Employee benefits

The reward and compensation improve and
provided better results when it is given to employees
on their assigned duties. The reward and
compensation having different types some are
monetary and some nonmonetary rewards. The
monetary rewards are given to employees in form of
cash, bonus etc. The non-monetary rewards are given
to employees in form of praise, appreciation awards
and certificate. Moreover, if the employees are
rewarded on their duties, then they are more
motivated to perform better (Mira, et al. 019).
Additionally, if employees are not getting response
from the managers about their good performance,
they are less motivated and organizations are lacking
on fulfilling the basic needs employees. So,
employees basic needs neglected from the
organizations, employees considered to left the
organizations and not stay in organization for longer
time period. The reward and compensation practices
must follow in the organization for enhancing the
productivity of the organizations. Under this study, it
is considered as independent variable that effect the
performance of the employees, if employees are
rewarded on their duties, then they are more
productive. By job description, the organization is
familiar with what to suppose from the workers and
how to rewarded workers who determine good
performance; and in return, the employees know
what the organization assumes from them and the
variety of compensation and reward they obtain
(Hailemariam et al., 2019).
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Promotion and transfers

Promotions and transfers are important parts
of an individual career. Promotions traditionally refer
to the advancement to the positions of increased
responsibility whereas; transfers are reassignments to
similar positions in other parts of the organization. In
an organization, for employers, promotions can
provide the opportunities to reward exceptional
performance, and to fill open positions with tested
and loyal employees. Yet the promotion process isn’t
always a positive experience for either employee or
employer. Unfairness, uncertainty or secrecy can
diminish the effectiveness of the promotion process.
Several decisions, therefore, appear large in any
firm’s promotion process. Transfer is a move from
one job to another, usually with no change in salary
or grade. Employees seek transfer for many reasons,
including the personal enrichment, more interesting
jobs, greater convenience, location of work, and so
on or to jobs offering a greater advancement
possibility. Transfers are away to give employees
who might have nowhere else to go a chance for
another assignment and perhaps, some personal
growth (Dessler, 2009).

Job satisfaction

Job satisfaction is a complete set of feelings
as well as emotions that determines the employee
satisfaction at the working place It is one of the most
essential components determining the motivation and
satisfaction of employees. It is one of the spectacles
that has been discussed over the past many years.
According to different studies, it is one of the vital
features which determines the physiological,
emotional, psychological and overall environmental
conditions that affect the employees as a whole. And
they have a considerably strong influence on
performance in the organization. Similarly, another
research suggests that the wellbeing of the
organization is dependent on the variables linked
with employee satisfaction directly (Agbozo et al.,
2017). If employees do not find a friendly working
environment, decentralization, cooperation, and
appreciation, as a result of which the employees will
not feel connected with the organization. It has been
a crucial activity for the employers to provide a
complete helpful environment for their employees to
save them for dissatisfaction. It is also clearly stated
that demotivated and dissatisfied employees are a
dangerous entity for the firms in the coming future. A
dissatisfied employee will not work according to the
requirements of the supervisor or they will leave the
firm. Ultimately causing extra charges on
maintaining the present state of the firm plus
company would bear extra funds on recruiting more

employees (Masum et al. 2015). The company should
know the tactics of motivating the employees to
maintain their focus on work. Moreover, raising the
morale of the employees will keep them on track and
they will make better efforts for the welfare of the
company.

The recent study in job satisfaction also
suggests that there exists a close linkage between the
pay scale and intrinsic job satisfaction (llies and
Judge, 2004). The factors like social group
interactions and employee to employee cooperation
were also related to academic job satisfaction. In fact,
they have a high influence on how their employees
get a satisfaction from their jobs. There are studies
that show the impact of workplace politics on job
satisfaction. The effect of workers' training is directly
linked with  achievement.  Moreover, the
compensations, acknowledgments, and reward
conclude the employee satisfaction. Hence the
overall study determined that the upper management
should do modification in conditions of working of
the business to gain the level of satisfaction. And to
gain maximum advantage out of it the company has
to consider every important factor under
consideration.

1. RESEARCH METHODOLOGY

The objective of the research is to check that
is there any Impact of H.R Practices on Employee Job
Satisfaction. The Methodology provides the detail of
the methods and procedures to be used for gathering
data, how it will be analyzed, interpreted and how its
results/conclusions will be drawn. Data was collected
through questionnaires which were adopted from
previous studies of Absar et al. (2010), Brayfield and
Rothe (1951), Ahmed et el., (2017) and selected for
sampling and 580 respondents provide working
information.

Objectives
The literature was reviewed and three main
factors were found out, now it is aimed to study the
impact of those factors in the context of Hyderabad
and its organizational structures. The objectives are
as below:
= To study the influence of the working
environment on the satisfaction level of
employees in pharmaceutical companies, in
particular.
= To evaluate if there is a significant influence
of employee benefits on the satisfaction of
individuals working for the pharmaceutical
company.
= To explore the way appropriate promotions
and transfers have an effect on employee’s
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satisfaction with their jobs, specifically in
pharmaceutical companies.
Hypotheses
= HO1: There is no significant relationship
between  Working environment and
Employee job Satisfaction

Conceptual framework

= HO2: There is no significant relationship
between Employee benefits and Employee
job Satisfaction

= HO03: There is no significant relationship
between Promotions and transfers and
Employee job Satisfaction
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Figure .1. Conceptual frame work for the present study

V. DATA ANALYSIS AND RESULTS
Descriptive analysis

They are classified demographic profile
according to their gender, age, education
qualification, designation level of management,
income and professional experience (total six
questionnaire). This personal demographic
classification is necessary to understand what level
of respondents has participated in the study for
carryout further analysis. The Table.1. displays the
frequency distribution of samples respondents on the
basis of their demographic variables. Where, the
male employee’s respondents are 74.0 % and female
employees are respondents are 26.0%. Age of
respondents is divided into four categories, in the
first the age limit is 20 to 25 years respondents are
19.1%, in the second category the age limit is from
26 to 35 years respondents are 36.0%, in the third
category the age limit is from 36 to 45 years
respondents are 37.1%, and fourth category the age
limit is 46 to 55 years respondents are 7.8%. It is
pertinent to note that a number of the
respondents, it is understood that, in the post-
graduation holders are more than the other groups

i.e., 45.0 percent, the diploma holders are 13.3
percent, the graduation respondents are 31.1 percent,
Ph.D. holders are 5.5 percent and others are 4.7
percent. The job-related status of the respondents is
also collected as it affects the buying behaviour of
them to a greater extent. It’s indicating respondent's
designation level of management, 52.8 percent of
them were middle level employees. Followed by
32.1 percent of them were lower-level employees,
15.2 percent of them were top level employees. The
income range of the employees between Rs.
3,00,000-4,00,000 is highest i.e., 41.9 percent
compared to other income groups. While the income
range of the employees between Rs. 2,00,000-
3,00,000 is 28.6 percent, the income range of the
employees between Rs. 4,00,000-5,00,000 is 17.1
percent and the income of the employees
Rs.5,00,000 above is 12.4 percent. Work experience
tell us that how many years a person has devoted in
their organization. It is categorized into four parts, it
is evident that, the professional experience group
between 5-9 years are highest i.e., 49.3 percentage
than other experience groups. The experience group
of employees between 0-4 years are 29.7 percent,
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experience group of employees between 10- 14
years are 12.4 percent and experience group of
employees 15 years above are 8.6 percent.

Table .1. Distribution of the sample respondent's demographic profile.
Demographic Profile Frequency Percent
Male 429 74.0
Gender Female 151 26.0
Total 580 100.0
20-25 years 111 19.1
26-35 years 209 36.0
Age 36-45 years 215 37.1
46-55 years 45 7.8
Total 580 100.0
Diploma 77 13.3
Graduation 183 31.6
Qualification Post-Graduation 261 45.0
Ph.D. 32 55
Others 27 4.7
Total 580 100.0
o Top Level 88 15.2
Designation  I'middle Level 306 52.8
level Junior Level 186 32.1
of management
Total 580 100.0
Rs. 2,00,000-3,00,000 166 28.6
Rs. 3,00,000-4,00,000 243 41.9
Income o< 4,00,000-5,00,000 99 17.1
(per. annum)
Rs. 5,00,000 Above 72 12.4
Total 580 100.0
0-4 years 172 29.7
5-9 years 286 49.3
Professional
Exp. (yrs.) 10-14 years 72 12.4
15 years above 50 8.6
Total 580 100.0

Reliability and Validity

First, the questionnaire is tested for its reliability and presented (Table 2) the results and, Cronbach's alpha
calculated for several statements within the form show higher consistency 0.871 (>.70) as for all section
dependability score is bigger than 0.70. The fifty-eight questionnaire is fit and Cronbach's total is 0.871.

Table.2. Reliability Statistics
Variable Cronbach's Alpha N of Items
Working Environment (WE) .893 8
Employee Benefits (EB) 792 8
Promotions and Transfers (PT) .806 8
Job Satisfaction (JS) .891 10

* Values of 0.70 and above testify strong reliability of the scale.
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Factor analysis

The factor analysis has been used in the
present study to identify the impact of the HR
practices on employee’s job satisfaction. The factor
analysis is often used in data reduction to identify a
small number of factors that explain the most of
variance observed in a much larger number of
manifest variables. To meet the objective of the
study, a scale has been developed comprising ten
variables. These statements are measured in 5- point
Likert scale i.e., (1) strongly disagree, (2) disagree,
(3) neutral, (4) agree, and (5) strongly agree. On the
basis of the responses received from the executives,
the factor analysis has been used to extract the factors
from the observed variables which facilitate to
measure the impact of the HR practices on

employee’s job satisfaction.
To extract the factor from the data we relied on the
method of Principal Component Analysis (PCA).
The method of Principal Component Analysis (PCA)
is a common method of Factor Analysis. For
extraction of factors generally Principal Component
Analysis (PCA) is implemented. This is first step of
EFA (Exploratory Factor Analysis). To extract
maximum possible variance, weights of factors are
calculated. Finally, for analysing the factors, rotated
component matrix? is done. The following is the list
of some basic terms generally used in factor analysis:
= Kaiser-Meyer-Olkin (KMO) and Bartlett's
Test: It displays percentage of variance in
variables involved in research. Common
variance endorsed to original factors is called
KMO. Relevance of factor analysis is there if

value of statistic ranges from 0.5 to 1. While,
factor analysis is inappropriate when value of
statistic is below 0.5. It reveals that the amount
of variance in the population of variables that
should be caused by the original factors.

= Eigen value: In total sample, proportion of
variance explained by each factor is measured
by eigenvalue (Aaker, et al. 2000). The
eigenvalues are the variances of the factors.
The total columns contain the eigenvalue. The
first factor has always been accounted for the
most of the variance and hence, has the highest
eigenvalues. The next factor has been
accounted for much of the left-over variance as
it can be and the same has been continued till
the last factor. The percentage of the variance
represents the percentage of the total variance
accounted by each other factor and the
cumulative percentage gives the cumulative
percentage of the variance account by the
present and the preceding factors.

= Variance: The variance is the expectation of
squared deviation of a random variable from its
arithmetic mean and standard deviation is the
square root of variance. Variance is always
positive. A small variance indicated that the
data points lean towards mean and hence
related to each other, on the other hand a high
variance indicates that the data points are much
spread out around the mean and far from each
other. Cumulative percentage of variance is the
aggregation of the value of variance.

Table.3. KMO and Bartlett's Test of WE, EB, PT and JS

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .598

WE Approx. Chi-Square 3441.319
Bartlett's Test of Sphericity df 28

Sig. .000

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 611

EB Approx. Chi-Square 1028.351
Bartlett's Test of Sphericity df 28

Sig. .000

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .641

PT Approx. Chi-Square 1673.988
Bartlett's Test of Sphericity df 28

Sig. .000

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 721

35 Approx. Chi-Square 612.986
Bartlett's Test of Sphericity df 45

Sig. .000
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According to Table 3, indicates that the
results of the working environment KMO (Kaiser-
Meyer-Olkin Measure) of sampling adequacy score
is .598 which is adequate for appropriateness of
factor analysis of data in hand. The Bartlett’s test
value is .000, indicating that the value is highly
significant. The employee benefits of KMO score

are .611 and Bartlett’s test value is .000, indicating
that the value is highly significant. The promotions
and transfers of KMO score is .641 and Bartlett’s
test value is .000, indicating that the value is highly
significant. Similarly, the job satisfaction of KMO
score is .721 and Bartlett’s test value is .000,
indicating that the value is highly significant.

Table.4. Factor loadings based on factor analysis

Component Factor Statement Question | Factor | Variance
No. loading | explained
Factors extracted for Working Environment HR Practice
1 A Positive work environment and | WE 2 932 29.563
employee satisfaction WE 3 929
WE 7 576
2 Delightful environment WE 5 956 | 56.397
encourages WE 6 940
3 Happy to stay and work WE 1 726 69.945
comfortably WE 4 724
Factors extracted for Employee Benefits HR Practice
1 Compensation and incentives EB4 .872 24.630
EB5 .895
2 Welfare benefits and growing | EB 1 .662 | 48.763
needs of family EB 2 606
EB3 .704
Factors extracted for Promotions and Transfers HR Practice
1 PT 2 527 | 33.330
Promotion policy and motivating | pT 3 905
PT5 917
2 PT1 705 | 51.122
Promotions and decision of the PT6 530
transfer PT 7 700
PT8 .784
3 Favouritism of promotions and PT 4 947 | 63.698
suitability
Factors extracted for Job Satisfaction
1 JS 6 569 | 24.812
Share opinions/ideas and enhance | 357 758
skills 358 554
JS9 .594
2 Better worth of the employee job | JS 3 761 | 36.041
satisfaction iS4 656
JS5 .536
3 Distribution of work JS1 -.649 | 46.634
JS 10 .662
4 Working relationship and JS?2 .858 | 57.151
colleagues
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From the Table 4, exhibits the results of
rotated component matrix. Further, the table reveals
the factors which are extracted through factor
analysis. The component matrix reduces the number
of factors on which the variables under
investigation have higher the absolute value of
loading, the more the factor contributes to the
variables. The factor analysis has clubbed various
variables under three factors which have emerged
as significant. The Principal Component Analysis
(PCA) has been extracted for three factors. In order
to identify the factors, 0.50 is taken as the cut-off
point. According to factor analysis of working
environment (WE) factor loadings based on rotated
component matrix from (total eight questionnaire)
three components are extracted i.e., a positive work
environment and employee satisfaction; delightful
environment encourages; Happy to stay and work
comfortably. From Employee benefits (EB) (total
eight questionnaire) two components are extracted
i.e., compensation and incentives and Welfare
benefits and growing needs of family. The
promotions and Transfers (PT) (total eight

questionnaire) three component are extracted
named as, promotion policy and motivating;
suitability promotions and decision of the transfer.
Similarly, the job satisfaction (JS) (total ten
questionnaire) four component are extracted named
as, share opinions/ideas and enhance skills; better
worth of the employee job satisfaction;
distribution of work; working relationship and
colleagues. The above statements HR Practices if
perceived appropriate enhance the level of Job
Satisfaction between employees in pharmaceutical
companies.

Correlation analysis

The correlation coefficients have been used
in the statistics to measure how the strong
relationship between the two variables relationship
between independents and Dependent variable. The
greatest commonly used correlation coefficient,
called the Pearson correlation coefficient, measures
the strength of the independent variables and
dependent variable

Table.5. Correlations analysis

WE EB PT JS
Pearson Correlation 418™ 347 657 1
Js  [sig. (2-tailed) .000 000 .000
N 580 580 580 580

**_ Correlation is significant at the 0.01 level (2-tailed).

The correlation between appropriateness of factors
of HR practices i.e., Between Working
Environment, Employee Benefit, Promotions and
Transfers, and Job Satisfaction as perceived by the
employees Job Satisfaction is high significant at
0.01 level of significance (Table.5). Since, there is a
significant, positive correlation between factors of
Human Resource Practices and Job Satisfaction; we
draw the inference that HR Practices, if perceived
appropriate, increase the level of Job Satisfaction of
the employees in the select pharmaceutical
companies’ understudy.

Analysis of Variance (Anova)
The ANOV A compares the means between
the groups; you are interested in and determine

whether any of those means are statistically
significant difference from each other. Specially,
this ANOVA test the null hypothesis:
Ho: 1= H2= M3eeeeenene =ua

Where, i = group mean, and k = number of groups.
However, the one-way ANOVA gives statistically
significant results; then, we accept the Alternative
hypothesis (AH), which is that, there are at least two
group means are statistically significantly different
from the each other. Hence, at this point, this is
significant to realize that; the one-way ANOVA test
is a compilation test statistic and cannot tell that,
which specific groups have been statistically
significant different from the each other, there are
only which at least two groups. To determine, which
specific groups differed from each other.
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Hypothesis (HO1): There is no significant relationship between Working environment and Employee job
Satisfaction in select pharmaceutical companies.

Table 6. One-Way ANOVA Test
Job Satisfaction
Sum of df Mean F Sig.
Squares Square
Working Between Groups 24.215 20 1211 7.771 .000
environment (HR ['within Groups 87.100] 559 156
practices) Total 111.315] 579

From the above, illustrations the performance of the ANOVA results on Working environment (HR Practices)
and Employee Job Satisfaction. Working environment, 24.215 is the between-group variation and 87.100 is the
within-group variation. It also reveals that F-distribution 7.771. Followed by, the level of significance is .000,
which is less than 0.05. Thus, there is a significant impact of Working environment on the Employee Job
Satisfaction of pharmaceutical companies. So, the first hypothesis is rejected.

Hypothesis (H02): There is no significant relationship between Employee benefits and Employee job
Satisfaction in pharmaceutical companies.

Table 7. One-Way ANOVA Test
Job Satisfaction
Sum of df Mean F Sig.
Squares Square
Employee benefits | Between Groups 16.385 20 .819 4.824 .000
(HR practices) Within Groups 94.930 559 170
Total 111.315 579

From the above, illustrations the performance of the ANOVA results on Employee benefits (HR Practices) and
Employee Job Satisfaction. Employee benefits, 16.385 is the between-group variation and 94.930 is the within-
group variation. It also reveals that F-distribution 4.824. Followed by, the level of significance is .000, which is
less than 0.05. Thus, there is a significant impact of Employee benefits on the Employee Job Satisfaction of
pharmaceutical companies. So, the second hypothesis is rejected.

Hypothesis (H02): There is no significant relationship between Promotions and transfers and Employee job
Satisfaction in pharmaceutical companies.

Table 8. One-Way ANOVA Test
Job Satisfaction
Sum of df Mean F Sig.
Squares Square
Promotions and Between Groups 51.788 22 2.354| 22.026 .000
EﬁgSfer;sctices) Within Groups 59.527| 557 107
P Total 111.315| 579

From the above, illustrations the performance of the ANOVA results on Promotions and transfers (HR Practices)
and Employee Job Satisfaction. Promotions and transfers, 51.788 is the between-group variation and 59.527 is the
within-group variation. It also reveals that F-distribution 22.026. Followed by, the level of significance is .000,
which is less than 0.05. Thus, there is a significant impact of Promotions and transfers on the Employee Job
Satisfaction of pharmaceutical companies. So, the third hypothesis is rejected.
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Table 9. Summary of Anova

Hypothesis F Sig. Inference
HO1 | There is no significant relationship between Working | 7.771 0.00 Rejected
environment and Employee job Satisfaction in select
pharmaceutical companies
HO2 | There is no significant relationship between Employee | 4.824 0.000 Rejected
benefits and Employee job Satisfaction in pharmaceutical
companies
HO3 | There is no significant relationship between Promotions and | 22.026 | 0.000 Rejected
transfers and Employee job Satisfaction in pharmaceutical
companies.

V. DISCUSSION AND CONCLUSION
This study had an aim to study the impact of
working environment, employee benefits and,
promotions and transfers on job satisfaction of the
employees. A statistical approach of data collection
and analysis was applied in order to get the desired
results. The results have shown a clear significant
impact and relationship of all predictor variables
with the dependent variable. The human resource
management plays an important role for gaining the
competitive  advantage in  pharmaceuticals
companies. HRM plays an important role for leading
the organizations in active market. The findings of
the study reveal the positive relationship with HRM
practices, and job satisfaction. For example, when
organizations provide better facilities to employees
(a positive and delightful work environment
encourages; happy to stay and work comfortably;
compensation and incentives; Welfare benefits and
growing needs of family; suitability promotions
and decision of the transfer; share opinions/ideas
and enhance skills; better worth of the employee
job satisfaction; distribution of work; working
relationship and  colleagues) and  give
empowerment their employees perform well in the
organizations. In this way the organization can
compete properly. The three hypotheses are rejected
that, shows the positive and significant effect of
human resource management and job satisfaction.
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