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ABSTRACT

This study investigated the factors affecting job satisfaction among employees in I & H Engineering factory in Myanmar. This study mainly used primary data collected through questionnaire. In this study, descriptive design techniques provide quantitative information from crossovers part of the sampled population. The study selects 103 out of 140 employees as a sample. The sample size was 95% of the total number of employees. Descriptive and analytical approach were conducted by using SPSS in this study. The results of this study showed that there was a significant positive correlation between all the factors; pay and benefits, training programs, working conditions, empowerment and job satisfaction. According to the regression analysis, Altogether, 41.5% of the variation in job satisfaction is explained by the four factors such as pay and benefits, training, working conditions and empowerment. However, only two factors; working conditions and empowerment are the strong predictor of job satisfaction in the I & H Engineering factory. 
Keywords: Pay and Benefits, Training Programs, Working Environment, Empowerment and Job Satisfaction
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[bookmark: _Toc194450722]INTRODUCTION

Job satisfaction can easily explain the satisfaction of employees with the work. It can be the mental state of a person's feelings, emotions and attitude toward work. In simple, employees will be satisfied if they receive what they expected from the job and organization. Therefore, employee job satisfaction is related to the composition of the work and the elements of the organization they work for such as wages, promotions, profits, nature of work, management, and relationships with colleagues, etc. Employees are the most important assets for any organization to remain competitive in the market. Without employees, any work cannot be done in the organization. They play a crucial role to implement the organization strategies set by the top management. In addition, to reduce costs and maintain the organization's existence, they are being persuaded to change the way they work and embrace new methods adopted in organizations and management methods to gain a competitive advantage. Accordingly, employee job satisfaction is very crucial to motivate them to achieve the organizational objectives. If they are satisfied, they will make more effort for the organization (Bijker, 2023). 
I & H Engineering Co., Ltd mainly manufactures concrete products such as PC girder, PC Pile, Box Culvert, Building Component, etc. The products will support the improvement of the infrastructure in Myanmar. I & H also shall act as the main player in developing roads and bridges in engineering and construction fields. The Japanese technicians made PHC and PC Spun Pile by Japanese technology to be firmed the standard foundation for quality buildings, factors, silo, ports, and infrastructure works. For the quality roads and bridges, produced Box-Girder, I-Girder, and Hollow-Girder are made by Post-Tension and Pre-Tension technology. It was established in February 2016. There are 140 employees (including managers, middle level, and workers. It is located in Myaungdagar Industrial Zone, Yangon. The success of the organization depends on employee satisfaction. Dissatisfaction of employee’s performance tends to be a bad result for any organization. Satisfaction employee performance can be a good source of organizational success. Therefore, this study aims to explore factors affecting job satisfaction among employees in the I & H Engineering factory.
[bookmark: _Toc194450723]1.1 Background Information of the Study
Many organizations in the public and private sectors consider their people an important asset in achieving their structural goals. However, only happy employees can achieve the common goals. Therefore, if the organization wants to achieve its's goals, employee satisfaction is very important. Worker Satisfaction is related vice versa to grow productivity, corporate commitment, employee less absence and turnover, and final organization optimization. However, job satisfaction depends on the rewards received from their Boss. The advantages of organizations influence the effort, skills, abilities, and performance that need to be delivered. Therefore, an organization's interest in job satisfaction requires compassion. Especially the idea that workers should be respected and have their interests maximize mental and physical health (Belloni, 2022).
Organizational compensation schemes play an important role in improving employee satisfaction because the primary purpose of the reward system is to be satisfied. Individual employee wishes are indirectly realized through salaries and bonuses. When employees are happy with their work based on the external compensation received from the employer, the employees can do better. The employers will be eager to reach their goals, in addition to salary and benefits, job satisfaction also requires other satisfaction. It includes skills and activities required to complete all aspects of the work and work independently because the work can be done. It offers creative and diverse work opportunities and allows workers to expand their work—changes in knowledge and responsibility.

[bookmark: _Toc194450724]1.2 Problem Statement of the Study
I & H's Engineering industry is similar to other industries. It is the joint venture of a Japanese company (IHI Engineering Group) and the Ministry of Construction (Department of Highway). The opening of the adjustment market is accelerating due to the opening of the market. I & H Engineering factory produces PC bridge girders, PC spun piles, Building Components, Box Culvert, and several other PC products with the technology of high-intensity PC. This has made many of the world's most famous Spun piles. Continuous development of Engineering market participant the infrastructure aiming to expand the network that mainly covers the whole country. I & H Engineering has always provided an effective encouragement system, supported the environment, respected and trusted the employees' capabilities, and built employee satisfaction through rewards, recognition as colleagues, and communication with each other. 
 Competition for construction companies is intensifying among organizations. It needs to differentiate themselves from each other to gain a competitive advantage. As a result, these changes are putting pressure on these companies regarding high quality and customer services. The pressure of high quality and customer-oriented service increased significantly a few years ago. A satisfied and motivated workforce can deliver high quality customer services in I & H Engineering Factory. Intensive diagnosis is required to improve the task competitiveness of industrial companies. Therefore, to improve that organization, the I & H Engineering Factory has taken many steps in this direction. The pressure pushes the organization to grow in personnel management, interest in human resource management applications such as performance management, employee and manager compensation, and evaluation (Lasa, 2024). Despite these efforts, a high level of employee turnover indicates job satisfaction. Ali & Anwar (2021) showed that enthusiastic employees perform well, meaningful and rewarding jobs than employees who are less likely to lead to employee turnover. Therefore, this study focuses on investigating factors affecting job satisfaction among employees in the I & H Engineering factory. Until now, there is no clear factors leading to job satisfaction in I & H Engineering Factory. This research therefore studies the influencing factors on employee job satisfaction in I & H Engineering Factory.

[bookmark: _Toc194450725]1.3 Objectives of the Study
	The general objective of this study is to analyze job satisfaction level of the employees and the influencing factors on the job satisfaction of among employees in the I & H Engineering factory. Based on this general aim, specific objectives of the study are as follows:
1. To identify the job satisfaction level of employees working at I & H Engineering Factory
2. To determine the relationship between the pay and benefits, job satisfaction at I & H Engineering Factory
3. To evaluate the relationship between training programs and job satisfaction at I & H Engineering Factory.
4. To examine the relationship between working conditions and job satisfaction at I & H Engineering Factory. 
5. To analyze the relationship between empowerment and job satisfaction at I & H Engineering Factory.


[bookmark: _Toc194450726]1.4 Research Questions of the Study
Based on the above statement of problem, the following question was raised in the current study:
1. What are the influencing factors affecting job satisfaction among employees in the I & H Engineering factory?
2. What is the relationship between the pay and benefits, job satisfaction at I & H Engineering Factory?
3. How are the training programs impacted on the job satisfaction of I & H Engineering Factory employees?
4. Is there a relationship between the working conditions impacted on the job satisfaction of I & H Engineering Factory employees?
5. What is the relationship between employee empowerment impacted the job satisfaction of I & H Engineering Factory employees?
[bookmark: _Toc86340489][bookmark: _Toc194450727]
1.5 Scope and Limitation of the Study
	This study focused only on the factors that affects I & H engineering job satisfaction. This survey focused on job satisfaction factors such as salary and benefits, training programs, working conditions and empowerment.
The survey, conducted from December 2024 to Feb 2025, focused on the effectiveness of the factory. Researchers have selected a target group of 140 people in the construction industry at the I & H Engineering Factory and a sample of 103 respondents.
[bookmark: _Toc63286227][bookmark: _Toc86340491]This study implements a descriptive study design. This may result in interlocutors seeking employee feedback on a variety of topics as part of their research. Provide data-based on comments and analyze their memory. This research uses descriptive research to answer questions about who, what, when, where, how (McCombes, 2023). Descriptive design techniques provide quantitative information from crossovers part of the sampled population. Research also allows researchers to create statistical recommendations for results based on more population and actual conditions. This improves the external credibility of the survey. For this research, collected data with survey questionnaires will be used in the employees in I & H Engineering Factory by using google form.

[bookmark: _Toc194450728]1.6 Organization of the Study	
This article is divided into five chapters. Chapter one describes the background of the study, the statement of the problem, research questions, special objectives and research objectives, Scope and Limitation, significance and organizational structure of research. Chapter two describes theoretical concepts such as literature reviews, conceptual frameworks, and organizational overviews. Chapter three describes survey design and methods, including population, sampling, survey design, data collection and analysis. Then, Chapter four describes the results of the analysis and data collection. Chapter five is the final chapter and is a summary of the entire survey. It contains conclusions and suggestions for further improvement

[bookmark: _Toc86340492].
















[bookmark: _Toc194450729]CHAPTER TWO
[bookmark: _Toc86340493][bookmark: _Toc194450730]LITERATURE REVIEW

	This chapter provides an overview of the literature, the theoretical concepts which have learned. Researcher presents a summary of related studies focusing on job satisfaction such as basic pay, training programs, working conditions and empowerment. In addition to literature reviews, this chapter also includes an overview of the conceptual framework and organization.

[bookmark: _Toc194450731][bookmark: _Toc185346081][bookmark: _Toc186929561]2.1 Introduction and Importance of Subject Area
The results of the survey will benefit the management of the I & H Engineering Factory. Understand the system, be able to use it in a highly competitive environment within the company. This study also creates a monograph. Its replication can be applied to other branches of I & H Engineering company facing fierce competition. It also aims to provide convenient procedures for producing the products in the factory to gain the advantage of competitive knowledge because they are departmental dynamics and related systems. 
	The purpose of this study is to develop relevant policies that can regulate the sector. Future students will need to use the results of this study as a baseline. This observation was made to compare the differences from other sectors. Conclusions of various methods what the company can make employees are satisfied with their work. There are also benefits to those who decide to support successful companies, provide effective systems, and ensure employee satisfaction.
[bookmark: _Toc83324998]In most issues, compensation management is often closely related to motivation and work theory meet. Moreover, motivation theory also focuses on satisfying needs for designing work functions to improve independence, capacity, and relevance or productivity State of mind (Ihensekhien, 2023). 

[bookmark: _Toc194450732]2.2 Theoretical Concepts and Principles

[bookmark: _Toc85747838][bookmark: _Toc86340495][bookmark: _Toc194450733]2.2.1 Herzberg Two-Factor Theory
The main purpose of factor analysis is to “Clarify” interrelationship between observed variables in terms of a few unknown variables, commonly called factors or latent variables. It will be suitable to refer to the observable and unknown variables simply as variables and factors, respectively.
Herzberg's two-factor theory, also well known as the theory it motivates workers performance to increase production or sale volume in a company and in term it proposes that job satisfaction and dissatisfaction are mainly influenced by two clear sets of factors: firstly, hygiene factors (which prevent from dissatisfaction) and motivators (which drive the way of satisfaction and motivation). 
Here are some of hygiene factors are Staffs Salary, working environment, r ules and regulation of Company, Management style, Supervision, how reliance of job, relationship between top and bottom staffs.
Here are some of Motivators are accomplishment, recognition from superior, responsibility and accountability, promotion in work, improvement in knowledge.
Herzberg’s analysis reveals what people want in their work. Respondents need to explain how satisfied or dissatisfied they are working with their jobs. Features related to work satisfaction include progress and awareness, the work itself, success, growth, and the responsibilities that Herzberg must say about it. Qualification as “motivation.” The features related to dissatisfaction are Working conditions, governance, relationships, company policies, and Management. 
	Herzberg’s two-factor theory is an important reference point for managers trying to reach their goals that understand performance issues related to job satisfaction. They argued that the two-element concept helps to remind us that there are two elements. Aspects required for all work: personal work in terms of work content and tasks, the environment they perform (working environment). Schermerhorn invites manager that we are trying to endlessly eliminate the causes of poor workplace hygiene that cause dissatisfaction in the workplace. Also, make sure that a satisfying element is added to the work content to maximize work opportunities. This theory is relevant to current research and is very important. Be aware that employees have two types of needs, both of which are needed to be decided.
	Oshio (2021) discusses the environmental factors that make workers work. Hygiene factors are company policy and management, technical supervision, income, social relationships with supervision and working conditions; for process content: Herzberg et al. show that these factors are taken into account critical but inadequate conditions for employee satisfaction. They also know the incentives are a factor that motivates employees to work harder. They considered these factors and classifications related to the working environment or the actual work of people in the workplace, that is, success, acceptance, effort, responsibility, and progress success. Success is explained by the motivation to stand out, challenging work, and achieve goals quality standards.
	 
[bookmark: _Toc85747839][bookmark: _Toc86340496][bookmark: _Toc194450734]2.2.2 Equity Theory
Equity theory; originated by John Stacy Adams, advices that individuals are motivated by a sense of clean work environment, comparing their effort, skills and to their results and comparing those ratios to others. In here some of inputs are such as effort, skills, experience, and education, these are the certain contributions individuals make to their work. 
In here some of Outputs are such as wages, recognition, increment, promotions, and work security, these are the rewards or benefits individuals receive.
The value of this theory also determines the satisfaction of meaningful work. The equity theory involves several important issues, such as executive compensation, the same value, and meaning. Kearns (2017) can judge the satisfaction of paying more than the justice of others. Therefore, justice is rarely accepted, and people tend to hurt themselves. A personal effort to be treated fairly and find alternative employment also results in unfair distribution of prizes (Kearns, 2017). Absenteeism is higher than commitment level and, finally, worse organization efficiency. Therefore, getting a fair reward should be the primary goal. 
             Organizations with the highest salaries and benefits are more efficient than their competitors less payment. Higher payments are the most attractive and retained. Motivated and qualified employees can form the core of a competitive strategy based on the following factors: Innovation, quality, price. Wang, Xu, Fei, Wang, & Shi (2019) states that group payments are powerful. The organization can also motivate them instead of focusing on their work.  Employee can also be motivated involvement in the development of compensation systems and high internal rate of return minimize the difference between the highest and lowest income, analytical and formal performance evaluation plan.


[bookmark: _Toc85747840][bookmark: _Toc86340497][bookmark: _Toc194450735]2.2.3 Maslow Satisfaction Theory
Maslow's hierarchy is needs theory intended that employee are motivated by a hierarchy of needs, beginning with five fundamental needs: like work safety, understanding, esteem, and ultimately, self-realization.
Maslow's Hierarchy of Needs is a theory of psychology that suggests human motivation stems from a hierarchy of five fundamental needs: physiological, safety, love and belonging, esteem, and self-actualization
Maslow is a minority the population has reached this level. Therefore, self-awareness is essential for most people. Eleven Encourage them to spend the rest of their lives. Employees are motivated to work rarely. Entire deficit billing social needs are also important when work is easy.
Excitement at work when social needs are met, internal, volume business responsibility, and employees’ autonomy are more evident to them. Therefore, Maslow’s theory suggests that employees always want it. Their employer applies to this study. Good working conditions are protected murders, fires, accidents, obstacles, good relationships, high achievements, recognition, and status from the perspective of the desire hierarchy theory (Politakis, 2022). Researchers believe it is important to test satisfaction with the needs of these people. General satisfaction theory distinguishes between general satisfaction and facet satisfaction. In his opinion, facet satisfaction refers to people’s emotions includes wages, governance, and employment opportunities that correspond to specific factors promotion in the workplace. Complete satisfaction refers to a person’s emotional response to all work. Therefore, satisfaction is considered in terms of work and overall work satisfaction. Hertzberg Two- Factor Theory
Employee Job Satisfaction
Equity Theory
Maslow Satisfaction          Theory






Source: Onyiego & Mwebia (2018)
[bookmark: _Hlk190466453]Figure 2.1 Theoretical Framework

[bookmark: _Toc194450736][bookmark: _Toc85747842][bookmark: _Toc86340499]2.3 Variables of the Study
[bookmark: _Toc194450737]2.3.1 Pay & Benefits and Employee Job Satisfaction
 Wages and allowances are inadequate for high satisfaction. This is an important measure of work. Satisfaction Score most jobs are a significant source of financial income. Financial stability is an important indicator of an organization’s internal and external status in society. Employees need a salary and a social security system. Decide Salary level organizations need to understand current market interest rates, ensuring fairness and justice in compensation. 
It is important to consider the motivation of industrial workers in order to achieve higher productivity. Taylor Lawyers create payroll systems that motivate employees to grow to higher levels. Achievements, commitments, and highest satisfaction and money is an important motivation. Power symbolizes immaterial goals such as stability, power, and fame. Money, including a sense of accomplishment and accomplishment, attracts, heals, and encourages people to strive for better performance. Some managers use the money to reward or punish workers. This is usually done by encouraging fear of losing their jobs. The workers need to be promoted and receive a higher salary. It can also inspire workers.
The motivational perspective of raising wages comes from cognitive evaluation theory, and incentive rewards have a negative impact on actual motivation. This is the result of a “scramble”. Understand the impact of motivational system design. It is important to understand employee motivation and the effectiveness of these incentive systems. Means of action attractive payment plan concept reinforcement theory refers to associating wages with productivity by setting specific goals and those who benefit from achieving these goals. The wage segment is an important issue in the design of compensation systems. Chandna (2021) discovered that economic benefits had a significant impact on work satisfaction. Often, they need money, wealth, and stability, often used for measuring the importance or value of a person. Therefore, the higher the monetary reward, the fewer workers are worried about the situation in their currency. This will increase their influence on company self-assessment.
(Skaalvik & Skaalvik, 2019) defined job satisfaction as the attitudes that employee has toward their work, contending that this happens when the employer's expectations and actual results line up. Additionally, for some academics and researchers, a major issue is job happiness. Different authors will define job satisfaction in different ways. The definitions of job satisfaction that are most frequently cited will be examined in this essay. According to (Alshery & Ahmad, 2017), job satisfaction as the mindset and emotions people has regarding their employment. Job satisfaction was defined by (Kim, 2018)  as the attitudes or feelings that employees have about their occupations and the elements of their jobs, such as the working environment, working conditions, fair compensation, and communication with coworkers. Moreover, the word "work satisfaction" refers to two states: attitudes and feelings.
The way that employees show their satisfaction is most obviously through their positive and supportive attitudes. More specifically, employee satisfaction depends on how satisfied people are with their jobs (Khan & Nawaz, 2019). In actuality, employee work satisfaction is a crucial component of an organization's success. Employees' negative attitudes, on the other hand, will lead to job discontent. The level of dependency and fulfillment is also thought to be a fundamental component of a person's job satisfaction. Particularly, it negatively impacts employees' physical and psychological well-being while they are working for companies, as seen by turnover, struggle, absence, and poor relationships with coworker (Mohammad, Habib, & Alias, 2019).
Organizational behavior and human resource management researchers are particularly interested in the topic of job satisfaction (Lee & Bruvold, 2020). The degree to which people feel favorably or unfavorably about their occupations is known as job satisfaction. It is a way of thinking or feeling about one's tasks, as well as about the social and physical environment at work. Employment satisfaction is the complicated attitude a person has toward his or her job. It is a pleasant emotional state brought on by the perception that one's job is helping them reach their professional goals. Organizational commitment is significantly influenced by job satisfaction. Employee commitment to their employer will increase as a result of higher performance and job satisfaction.
A person can honestly state they are content with their employment if a number of psychological, physiological, and environmental factors are present (Hafeez & Akbar, 2017). Although numerous external elements have an impact on job satisfaction, it is still an internal concept that relates to how the person feels. Job satisfaction emphasizes the importance of employees' contributions to the workplace (Wright & Bonett, 2019). When a person working in a company organization takes with him the wants, desires, and experiences that determine expectations that he has disregarded, job satisfaction indicates a combination of positive or bad feelings that people have toward their employment. The way a person acts at work is closely related to their level of job satisfaction.
	A worker's sense of accomplishment and success at work is referred to as job satisfaction. It is typically believed to have a direct connection to both personal happiness and productivity. Job satisfaction refers to having a job that you enjoy doing, performing it well, and getting paid for it. Further implication of job satisfaction is excitement and contentment with one's work. Jon fulfillment is the essential component that results in acclaim, money, promotions, and the accomplishment of other objectives (Kahya, 2017).  The attitude and feelings people have about their employment are referred to as job satisfaction. Job satisfaction is shown by positive and favorable views toward the job. Job discontent is indicated by negative and unfavorable attitudes toward the position. 
	Job satisfaction is the culmination of people's thoughts and feelings about their current employment. Extreme levels of job happiness and discontent are both possible for individuals. Additionally, people may have opinions on their coworkers, bosses, subordinates, and pay, as well as other aspects of their jobs (Glen, 2017). One of the key components in determining the success and efficiency of corporate organizations is job satisfaction. When considering the numerous detrimental effects of job unhappiness, such as a lack of loyalty, increased absenteeism, an increase in accidents, etc., the importance of job satisfaction particularly comes to light. First, businesses will focus on treating employees fairly and with respect. Second, the operation and operations of the organization's business will be impacted by employee behavior based on their level of job satisfaction. Third, measures of organizational activities may include work satisfaction. Thus, maintaining employees' happiness and satisfaction with their current jobs would be a top concern for every organization.
Employee job satisfaction pushes firms to produce high-quality work. Improved working conditions are thought to result from increased output in terms of quantity, quality, and productivity. Levels of job satisfaction are inversely correlated with employee attitudes. A business that values its employees has a better chance of building a successful team and a committed staff than one whose primary concern is making money. A successful business and a happy workplace are crucial indicators of employee job satisfaction (Alshery & Ahmad, 2017). As a result, given that it is one of the main components of job satisfaction, employee job satisfaction can be described as a work situation. Indeed, dealing with training programs that enable employees to take ownership of their responsibilities and reorganize the task by putting the strategy from training programs into practice causes many organizational procedures to alter.

2.4 Relationship between Training and Development and Job Satisfaction
	Employee motivation, goal achievement, and morale at work are all positively impacted by job satisfaction, which is defined as whether or not workers feel pleased and comfortable in their workplace (Jung & Yoon, 2020). Job satisfaction can be attained by treating employees with respect, rewarding them at work with compatible salaries and pay, providing a comfortable workplace, recognizing employees, empowering employees, and providing them with training. Benefits of job satisfaction for both businesses and employees (Coetzee & toltz, 2018). 
By producing superior services and products, the business can obtain a competitive edge in the market by reducing the turnover rate, increasing punctuality, and improving overall productivity. Instead of worrying about their personal problems, employees with high levels of job satisfaction are more interested in their responsibilities and feel a feeling of obligation to the company (Navimipour & Soltani, 2017). Employees who do not feel fulfilled in their work may become frustrated and not attain their full potential, which may also have an impact on the overall productivity of the firm. They are significantly more productive, turnover is decreased, and punctuality is improved when they are happy with their jobs and their working environment (Madanat & Khasawneh, 2018). 
Giving employees direction and counsel can help them improve in their professions. This is done through training and development (Janasz & Godshalk, 2020). Job training is frequently the most efficient approach to acquire the necessary expertise, special abilities, and job-related enjoyment. By giving staff members personalized guidance from seasoned managers who are "smart" in the ways of the business, this also reinforces official training (Lee & Montiel, 2019). Programs for training and development can aid in succession planning and employee happiness, but their performance depends on the nature of the relationship and the elders' willingness to train.
The process of training involves having a well-trained person give employees advice and direction that will aid in the growth of their capacities, skills, knowledge, and talents. The impact of training and development on employee satisfaction has been highlighted by several authors. The finest strategies to increase the specialized skills, knowledge, and capabilities that an employee needs for a task are training methodologies, locations, facilities, and persons or trainers. The majority of organizations employed employee training to improve people while they were working.
	Both the employer and the employees benefit from the training program by gaining new skills for the workplace. It encourages staff to adopt a better organizational mindset so they can deliver better goods and services. Employees' positive work behavior, reduced turnover, and greater timeliness were all improved via training and development processes. Additionally, these programs promote worker safety, a flexible work environment, and make it simple to adopt new technology. They also help to increase employee loyalty. An inexperienced or new employee might learn new skills or update their existing knowledge, talents, and abilities through training, and then attempt to emulate these behaviors in the job. Training; when a manager, supervisor, and trainer impart some specific abilities that increase an employee's performance, has a substantial impact on employees' satisfaction (Bilal, Ahmad, & Bibi, 2021). 

Compensation plans are plans that allow employees to receive additional compensation in return. Symptom’s compensation plans include one of the following plans: A peace rate plan that links a worker’s income to the number of units produced. Focusing on incentive programs for individual workers, compete at the expense of quality or customer group competition for rewards and the amount of competition for destructive behavior that can compromise the same performance. Incentive plans, on the other hand, require employees to trust and cooperate. 

[bookmark: _Toc85747843][bookmark: _Toc86340500][bookmark: _Toc194450738]

2.3.2 Training Program and Employee Job Satisfaction
Employee training allows employees to improve their knowledge and skills and work together more effectively to achieve self-development. Work satisfaction also improved after employees received self-development training. Career growth was more orderly than those who did not receive such training. They are used to achieve employee goals based on the employee’s business goals within the organization. The company’s goal is to secure enthusiastic and efficient employees.
	The benefits of employee training for your organization are: Coaches increase employee self-confidence motivation; reduce production costs, equipment, and therefore waste, is reduced and avoided. In addition, Andika Indrananta & Gede Supartha (2021) noticed that practicing a low employee turnover rate due to improved workplace safety. Learning improves understanding and management of change. Employees are involved in change management practices; employee development is the key to improving organizational efficiency. Learning and development are so relevant that organizations and individual stakeholders.
            Motivation and work effectiveness employee training is a necessary strategy. In order to motivate employees, the organization used must have a good lesson plan. Employee training offers many benefits to the organization, including reduced productivity. Training and education can grow the company a learning environment can improve the corporate culture. 
The purpose of training is primarily to enhance information and opportunities and change attitudes or behaviors. It is one of the most important factors motivating talent and potential benefits for individuals and organizations. Changes in technology require employees to retain knowledge, skills, and abilities. Many new employees may be trained with the maximum knowledge, abilities, and attitudes needed to get started. Learning produces positive and effective results, but maintaining good working standards requires several forms of efficient training. 

[bookmark: _Toc85747844][bookmark: _Toc86340501][bookmark: _Toc194450739]2.3.3 Working Conditions and Employee Job Satisfaction
Working conditions affect employee satisfaction with work when; people who work in a clean and friendly environment tend to get along more quickly. Task; when other options occur. They will find it challenging to achieve obligation: working conditions only significantly impact job satisfaction when working conditions are very good or very bad. Employees also often complain about working conditions associated with the manifestation of potential problems. 
The quality of the material atmosphere influences them they create in their work. Physical or intellectual work is done in the environment of the employee choice. Working condition includes a good work area for all physical and social aspects. Organizational efficiency executives need to make new plans—an environment for improving employee efficiency. The organization shall provide an ergonomic workspace to improve the health of its employees. It also helps to secure insiders that the system can perform assigned tasks and measure labor productivity, system safety, and reliability.
[bookmark: _Toc85747845][bookmark: _Toc86340502][bookmark: _Toc194450740]
2.3.4 Empowerment and Employee Job Satisfaction
	Empowerment involves creating employee value and trying to get things done. Working alone is not an ongoing management intervention. Empowerment includes: the person believes that he has a unique ability to be fully applied. Employee goals empowerment is about improving the overall performance of an individual or organization and helping employees achieve their goals by allowing them to participate in decision-making to process. Employees review the work, identify and fix problems. According to Matino (2018), clear policies and procedures assist employees in understanding the goals of an organization. On the contrary, ambiguity is a major cause of dissatisfaction and upset customer satisfaction and high standards in the public and private sectors.
Approval must be initiated by senior management that include delegating decision-making authority to employees other than management. The internal level of the company’s employee involvement includes information sharing and employee relationships. It emphasizes a satisfactory improvement plan proposed by many experts. Organizational leaders need to provide important dynamics from ancient structures to the corporate culture of joint management and empowerment. Community organization implements a leadership development program or other mentoring program, managers must agree on collective decision-making and delegation of authority to employees. 

[bookmark: _Toc85747848][bookmark: _Toc86340505][bookmark: _Toc194450741]2.4 Review of Empirical Studies
	I & H Engineering Co., Ltd. (I & H) is the joint venture between Ministry of Construction, the Republic of the Union of Myanmar and I H I Pacific Pte. Ltd. It is established in February, 2016. Capital stock is USD 12,238,500. Shareholders are IHI Pacific Pte. Ltd. Is 60% and Department of Highways is 40%.  Total area is 65,727m2. Certificate of Incorporation and Registration got in 2015. Managing Director is Mr. Koichi Tokuda. Address is Plot No.3, Kalakone Village, Myaungdagar Steel Industrial Zone, Hmawbi Township, Yangon Region, The Republic of the Union of Myanmar. 
I & H Engineering Co., Ltd. (I & H) establish a solid leading position in the field of infrastructure development in Myanmar in collaboration with the Ministry of Construction and IHI Corporation, Japanese leading heavy industry manufacturer, as the production center for Precast Concrete Products, such as PC girder, PC Pile, Box Culvert, Building Component and others. They believe that they can manufacture their products with their strict quality control and supply their quality product to Myanmar Market. As a result, their products will support to improve the infrastructure in Myanmar. They also shall act as a main player of the development of roads and bridges in Engineering and Construction fields. They would like to contribute to the Economic development of Myanmar through their technology and realize the technical transfer to Myanmar.
The motto is “IHI Group realize your dreams.” I & H Company Mission is “We shall contribute to the development of Myanmar and shall develop the human resources through our technical transfer”.
	There are (8) departments in I & H Factory. They are Secretarial & PR Department, Administration & HR Department, Finance & Accounting Department, Marketing & Sales Department, Manufacturing Department, Production Control Department, Engineering Department and Health, Safety and Environment Department. There are 140 employees in Factory.
	Business Scope are (i) PC Spun Pile, (ii) PC Bridge Girder, (iii) Pre-cast and Pre-tensioned Bridge Slab, (iv) Building Components, (v) Box Culvert and (vi) Other Pre-cast Concrete Product.
First Bridge Project Constructed in Cooperation with Ministry of Construction (New Myaung Mya Bridge), Myaung Mya District, Ayeyarwaddy Region, Myanmar. Standard Specification is Japanese Industrial Standards (JIS). Bridge type is (Main) Steel Truss Bridge (Approach) 4 Post-tensioned Segmental I Girder. Total Length is 830m, (Main) 290m and (Approach) is 540m. I & H Factory has got the ISO 9001:2015 certificated in 2019. Factory use Main Equipment such as Castin as form works, Cutting and Heading Machine, Tension Jack, Spinning Machine, Auto-Cage Forming Machine and Vacuum Lift. The factory Main Equipment – Utility uses such as Boiler, Overhead Crane, Concrete Batching Plant, Suspension Crane, PC Girder Production and PC Panel Production.

[bookmark: _Toc85747846][bookmark: _Toc86340503][bookmark: _Toc194450742]2.5 Conceptual Framework of the Study
	The conceptual diagram shows how to get employees to job satisfaction; companies need to fulfill a variety of reward systems, including basic pay, training opportunities, working conditions, and empowerment.
This framework focuses on methods for measuring research variables. salary and benefits include daily requirements, salary and benefits, salary management, salary wage structure/system, and scale have increased—development opportunities, including training career advancement opportunities, career progression, introduction and orientation, and training policy. The work condition requires a satisfying workspace, sufficient light and heat management communication, clear goals, and relationships with friends who feel safe enough that the role is clear. Finally, power and participation utilize higher employee commitment, loyalty, understanding of employee satisfaction goals, and values employee participation.
    Independent Variables                                  Dependent Variable


	Training Program
Working Condition
Empowerment
Employee Job
Satisfaction
Pay & Benefits





Figure 2.2 Conceptual Framework
Source: Adopted by Geethika & Chandrika (2017)


[bookmark: _Toc194450743]CHAPTER THREE
[bookmark: _Toc194450744][bookmark: _Toc186929574]RESEARCH METHODOLOGY

This chapter discusses e methods of the study, it describes the research design, population and sampling design, data collection, data analysis, and finally the chapter concludes by describing the statistical procedure used to analyze the data to achieve the objectives of the study.

[bookmark: _Toc86340512][bookmark: _Toc194450745]3.1 Research Method
The research method is the way to approach to get at an answer in research question. This includes the procedure to collection data and how to analyze it.
Deep thinking through-out the research method is essential to reach at fruitful results that will grant to get correct answer in research question. Only with the prefect method can achieve the results with both reliable and valid. 
Practically, necessitate firstly draw up a research plan or design before start of collection data in thesis. 
Before selection the research method, should consider some questions:
1. What type of information do need to answer in the research question? 
A. Is the data numerical format (quantitative) or can it be mentioned in words form (qualitative)?
B. To consider intended to use previously collected data by others or collection by google base or others
2.Conducting experimental or descriptive research? Also need to consider how to measure the variables by means of effect of one variable on another in manageable environment by manipulating it, or measuring the variables in a natural setting.
3. To consider the quantity of participants to include in research. Depend on the case studies, analysis of one event or situation, the method should be different method to be drawn conclusions about a larger number of people.
It is the best way to plan about the data analysis in advance. Once data collection is completed, to analyze the data to get at concrete results. To be qualitative research, to adopt the analytical methods such as coding and categorization. Statistical tests should be conducted in quantitative research methods.
Quantitative research method
For quantitative research, numerical data are necessary and quantitative methods are frequently applied to enable to say something about large quantity of people or cases. These research methods, systematic analysis can be possibly made to perform and from that, statistically substantiated conclusions can be drawn.
Quantitative data give to check hypotheses, can be measured the effect of variable Y on variable X, or can be investigated numerical differences between groups.
To conduct the quantitative research, certain knowledge of statistics is important and require a somewhat more sample for quantitative research.
[bookmark: _Toc194450746]Qualitative research method
Qualitative research method, in this method, to get the collection of non-numerical data. Qualitative information are conversations, opinions, texts or observations. This will give a “Bright” picture of the phenomenon in the process of investigating.
Qualitative research is often adopted to examine a small quantity of sample. The advantage, is that it is usually possible to adjust the method in fine-tune based on insight gained as the project progresses. This is one of the disadvantages and more difficult in quantitative research.
The disadvantage in qualitative research is more difficult to generalize the data to multiple groups of people or various cases. Moreover, the analysis tends to be more difficult and as of researcher primary have to structure the data. It reflects difficulty to reproduce the research because to get the data and analysis technique are somewhat more flexible.	
This study employed a descriptive research design to examine the relationship between various factors influencing employee job satisfaction at the I & H Engineering Factory. Data were collected through structured surveys distributed to employees using Google Online Forms, ensuring efficient and accessible data collection. The collected raw data were analyzed using Statistical Package for the Social Sciences (SPSS) software. The study specifically investigated the impact of four key factors—pay and benefits, training programs, working conditions, and empowerment—on employee job satisfaction. The analysis aimed to identify significant relationships and provide insights into how these factors contribute to job satisfaction within the engineering plant. This methodological approach ensured a systematic and data-driven exploration of the research objectives.

3.2 [bookmark: _Toc70789056][bookmark: _Toc86340507][bookmark: _Toc194450747] Research Design
Research designs are classified widely as qualitative, quantitative, and mixed methods, and integrated with subtypes like correlational, descriptive, experimental, and diagnostic designs, each are designed for different research purposes. 
Below's a more detailed of design: 
1. Broad Categories: 
· Quantitative Research: 
Numerical data is more important and for the purpose of hypotheses test, statistical analysis needs and structure relationships between variables. 
· Qualitative Research: 
In-depth understanding, subjective experiences, social constructs are required to fulfil a topic through textual data. 
· Mixed Methods Research: 
Both quantitative and qualitative are assessment to accomplish a more comprehensive understanding to solve a research problem. 

2. Mostly used Types of Research Designs (Subtypes): 
· Descriptive Research: Target to describe the characteristics of a people density stayed in research area or phenomenon. 
· Correlational Research: Based on investigation the relationship between two or more data. 
· Experimental Research: Tackle variables to determine cause-and-effect inter-relationships. 
· Diagnostic Research: Workout the unseeable cause of a specific topic or phenomenon. 
· Exploratory Research: Workout based on little data of known topic, to explore familiarity or generate new opinion or ideas. 
· Action Research: To improve practice, Plan, Check and Action to be conducted. 
· Case Study: Includes an in-depth investigation of a specific private company or individual group, or situation. 
· Ethnography: Emphasize on the survey of a culture or cultural group through interaction individually or observation. 
· Longitudinal Research: Learning the same topic over a certain period of time. 
· Cross-Sectional Research: Gathering the data from a specific sample at a single point in time. 
· Historical Research: Review and analysis on past events, individuals, or documents. 
· Phenomenological Research: Upon a specific phenomenon, exploring the experiences of individuals those are related.
· Grounded Theory: Foster a theory based on the information collected from respondents or participants
This study implements a descriptive study design. This may result in interlocutors seeking employee feedback on a variety of topics as part of their research. Provide data-based on comments and analyze their memory. This research uses descriptive research to answer questions about who, what, when, where, how. Descriptive design techniques provide quantitative information from crossovers part of the sampled population (Sirisilla, 2023). Research also allows researchers to create statistical recommendations for results based on more population and actual conditions. This improves the external credibility of the survey.

[bookmark: _Toc70789060][bookmark: _Toc86340511][bookmark: _Toc194450748]3.3 Data Collections Method
[bookmark: _Toc70789061]In a company or business, to make best sales or productivity, before making decisions these objectives, for the aim of analyzing, data will be collected. This collected data will assist in making some decisions about the performance of a specified business. Thus, data collection is essential to analyze the improvement of a business unit, solving a crisis and handling assumptions about specific things when required. Before proceeding into the methods of collection data, should emphasize what data collection is and how it can apply in various fields.
In Statistics, data collection is a procedure of gathering data from all the respective sources to find a solution to the research problem. It helps to figure out the results of the problem. The data collection methods allow a respondent to decide an answer to the relevant question. In some of the organizations adopt data collection methods to make assumptions about upcoming probabilities and trends. Once the data is received, it is necessary to run in the data organization process.
The main source of data can be categorized into two types, namely primary data and secondary data. In primary data collection in any research or business process helps to determine many important issues about the company, particularly the staff performance. So, the importance of data collection process plays an important matter in all the streams. Upon the type of data, the data collection method is classified into two categories namely,
· Primary Data Collection methods

[bookmark: _Toc194450749]3.3.1 Primary Data Collection Methods

Primary data or also known as raw data is a type of information that is available directly from the first-hand source through ground surveys, experiments, or observations. The data collected as a way of method of primary is further classified into two types. They are
· Quantitative Data Collection Methods
· Qualitative Data Collection Methods
Quantitative Data Collection Methods
It is the method that work out based on mathematical calculations using kinds of formats like close-ended questions, mean, correlation and regression methods, median or mode measures. This method is less in expense than qualitative data collection methods and it can be adopted in a short duration of time.

Qualitative Data Collection Methods

It is different with first method and does not include any mathematical calculations. This method is closely related with elements that are not possible to quantify. But in qualitative data collection method exists face to face interviews, observations, questionnaires, case studies, etc. There is numeral of methods to gather this type of data. They are;
Observation Method
It is related with behavior science to be applied when study and systematically planned is necessary in this method and objective to many controls and checks. The three different types of observations are:
· Structured observation and unstructured observation
· Controlled observation and uncontrolled observation
· Respondents, non-respondents and disguised observation
Interview Method
The interview method is way of collecting data in the form of verbal responses. It is accomplished in two ways, such as
· Face to Face Interview – In this method, interviewer or researcher is required to ask questions face to face to the other person. The personal interview can be well structured or non-structured, direct questioning, focused conversation, etc.
· Tele-conversation Interview – In this method, a research or interviewer get information by calling people on the telephone to ask the questions or opinions, views, verbally.
Questionnaire Method
In this method, the set of questions are sent to the respondent email. Respondent should read, answer and subsequently send back to the questionnaire. The questions with answers are printed in orderly on the form. The following features should be in the good survey form:
· Short, simple and understandable
· Should all questionaries be logical
· Provide proper and enough space for answers
· Avoid technical impression
· Should have good in visibility such as color, quality of the question paper to attract the attention of the participant
[bookmark: _Toc194450750]3.3.2 Secondary Data Collection Methods

Secondary data is data collected not by actual user but arranged by someone. So that the data is already available, and someone support and analyses it. The secondary data includes media, internet, magazines, books, newspapers, journals, etc. These data may be either published data or unpublished data.
Published data can get in various resources including
· Government publications
· Public memo
· Historical and statistical documents
· Business documents
· Technical and trade journals
Unpublished data includes
· Draft
· Letters
The quantitative research approach was used for collecting data.  Primary data was collected from employees of the I & H Engineering Factory method used in this research with structured questionnaires. The secondary data are collected from previous research, textbook, websites, and published journals and articles. A well structural questionnaire was designed and distributed through face-to-face interaction and the google forms online method. The question was divided into three parts. The part A was a survey of demographic factors such as gender, education level, monthly income amount, job position level, work experience, and age. The part B consisted of a questionnaire on basic pay, training program, working condition and empowerment. The part C consisted of a job satisfaction questionnaire. Questionnaires are designed to achieve the research goals.
3.3 [bookmark: _Toc194450751]Sampling Method  

Sampling is the chosen of subjects in a statistical survey to represent a larger population. Because checking every participant of a given population isn’t always easy, researchers consider selection samples to make testing more effective and effective in cost wise. Upon the sampling data can have a significant impact accuracy on the quality of the study output. The following criteria determine a sample's efficacy:
· Accuracy: All the samples should be free from influence and bias from both researchers and participants.
· Precision: Samples should be provable answers when researchers are asking to the specific question. Answers should be logical and be appropriate to the study.

Mainly there are two fundamental categories:
· Probability sampling: In probability sampling, researchers can work out the probability of any single participant in the specified population being chosen for the study. These studies help greater mathematical precision and analysis.
· Nonprobability sampling: In nonprobability sampling, researchers cannot work out the probability of specified population being chosen in the study for individuals within the population. These samples cannot be trustful and lower in accuracy and less representative of the larger population.
Five types of probability sampling 

Under here are the five types of probability sampling adopted by researchers:

[bookmark: _Toc194450752]3.4.1 Simple random sampling

Researchers may also choose computer software that can give random numbers from a set. By using random sampling method, influence and bias by researchers in participant selection will be less opportunity. But, accuracy in random sampling has some barriers because necessitate a proper list of every potential respondent. 

[bookmark: _Toc194450753]3.4.2 Stratified sampling

Stratified sampling involves dividing the participants into groups specifically, or strata. This method targets to collect the samples more representative of the population. Several groups are incorporated in this study. To make a representative sample, simple random sample from each stratum is required in this sampling. For example, in population if there are 350 males and 650 females, researchers can choose 65 female participants and 35 male participants using by random sampling to take out a representative sample of 100 participants and divide strata into categories, including: age, gender, income and profession.

[bookmark: _Toc194450754]3.4.3 Systematic random sampling

When researchers refer either a list or choose a certain subgroup as study participants or both, it is called Systematic sampling. For example, in a list of 250 respondents in a population and every fifth person would be used as a study participant. Systematic sampling helps to remove bias and more easier to achieve than random sampling. But systematic sampling varies from simple random sampling because the systematic method doesn’t provide the same probability of being chosen for every respondent of a population.

[bookmark: _Toc194450755]3.4.4 Cluster sampling

When researcher is dividing a certain population into groups, or clusters, it is called Cluster sampling. Researchers select clusters to apply in their study randomly, and every participant of each cluster takes part in the study. Cluster sampling vary from strata sampling because some clusters are not able to represent in the final sample and whereas researchers make reference members from every stratum using the method by stratified sampling.

[bookmark: _Toc194450756]3.4.5 Multistage sampling

Multistage sampling happens when researcher follow the different sampling methods at different steps of the same study and favor in for large population sizes. This sampling method is based on large population and it's difficult to list every person in the large population and at start stage, create clusters in stage one for each state or geographic region, like northwest, southwest, southeast, northeast. In the next step, divide these clusters into strata and select random samples from each stratum.

[bookmark: _Toc194450757]3.5 Four types of nonprobability sampling

Under here are four examples of nonprobability sampling:
[bookmark: _Toc194450758]3.5.1 Convenience sampling

In this type of sampling, researchers choose the people randomly as testing subjects. For example, a researcher may take sample a group of people either travelling or walking by on a street. This type of sampling is efficient in both cost and time for researchers and can accumulate participants to sample relatively fast. 

[bookmark: _Toc194450759]3.5.2 Quota sampling
When researchers create a sample based on predefined traits it is called quota sampling. For example, the researcher invite a group of respondent who are all aged 60 or older. This helps researchers to easily can collect data from a specific demographic. 

[bookmark: _Toc194450760]3.5.3 Judgmental sampling
In judgmental sampling, the researcher decides the research subjects by his own experience and responsible for selecting individuals who they are supposed would be a positive attribute to the research. To create the sample, researchers may query proposed individuals a few questions concerning to the study and then conclude based on their answers. 

[bookmark: _Toc194450761]3.5.4 Snowball sampling
When sampling time, sometime it is difficult to gather the people, researchers use snowball sampling method. To gather people to survey, researchers may query the test subjects with contact hand phone number, address and nominate others colleague to take part in the study. While it is an effective way to gather participants, but a lot of factors of the selected group more difficult to control. 
The proposed study uses descriptive and logical statistical methods to analyze job satisfaction at the I & H engineering Factory. This study applied a quantitative method using primary and secondary data. Simple sampling is one of the probabilistic methods used to select the sample size from the targeted population. Participants in this study are employees of I & H Engineering Factory, which has approximately 140 employees. 
				 
Where s= require a sample size 

X2 = the table value of chi-square for 1 degree of freedom at the desired confidence level (3.841). 
N = the population size. (140 number employees in the I & H Engineering) P = the population proportion (assumed to be .50 since this would provide the
maximum sample size). 
d = the degree of accuracy expressed as a proportion (.05).
	Using this formula, 103 employees used a structured survey to ask about their job satisfaction using the online Google Forms method. This study uses a simple sampling technique to collect data from the factory. Questionnaires are used in this study as a tool for gathering information because the response rate is improved.

[bookmark: _Toc191057281][bookmark: _Toc194450762]3.6 Ethical Consideration  

Ethical consideration is very important in research and in this research, respondents participate voluntary and agree at the time of data collection. During data collection, researchers adhere to ethical principles and to build trust, participants rights, avoiding unfairness and maintaining objectivity, respect, securing the participants` rights, privacy and well-being.
Below are the main ethical considerations in research: 

[bookmark: _Toc194450763]3.6.1 Respect for participants or respondents: 
· Consent from participants: 
Participants or respondents must be fully explained about the research, including its main purpose, collection method, step by step explanation, procedures, major risks, and benefits, before getting consent to participate. 


· Self-Voluntary Participation: 
Participation or respondents   should be self-voluntary, with participants or respondents have the right to withdraw at any time without fine or penalty. 
· Confidentiality and Anonymity: 
Protecting the personal information of participants by keeping their data as secretly and securing the anonymity. 
· Minimum of Participants Harm: 
Researchers must consider and take steps to minimize any possible harm of participants in physically and psychological. 

[bookmark: _Toc194450764]3.6.2 Integrity and Honesty: 
· Importance in Reporting: Researchers must key in any finding in their report correctly and accurately, avoiding any correction in data, falsification.
· Objectivity: Researchers should be careful the objectivity in their research, mindfully examining their work and not to bias among the participants
· Transparency: Be transparent upon participants about the research procedure, methods, and findings. 

[bookmark: _Toc194450765]3.6.3 Justice and Fairness: 
· Equitable Approach: 
To be ensure that research results are distributed equitably and that are not disproportionate burden in vulnerable populations
· Fair Behavior: 
Should be well manner all participants fairly, regardless of their personal background profile or characteristics. 

[bookmark: _Toc194450766]3.6.4 Specific Considerations: 
· Research with Human Subjects: 
Follow to ethical instruction and regulations specific to research involving human participants, those are outlined by institutional review boards (IRBs). 
· Research with Animals: 
If animals are involved in research, follow ethical instructions and regulations to ensure the welfare of the animals. 
· Data Security: 
To protect the confidentiality and security of research data preventive measures must be implemented in advance.
· Conflict of Interest: 
Disclose any possible conflicts of interest that could lead the integrity of the research. 
· Feed Back to Participants: 
Looking for the ways how to distribute the finding of the research with participants, in case if the research has implications or mistaken for their lives or communities
















[bookmark: _Hlk188470866][bookmark: _Toc194450767]CHAPTER FOUR
[bookmark: _Toc194450768]RESEARCH FINDINGS AND DISCUSSION

	 This chapter presents the analysis of the collected primary data from respondents. The analysis results were presented in tables and figures. Frequency distributions and percentages, mean scores, and standard deviation have been used to analyze the collected data. The major findings are briefly presented and discussed accordingly.
[bookmark: _Toc194450769]4.1 Demographic Characteristic of the Respondents

Demographic characteristics of respondents in research area refer to the attributes that show the population being involved in ethnicity, age, gender, salary (Income), educational status, and occupation. 
Below are more sophisticated of demographic characters: 
Common Demographic Characteristics: 
· Age: The respondents age can be described as a range (e.g., 18-25, 26-35) or age groups in specifically  
· Gender: This can involve binary (male/female) or more detail options. 
· Ethnicity/Race: Respondents cultural and type of racial . 
· Salary (Income): Monthly salary range can be presented in demographic characteristics  
· Education: Educational level of individual respondents can be presented and include the highest level of education accomplished,  bachelor's degree, diploma, high school, vocational school, etc. 
· Occupation: Various type of respondents and occupation will be unemployment to professional of the respondents. 
· Marital Status: Married or single, divorced, etc. can present in research categories.
	
To achieve the objectives of the study, 103 respondents were collected using the online survey tool Google Forms in this study. Demographics Characteristic of the respondents are shown in the table below with relevant explanations.

[bookmark: _Toc194450770]4.1.1 Gender
	An attempt was made to analyze the gender of the respondents during the study. The results are shown in the following table 4.1.
[bookmark: _Hlk190462558]Table 4.1 Gender of Respondents
	Gender
	Frequency
	Percentage (%)

	Male
	84
	81.6

	Female
	19
	18.4

	Total
	103
	100


 Source: Survey Data, 2025
Table 4.1 presents the gender distribution of employees in the I & H engineering company, revealing a significant gender imbalance within the workforce. The majority of respondents (81.6%) are male, while only 18.4% are female. This aligns with global trends in the engineering sector, where traditionally, male employees outnumber female employees due to factors such as societal perceptions, industry norms, and fewer women pursuing engineering careers. The high male representation suggests that the company operates within a typical engineering industry structure where men dominate technical and operational roles. The relatively low percentage of female employees (18.4%) indicates gender disparity in the organization. This could be due to various factors, including barriers to entry, workplace culture, or fewer women applying for engineering-related positions. However, the presence of female employees, though limited, suggests that the company does have some level of gender diversity, potentially in administrative, project management, or support roles.

[bookmark: _Toc194450771]4.1.2 Age
	Employee ages are divided into four categories: under 30 years, 31 - 40, 41-50 and over 50 years. Table (4.2) displayed the result. Respondents' ages were analyzed in the following: 



[bookmark: _Hlk190462608]			Table 4.2 Age of Respondents				
	Age (Years)
	Frequency
	Percentage (%)

	Under 30 Years
	65
	63.1

	31 - 40
	26
	25.2

	41 - 50
	11
	10.7

	Over 50 Years
	1
	1

	Total
	103
	100


Source: Survey Data, 2025
Table 4.2 presents the age distribution of employees at I & H Engineering Company, offering insights into workforce demographics generational representation, and potential HR implications. A majority (63.1%) of employees are under 30 years old, indicating that the company has a predominantly young workforce. This trend is common in engineering firms that rely on fresh graduates and early-career professionals for technical and field-based roles. 25.2% of employees belong to the 31–40 years age group, representing a critical segment with both experience and technical expertise. These employees likely hold supervisory or managerial positions, bridging the gap between junior engineers and senior leadership. Only 10.7% of employees fall within the 41–50 years category, and just 1% are over 50 years old. The low representation of senior professionals may indicate a lack of long-term career retention or an emphasis on younger employees for physically demanding roles.

[bookmark: _Toc194450772]4.1.3 Working period of Respondents
	The table 4.3 presents the distribution of employees based on their tenure within the organization.
[bookmark: _Hlk190462640]Table 4.3 Working Period of Respondents
	Working Period
	Frequency
	Percentage (%)

	1 - 3 Years
	33
	32

	3 - 5 Years
	30
	29.1

	5 - 7 Years
	24
	23.3

	Over 7 Years
	16
	15.5

	Total
	103
	100


Source: Survey Data, 2025
The majority of employees (61.1%) have been with the organization for five years or less. Specifically, 32% have 1–3 years of experience, and 29.1% fall within the 3–5 years category. This suggests that while the organization successfully attracts employees, retention beyond five years may be a challenge. A significant portion of employees (23.3%) have a tenure of 5–7 years. This indicates that a substantial number of employees remain with the company beyond the initial years, possibly due to job stability, internal growth opportunities, or improved benefits over time. Only 15.5% of employees have remained for more than seven years. This suggests that long-term commitment is relatively low, which may indicate factors such as retirement, career shifts, or a lack of long-term incentives. 

[bookmark: _Toc194450773]4.1.4 Education Level of Respondents
	Employee ages are divided into five categories: middle school, high school, under graduated, graduated and Master / PhD. A table (4.4) and a figure (4.4) are displayed result, respectively. Respondents' education was analyzed in the following:
[bookmark: _Hlk190462677]Table 4.4 Education Level of Respondents
	Education Level
	Frequency
	Percentage (%)

	Middle School
	41
	39.8

	High School
	27
	26.2

	Under Graduated
	3
	2.9

	Graduated
	30
	29.1

	Master / PhD
	2
	1.9

	Total
	103
	100


Source: Survey Data, 2025
	The table presents the educational background of employees at I & H Engineering Company, providing insights into workforce qualification levels. A significant majority (66%) of employees have either middle school (39.8%) or high school (26.2%) education. This suggests that a substantial portion of the workforce consists of technical staff, field workers, or support roles that may not require higher education qualifications. 29.1% of employees have graduated with a bachelor’s degree, likely holding engineering, technical, or administrative positions. This percentage reflects a reasonable presence of formally trained engineers within the company. However, for an engineering firm, an increase in highly educated professionals could strengthen technical expertise and innovation. Only 1.9% of employees have a Master’s or PhD, indicating a limited number of highly specialized professionals in research, advanced engineering, or leadership roles. The lack of advanced degree holders might impact innovation, strategic planning, and technical problem-solving capabilities.

[bookmark: _Toc194450774]4.1.5 Monthly Income Amount of Respondents
[bookmark: _Hlk190462705]The table 4.5 provides an overview of the monthly income distribution of employees at I & H Engineering Company, offering insights into wage structure, income disparity of the employees. 

Table 4.5 Monthly Income Amount of Respondents
	Monthly Income Amount
	Frequency
	Percentage (%)

	Less than 400,000
	43
	41.7

	400,000 – 800,000
	39
	37.9

	800,000 – 1,200,000
	4
	3.9

	1,200,000 – 1,600,000
	5
	4.9

	1,600,000 – 2,000,000
	5
	4.9

	2,000,000 – 3,000,000
	6
	5.8

	Over 3,000,000
	1
	1

	Total
	103
	100


      Source: Survey Data, 2025
A significant portion (79.6%) of employees earn less than 800,000 MMK per month. Specifically, 41.7% earn below 400,000 MMK, while 37.9% fall within the 400,000 – 800,000 MMK range. This suggests that a large proportion of the workforce consists of entry-level or lower-skilled employees, possibly in field operations, support roles, or junior engineering positions. The company may need to assess whether these wages align with industry standards and living costs to maintain employee satisfaction and reduce turnover. Only 20.4% of employees earn above 800,000 MMK, indicating that mid-to-senior-level roles are limited or concentrated among a few individuals. The proportion of employees earning between 800,000 – 2,000,000 MMK is just 13.7%, suggesting limited career progression opportunities for a large portion of the workforce. Only 6.8% of employees earn more than 2,000,000 MMK per month, with just one employee (1%) earning over 3,000,000 MMK. This indicates that highly compensated positions, such as senior engineers, managers, or executives, are very limited within the company.

[bookmark: _Toc194450775]4.1.6 Job Position Level of Respondents
	From the perspective of job level analysis of the interviewee, there are three levels of work: lower-level management, middle level management and upper-level management. Table 4.6 shows the results of the job position analysis of the interviewees.

	Job Position Level
	Frequency
	Percentage (%)

	Lower-Level Management
	80
	77.7

	Middle Level Management
	19
	18.4

	Top Level Management
	4
	3.9

	Total
	103
	100



[bookmark: _Hlk190462743]Table 4.6 Job Position Level of Respondents
      Source: Survey Data, 2025
[bookmark: _Hlk190462758]   	The table describes the distribution of employees across different management levels at I & H Engineering Company, offering insights into the organizational structure and workforce hierarchy. The majority of employees (77.7%) belong to the lower-level management category, which likely includes supervisors, team leads, engineers, and technical staff responsible for day-to-day operations. This suggests that the company has a large operational workforce, which is expected in the engineering sector, where project execution and fieldwork require a high number of technical personnel. 18.4% of employees hold middle management positions, which may include department heads, senior engineers, and project managers. This segment plays a crucial role in bridging the gap between lower-level employees and senior leadership, overseeing projects, managing teams, and implementing strategic plans. Only 4 employees (3.9%) are in top-level management, indicating that decision-making authority is concentrated among a small group of executives or directors. While a lean leadership structure can promote efficiency in decision-making, it may also indicate limited leadership development opportunities for employees aspiring to reach higher positions.
[bookmark: _Toc194450776]4.2 Analysis of the Measurement Reliability
	For the reliability of the study, Cronbach's coefficient α is calculated to determine the reliability scale. The probe is used to determine the level at which the design is used. If the value is 0.7 or higher, Cronbach's alpha is reliable (Jr., 2017).
[bookmark: _Hlk70694434][bookmark: _Hlk190462773]Table 4.7 Reliable Analysis of Variables
	Variables
	Item
	Cronbach's Alpha

	Pays & Benefits
	10
	               0.950

	Training Programs
	10
	                0.816

	Working Conditions
	10
	                0. 748

	Empowerment
	10
	                0. 940

	Job Satisfaction
	10
	                0. 857


      Source: Survey Data, 2025
	The table demonstrates that all the constructs in the current study have acceptable to excellent levels of reliability, as indicated by their Cronbach's Alpha values. All values are above the commonly accepted threshold of 0.7, which is a good sign for the internal consistency of the measurement scales. The constructs with the highest reliability are "Pays & Benefits" (0.950) and "Empowerment" (0.940), suggesting that these scales are particularly robust. "Working Conditions" has the lowest reliability (0.748), but it is still within the acceptable range. The results showed that the questionnaire had a high degree of internal consistency. Queries and variables are robust, stable, and reliable. Therefore, the reliability of the questionnaire and variables was good. The high reliability of the constructs strengthens the validity of findings, as it suggests that the measurement tools in the current study are consistent and dependable.

[bookmark: _Toc194450777]4.3 Descriptive Result of Research

	All dimensions of the study were measured using a 5-point Likert scale (1 – Strongly Disagree, 2 - Disagree, 3 – Neither Agree nor Disagree, 4 – Agree, 5 – Strongly Agree).


[bookmark: _Toc194450778]4.3.1 Pay & Benefits 
Pay and benefits" is worker has the right to receive the monetary and non-monetary rewards from his or her employer in exchange for their work, like medical insurance, encompassing salary, yearly bonuses, retirement contributions, and other perks. 
Pay and benefit is detailed as below: 
· Pay (or Compensation): 
Pay consist with salary, wages, bonuses, and commissions and employee has entitlement to receive from employer as direct financial remuneration for their work.
· Benefits: 
Benefits are non-monetary rewards like health insurance, paid time off, retirement plans, and other advantages to be provide by employer. 
· Importance is competitive compensation and benefits package like health insurance, retirement plan, annual leave, paternity leave, maternity leave and child care leave are more attractive to retain the good worker and gain in employee motivation and result the productivity and positive work environment. 
This survey asks a total of ten questions to understand the perception of respondents on the pay & benefits of I & H Engineering Factory. Table (4.8) provides a descriptive analysis of pay & benefits.
[bookmark: _Hlk190462803]Table 4.8 Descriptive Analysis on Pay & Benefits
	No
	PAY & BENEFITS
	Mean
	 SD

	1
	Salary/Wages offered by this organization are appropriate for my needs. 
	4.15
	0.429

	2
	My salary/wage is fair for my tasks, duties and responsibilities.
	4.14
	0.421

	3
	The rewards match with my effort.
	4.10
	0.432

	4
	The reward has a positive effect on the workplace.
	4.08
	0.388

	5
	I am ready to increase my effort to gain the reward.
	4.10
	0.409

	6
	My organization has very fair incentive practices, aimed at rewarding employees who accomplish their goals.
	4.11
	0.418

	7
	My organization provide benefits that compare favorably in the same sector.
	4.07
	0.377

	8
	My organization provides excellent benefits and welfare facilities.
	4.11
	0.394

	9
	My organization provides all the allowances and advances on time.
	4.21
	0.435

	10
	I am being paid fairly in comparison to others in my organization.
	4.11
	0.418

	Overall Mean
	4.118


Source: Survey Data, 2025
	As a result of the analysis, the overall mean score for the 10 items related to pay and benefits is 4.118, which indicates that employees in the company generally have a positive perception of the pay and benefits offered by the I & H. This suggests that the company is doing well in terms of compensation and benefits, which is a strong indicator of employee satisfaction in this area. All items have mean scores above 4.0, which indicates that employees strongly agree or agree with the statements related to pay and benefits. This reflects a high level of satisfaction among employees regarding their compensation, incentives, and benefits. The highest Mean value for the statement "My organization provides all the allowances and advances on time" with Mean = 4.21, SD = 0.435, indicating that employees are particularly satisfied with the timeliness of allowances and advances. This is a positive sign, as timely financial support is often a critical factor in employee satisfaction. However, the statement "My organization provide benefits that compare favorably in the same sector" has the lowest mean score (Mean = 4.07). While this is still a high score, it suggests that employees perceive the organization's benefits as slightly less competitive compared to other companies in the same industry. This could be an area for improvement to ensure the organization remains attractive to current and potential employees. 

[bookmark: _Toc194450779]4.3.2 Training Programs
This survey asks a total of ten questions to understand the perception of respondents on the training and development provided by the I & H Engineering Factory. Table (4.9) provides a descriptive analysis of training and development program.

	[bookmark: _Hlk190462843]No
	TRAINING & DEVELOPMENT
	Mean
	 SD

	1
	My organization provides training opportunities for me to extend my range of skills and abilities. 
	4.05
	.325

	2
	I am provided with all trainings necessary for me to perform my job.
	4.03
	.327

	3
	Training provided by this organization can build my confidence and motivation.
	4.00
	.343

	4
	I get the opportunity to discuss my training needs with my organization.
	3.95
	.380

	5
	My organization is interested in personal and professional development.
	4.05
	.216

	6
	I get the training from my organization for my next promotion.
	3.75
	[bookmark: _Hlk190075920].458

	7
	I have learned many new job skills in this position.
	4.03
	.260

	8
	I have adequate opportunities to develop my professional skills.
	4.02
	.313

	9
	There is a clear view of training & development objective in conducting training program in the organization.
	4.00
	.243

	10
	The training provided by my organization helped me to improve and job quality and quantity.
	4.02
	.242

	Overall Mean
	3.99


Table 4.9 Descriptive Analysis on Training Programs
Source: Survey Data, 2025
	According to the result, the overall mean score for the 10 items related to training and development is 3.99, which indicates that employees generally have a positive perception of the training programs offered by the organization. This suggests that the company is doing well in providing training and development opportunities, which is crucial for employee growth and organizational performance. Respondents preferred “My organization provides training opportunities for me to extend my range of skills and abilities” and “My organization is interested in personal and professional development” based on general analysis results. Employees are very satisfied (Mean = 4.05) while “I get the training from my organization for my next promotion” (Mean = 3.75, SD = 0.458) have the low impact on job satisfaction. It was found that the company’s strengths include job-specific training, personal and professional development support, and skill-building opportunities. However, promotion-oriented training and communication regarding training needs could be improved to enhance employee satisfaction and career growth. It suggests that employees perceive a slight gap in training programs specifically aimed at preparing them for promotions. 
[bookmark: _Hlk190202491]	This could be an area for improvement to ensure employees feel adequately prepared for career advancement. This study shows that “productivity is directly reply on skills and ability of worker and always support training opportunities to all workers. All workers have a dream to visit abroad and oversea training, is rare opportunities in comparison among others local companies and it can help in employee retention. Vice versa, effective training can reduce the production errors, rework and improve competency and save the production costs. Promotion is evaluated based on experience, performance, skills, attitude, seniority, team work, recommendation from supervisor, position available and economic of business. The probably of promotion is reply on many factors, but the workers also understand that by gaining the new technical knowhow, can get high salary in other company.  “Employee training from my organization for my next promotion has the low impact on job satisfaction as personal and professional development.

[bookmark: _Toc194450780]4.3.3 Working Conditions
Working conditions consist the environment at surrounding work place, including physical aspects, like circumstances of hazards , pollution, occupational health and safety, working time, compensation, and organizational culture, all of these dramatically worsen the employee well-being and productivity. 
What kind of factors influence in working conditions are described as below: 
Key factors of Working Conditions: 
· Physical Environment: 
This involves the actual surroundings in which work is carried out, such as workspace layout (accessibility to work area, confine space, machine orientation, office desk layout, modernized furniture), automatic machines and available of supportive tools, advance technology machines and environmental impacts (noise pollution, air pollution, cleanliness). 
· Health and Safety Measures: 
To ensure worker safety, protocols and equipment must be equipped and utilized the identification and reduction of occupational hazards. 
· Work Hours and Schedule: 
Working plan and hours of work periods, managing the rest hours and work-life balance. 
· Workload and Tasks: 
The volume of work and hardness of tasks assigned based on skill development, knowledge and existing knowledge. 
This survey asks a total of ten questions to understand the perception of respondents on the working condition provided by the I & H Engineering Factory. Table (4.10) provides a descriptive analysis of working condition.
[bookmark: _Hlk190462875]Table 4.10 Descriptive Analysis on Working Conditions
	No
	WORKING CONDITIONS
	Mean
	SD

	1
	My working condition here are generally good for me.
	4.03
	0.327

	2
	My health has not suffered as a result of working for this organization.
	4.05
	0.257

	3
	I always feel safe working here under theses condition.
	4.03
	0.260

	4
	My organization has a comfortable workplace, proper lighting, sound, thermal environment usability issues and office equipment.
	4.09
	0.284

	5
	My organization has ergonomic office space design.
	4.10
	0.329

	6
	I like the people I work with. 
	3.44
	0.518

	7
	The organization rules make it easy for me to do a good job.
	4.08
	0.388

	8
	Internal communication seems good within this organization.
	3.42
	0.515

	9
	I have an accurate written job description.
	4.11
	0.310

	10
	My organization provide enough health and safety facility in the workplace. 
	4.10
	0.298

	Overall Mean
	3.945


Source: Survey Data, 2025
The descriptive analysis of working conditions at I&H Engineering Factory evaluates employees' perceptions based on various factors such as workplace environment, safety, communication, and interpersonal relationships. According to the findings, the overall mean score of 3.945 indicates a generally positive perception on working conditions provided by the company, though some areas need improvement. The highly rated aspects include ergonomic office design, job role clarity, workplace safety, and health facilities, demonstrating strong management attention to employee well-being and structured work environments.  The results showed that " I have an accurate written job description" (Mean = 4.11, SD = 0.310) has a high impact on the working conditions. However, interpersonal relationships (3.44) and internal communication (3.42) received lower scores, suggesting potential areas for improving workplace culture and communication efficiency. This study shows that " employee knows their tasks clearly by giving accurate job description and focus on their ability and accomplish the jobs well. Also confident in work, less in tension, minimize the conflicts and misunderstanding among the co-workers. Not necessary to do the extra jobs, tends to a better work life balance between work and personal life. Besides, their skills and knowledge making easier to develop professionally.  But in job, not to make any mistake, timely accomplish of the job and sometime encounters conflict between the employee.  Misunderstanding, arguing, complaining occurs among the employee. But “Internal communication seems good within this organization.” will not affect the working condition and low impact on job satisfaction.
 
[bookmark: _Toc194450781]4.3.4 Empowerment
This survey asks a total of ten questions to understand the perception of respondents on the empowerment allowed by the I & H Engineering Factory. Table (4.11) provides a descriptive analysis of empowerment.
[bookmark: _Hlk190462909]Table 4.11 Descriptive Analysis on Empowerment
	No
	EMPOWERMENT
	Mean
	SD

	[bookmark: _Hlk190077358]1
	I feel encouraged by my supervisor to offer suggestions and improvements. 
	4.05
	0.429

	2
	The management makes changes based on my suggestions and feedback.
	3.55
	0.837

	3
	My organization has proper allocation of works.
	3.99
	0.454

	4
	I have the opportunity to use new skills which can increase the value of my job.
	3.70
	0.624

	5
	I can make changes on my job whenever I want.
	3.40
	0.732

	6
	My superiors always delegate the authority and allow freedom to do my job.
	3.74
	0.593

	7
	I am allowed to be creative when I deal with problems at work.
	3.50
	0.726

	8
	I have a lot of control over how I do my job.
	3.44
	0.536

	9
	I have the authority to correct problems when they occur.
	3.50
	0.765

	10
	I am encouraged to handle job-related problems by myself.
	3.72
	0.617

	
	Overall mean
	3.66
	


Source: Survey Data, 2025
	The descriptive analysis of employee empowerment at I&H Engineering Factory reflects how much autonomy, decision-making ability, and support employees experience in their roles. The results show a mix of positive perceptions and areas for improvement, with some aspects of empowerment rated significantly lower than others. According to the survey, the results showed that “I feel encouraged by my supervisor to offer suggestions and improvements" has the high impact (Mean = 4.05, SD = 0.429), which means the employees have positive perception on supervisors while " I can make changes on my job whenever I want" (Mean = 3.40, SD = 0.732) indicates encouraging is essential for effective productivity, motivation, recognition at work and satisfaction in jobs. By encouraging, employee confident in work, remain in company for longer years, building team work, innovation and creativity. Because of encouraging, innovation and creativity inside company and it is highly impact of company growth and employee job satisfaction. But employee can’t make changes as they like because every company have the internal organization set up, guide lines, specific tasks for individual employee. Because of changes, disrupting the work procedure, safety hazards, defect and others unforeseeable incident will lead to inconsistencies and operational risks. Management also will not allow for changes whenever employee want. As conclusion, “I can make changes on my job whenever I want" will not affect the working condition and has less impact on job satisfaction.
[bookmark: _Toc194450782]4.3.5 Job Satisfaction
Job satisfaction can define the degree of positive emotional state of an employee experience when feeling satisfied and fulfilled with their working place, encompassing aspects like the job itself, work culture, and enjoyment with colleagues. 
Some major aspects of Job Satisfaction: 
· Nature of the work: the work is full with challenging or attraction, and meaningful
· Work environment: workplace positive, safe, and supportive to productivity
· Company culture: company's standards and practices tally with the employee's expectation and beliefs 
· Relationships with colleagues: Status of  relationship among worker and positive supportive each other
· Compensation and benefits: salary or wages is comparative with other company, incentive, promotion and benefits  
· Work-life balance: working time is feasible and able to spend leisure time for family and personal awareness 
· Career advancement opportunities: Improvement of technology knowhow and have chances for learning new experiences inside company 
· Recognition and appreciation: Superior recommendation and appreciation about any effort and contribution 
· Intrinsic and Extrinsic Factors: Satisfaction upon the worker enjoyment in work by self and enjoyment due to pay, benefit, incentive and others attractive things like location of work, providing meals.  
Importance fact is to increase the productivity, reduced turnover rate and longer engagement in work, Higher job satisfaction is very important in company. 
This survey asks a total of ten questions to understand the job satisfaction of employees in the I&H Engineering company. Table (4.12) provides a descriptive analysis of job satisfaction.
[bookmark: _Hlk190462966]
Table 4.12 Descriptive Analysis on Job Satisfaction
	No
	Job Satisfaction
	Mean
	SD

	1
	I like doing the things I do at this organization.
	3.92
	0.499

	2
	All in all, I am satisfied with my jobs.
	3.98
	0.342

	3
	I feel that my job here is very meaningful.
	3.93
	0.426

	4
	I feel a sense of pride in doing my job.
	3.97
		0.3820.0000	   0.382

	5
	I feel my job is enjoyable.
	3.95
		0.380	   0.380

	6
	I would recommend this organization to other workers as a good place to work.
	3.75
		   0.458

	7
	I am sure to make a greater effort to success this organization.
	4.04
		0.311	   0.311

	8
	I am being happy to work at this organization until retire.
	3.42
		   0.515

	9
	I am satisfied to continue working at this organization.
	4.00
		   0.343

	10
	I get a feeling of accomplishment from my job.
	4.02
		   0.342

	Overall Mean
		               3.898


Source: Survey Data, 2025
According to the survey, the overall mean score of 3.898 indicates a generally positive level of job satisfaction, though some areas could benefit from further attention. The results showed that “I am sure to make a greater effort to success this organization " has the high impact (Mean = 4.04, SD = 0.311), which means the employees are satisfied in current position and facilities while " I am being happy to work at this organization until retire" (Mean = 3.42, SD = 0.515) This study shows that employee satisfy as of financial incentive like competitive salary, annual increments, incentives, and as of non-financial incentive like personal development, work lift balance, job security, recognition from superiors, So the employee effort the success of company and high impact on job satisfaction. But about the work until retirement, there are many reasons. One reason is the company is located on one and half hour driveaway from has downtown area and some employee does not will to come. Second reason is because of lack of work in others province and some employees are coming and working from others province. When work opportunity is enrich in their province and will shift back. Third reason is because of money inflation, employees are difficult to survive daily expenses and planning to work at oversea jobs. Many reasons and this is less impact in job satisfaction and at present not affect to company business.
[bookmark: _Toc194450783]4.4 Regression Analysis
	Regression analysis is a widely used statistical method. Regression analysis provides an objective and systematic way to analyze data and results. Significant (p) values ​​are listed, and generally accepted p-values ​​are less than 0.05. The Beta (B) can be used column to analyze the variables that have the most impact on your analysis. In addition, the coefficient of determination is the result of R square which is the percentage of the variance of the dependent variable that can be described by the independent variable. The regression analysis examines the impact of Pay & Benefits, Training Programs, Working Conditions, and Empowerment on employee Job Satisfaction at I&H Engineering Factory.
[bookmark: _Hlk190463044]Table 4.13 Regression Analysis of Dependent and Independent Variables
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	0.216
	0.505
	
	0.428
	0.670

	Pay & Benefits
	0.126
	0.070
	0.161
	1.816
	0.072

	Training Programs
	0.205
	0.120
	0.149
	1.706
	0.091

	Working Conditions
	0.459
	0.116
	0.341
	3.959
	0.000

	Empowerment
	0.146
	0.043
	0.282
	3.397
	0.001

	R square
	0.415

	Adjusted R square
	0.391

	F value
	17.395


 Dependent Variable: Job Satisfaction
Source: Survey Data, 2025
Significant at 1% Level
Y = β0+ β1X1+ β2X2+ β3X3+ β4X4+€
Y = 0.216+0.126 X1+0.205 X2+0.459 X3+0.146X4
Where Y = Job Satisfaction
X1 = Pay & Benefits 
X2 = Training Programs
X3 = Working Conditions
X4 = Empowerment
              The regression results in Table 4.13 show that R² = 0.415, meaning that 41.5% of the variation in job satisfaction is explained by the four independent variables such as Pay & Benefits, Training, Working Conditions, and Empowerment. and Adjusted R² = 0.391 suggests that after adjusting for the number of predictors, the model still explains 39.1% of the variance, indicating a moderately strong relationship between these factors and job satisfaction. The F-value (17.395) is statistically significant (p<0.05), confirming the overall
Y = β0+ β1X1+ β2X2+ β3X3+ β4X4+€
Y = 0.216+0.126 X1+0.205 X2+0.459 X3+0.146X4
Where Y = Job Satisfaction
X1 = Pay & Benefits 
X2 = Training Programs
X3 = Working Conditions
X4 = Empowerment
              The regression results in Table 4.13 show that R² = 0.415, meaning that 41.5% of the variation in job satisfaction is explained by the four independent variables such as Pay & Benefits, Training, Working Conditions, and Empowerment. and Adjusted R² = 0.391 suggests that after adjusting for the number of predictors, the model still explains 39.1% of the variance, indicating a moderately strong relationship between these factors and job satisfaction. The F-value (17.395) is statistically significant (p<0.05), confirming the overall model's effectiveness in explaining job satisfaction. It means that the four independent variables collectively have a meaningful impact on Job Satisfaction.
	As shown in the Sig, column in Table 4.13, significant value of working condition is less than P-valve 0.01 and working condition of company is the most influential factors in predicting the job satisfaction of employees in the I & H Engineering Factory. This suggests that improving working conditions has the strongest positive impact on employee satisfaction at I & H Engineering Company.
            As shown in the Sig, column in Table 4.13, the significant value of empowerment is less than P-valve 0.01 and it suggests that this is also the strong predictor of job satisfaction in the I & H Engineering company. This indicates that employees who feel empowered in their roles are more likely to report higher job satisfaction. Accordingly, the company should focus on the empowerment of workers by giving the authority for innovation, creativity and responsibility and proper allocation. 
           According to the results, the pay and benefits are not significantly predictor of employee job satisfaction although the result shows that employees have positive perception on their salary and continue in company for subsequent years. This indicates that while compensation is important, it may not be the primary driver of satisfaction compared to other factors like working conditions and empowerment.
            According to the results, the training program is not significantly relationship with employee job satisfaction. While the effect is not statistically significant at the 0.05 level, it suggests a trend where better training opportunities may enhance employee satisfaction. The result shows that company management understands that important of training and has a clear objective of training.
        In summary, the regression analysis highlights that Working conditions   and Empowerment are the most significant predictors of Job Satisfaction at I & H Engineering Company. To enhance employee satisfaction, the company should prioritize improving the work environment and empowering its workforce. While Pay & Benefits and Training Programs are also important, their impact appears to be secondary in this factory. These findings provide actionable insights for I & H Engineering Company to develop targeted strategies for improving employee satisfaction and overall organizational perfect.







CHAPTER FIVE
CONCLUSION AND RECOMMENDATION

	This chapter focuses on the findings and discussions that are most important for research purposes. It provides suggestion and recommendations, as well as recommendations for future researchers to investigate the factors affecting job satisfaction among employees in I & H Engineering Factory.
5.1 Discussions of Findings
	From this study it can conclude that the overall results are based on a preliminary analysis of the data obtained by regression and descriptive analysis. The factors as the pay & benefits, training programs, working conditions and empowerment have a positive effect on job satisfaction.
	In the online survey Google Forms, this study used 103 employees to collect data. From the results of the descriptive analysis, 84 (81.6%) male respondents and 19 (18.4%) female respondents, so more male employees participated in the survey than female respondents as the job nature of factory and the hard work such as lifting the material, using machine and welding machine, the male employees are more than the female employees.  According to a survey of employee age groups, the majority of respondents were under 30 years old (63.1%), followed by 31-40 years old (25.2%), with 11 respondents were 41-50 years old and there was one respondent over 50 years old. In I & H Engineering factory, the young peoples can work more than the older peoples for the factory job and then the most employees are workers.
	The majority of employees who worked for over 7 years accounted for 15.5% of the respondents and with 24 respondents, they worked in factory 5 – 7 years, with 30 respondents, they worked in factory 3-5 years. The employees seem to prefer I & H Engineering Factory, 33 respondents for 1-3 years. In working period, the factory established in 2016 and the life of the factory was nearly 9 years. In the education level group, 41 respondents were middle school, followed by high school (26.2%), with 30 respondents were graduated. 3 (2.9%) respondents are under graduated. 2(1.9%) respondents are Master / PhD. This study shows that 41 respondents were middle school are the most as most of the employees are workers in the factory.
	Most respondents earned were 43 (41.7%) Less than 400,000 and the results of the respondents 39 (37.9%) at 400,000 – 800,000. At 800,000 – 1,200,000, only 4(3.9%) and 1,200,000 – 1,600,000, only 5 (4.9%), the respondents 5 (4.9%) at 1,600,000 – 2,000,000 and 2,000,000 – 3,000,000 6(5.8%), with 1% having monthly income of Over 3,000,000. The majority of employees who worked the position level for lower-level management accounted for 77.7% of the respondents. with 18.4% having position level of middle level management. At top level management, having only 4 (3.9%). This study shows that 43 respondents earned less than 400,000 as the most of the employees are the general workers in the factory.
	A descriptive analysis of pay & benefits results shows that the maximum Mean is " My organization provides all the allowances and advances on time" with Mean = 4.21, SD = 0.435. This study indicates that the job satisfaction for the employees as the management consider the organization needs to provides all the allowances and advances on time every moth for the employees on job satisfaction. However, the analysis result of training programs " I have an accurate written job description" (Mean = 4.11, SD = 0.310) has a high impact on the working conditions has a great influence on the training programs. The accurate job description is the most important for job impact on job satisfaction and can finish on time the job and cannot meet any confused case in working environment. This study shows that I & H Engineering employees are satisfied with the professional development programs implemented by the organization.	
5.2 Recommendations
	The results showed that internal communication aren`t good within this organization and problems may be lack of transparency, insufficient channel, barrier between the department, lack of responsibilities or lack of respect between the employee. To enhance the good communication between the employee, management should arrange weekly/monthly meeting to align the goals and address concerns, managers to listen and solving the conflict to mediate the misunderstanding, to launch peer to peer recognition initiatives to celebrate collaboration and these may result improve trust and transparency between staffs, reduce misunderstanding and less friction in work place and higher engagement in work satisfaction To foster the empowerment, Management to acknowledge the employee input, to give participation in decision making committee, all employees to have some control over their work, to promote autonomy and flexibility, to encourage collaborative culture and open communication between employee and top management. Moreover, to explain the employees that standards are set up by top management and not allow to change as employee like because of company policy. 
5.3 Suggestion for Further Study	
The data for this study was obtained only from the I & H Engineering Factory in Myanmar and therefore, it does not cover the whole engineering industry. This is because the more the population, the more exact the result 
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[bookmark: _Toc194450790]APPENDIES
[bookmark: _Toc70789077][bookmark: _Toc190463968]QUESTIONNAIRE

[bookmark: _Toc190463969][bookmark: _Toc190463970]FACTORS AFFECTING JOB SATISFACTION AMONG EMPLOYEES IN I & H ENGINEERING FACTORY, YANGON, MYANMAR
PART A, GENERAL INFORMATION
1. [bookmark: _Toc190463971]Gender  
· [bookmark: _Hlk86157701]Male 
· Female 
2. [bookmark: _Toc190463972]Age (Years)
· Under 30 years	 		
· 31 – 40 years			 
· 41 – 50 years 			
· Over 50 years 			 
3. [bookmark: _Toc190463973]How long have you worked in your organization?			
· 1- 3 years 	
· 3 – 5 years
· 5 - 7 years	
· Over 7 Years	
4. [bookmark: _Toc190463974]Education level 
· Middle School			
· High School 		 
· Undergraduate		
· Graduate			 
· Master/PhD 	
5. [bookmark: _Toc190463975]Monthly Income Amount
· Less than 400,000			
· 400,000 - 800,000 	        	 
· 800,000 - 1,200,000 		
· 1,200,000 -1,600,000 		 
· 1,600,000 - 2,000,000 		 
· 2,000,000 – 3,000,000
· Over 3,000,000				
6. [bookmark: _Toc190463976]Job Position Level
· Lower Level of Management
· Middle Level of Management							
· Top Level of Management	
[bookmark: _Toc190463977]
PART B: HRM PRACTICES
Please indicate the extent to which you agree or disagree with the following statements by marking the appropriate boxes. Use the scales as follows:
1 – Strongly Disagree; 			2 – Disagree; 
3 – Neither Agree nor Disagree; 	4 –Agree; 		5 – Strongly Agree
	No
	PAY & BENEFITS
	1
	  2
	3 
	4
	5

	1
	Salary/Wages offered by this organization are appropriate for my needs. 
	
	
	
	
	

	2
	My salary/wage is fair for my tasks, duties and responsibilities.
	
	
	
	
	

	3
	The rewards match with my effort.
	
	
	
	
	

	4
	The reward has a positive effect on the workplace.
	
	
	
	
	

	5
	I am ready to increase my effort to gain the reward.
	
	
	
	
	

	6
	My organization has very fair incentive practices, aimed at rewarding employees who accomplish their goals.
	
	
	
	
	

	7
	My organization provide benefits that compare favorably in the same sector.
	
	
	
	
	

	8
	My organization provides excellent benefits and welfare facilities.
	
	
	
	
	

	9
	My organization provides all the allowances and advances on time.
	
	
	
	
	

	10
	I am being paid fairly in comparison to others in my organization.
	
	
	
	
	



	No
	TRAINING & DEVELOPMENT
	1
	2
	3
	4
	   5

	1
	My organization provides training opportunities for me to extend my range of skills and abilities. 
	
	
	
	
	

	2
	I am provided with all trainings necessary for me to perform my job.
	
	
	
	
	

	3
	Training provided by this organization can build my confidence and motivation.
	
	
	
	
	

	4
	I get the opportunity to discuss my training needs with my organization.
	
	
	
	
	

	5
	My organization is interested in personal and professional development.
	
	
	
	
	

	6
	I get the training from my organization for my next promotion.
	
	
	
	
	

	7
	I have learned many new job skills in this position.
	
	
	
	
	

	8
	I have adequate opportunities to develop my professional skills.
	
	
	
	
	

	9
	There is a clear view of training & development objective in conducting training program in the organization.
	
	
	
	
	

	10
	The training provided by my organization helped me to improve and job quality and quantity.
	
	
	
	
	



	No
	WORKING CONDITIONS
	1
	2
	3
	4
	5

	1
	My working condition here are generally good for me.
	
	
	
	
	

	2
	My health has not suffered as a result of working for this organization.
	
	
	
	
	

	3
	I always feel safe working here under theses condition.
	
	
	
	
	

	4
	My organization has a comfortable workplace, proper lighting, sound, thermal environment usability issues and office equipment.
	
	
	
	
	

	5
	My organization has ergonomic office space design.
	
	
	
	
	

	6
	I like the people I work with. 
	
	
	
	
	

	7
	The organization rules make it easy for me to do a good job.
	
	
	
	
	

	8
	Internal communication seems good within this organization.
	
	
	
	
	

	9
	I have an accurate written job description.
	
	
	
	
	

	10
	My organization provide enough health and safety facility in the workplace. 
	
	
	
	
	




	No
	EMPOWERMENT
	1
	2
	3
	4
	5

	1
	I feel encouraged by my supervisor to offer suggestions and improvements. 
	
	
	
	
	

	2
	The management makes changes based on my suggestions and feedback.
	
	
	
	
	

	3
	My organization has proper allocation of works.
	
	
	
	
	

	4
	I have the opportunity to use new skills which can increase the value of my job.
	
	
	
	
	

	5
	I can make changes on my job whenever I want.
	
	
	
	
	

	6
	My superiors always delegate the authority and allow freedom to do my job.
	
	
	
	
	

	7
	I am allowed to be creative when I deal with problems at work.
	
	
	
	
	

	8
	I have a lot of control over how I do my job.
	
	
	
	
	

	9
	I have the authority to correct problems when they occur.
	
	
	
	
	

	10
	I am encouraged to handle job-related problems by myself.
	
	
	
	
	










PART C: JOB SATISFACTION	
1. The following factors affect the job satisfaction of an organization. How does each situation affect your job satisfaction? 
1 – Strongly Disagree; 2 – Disagree; 3 – Neither Agree nor Disagree; 4 –Agree; 5 – Strongly Agree
	No
	Job Satisfaction
	1
	2
	3
	4
	5

	1
	I like doing the things I do at this organization.
	
	
	
	
	

	2
	All in all, I am satisfied with my jobs.
	
	
	
	
	

	3
	I feel that my job here is very meaningful.
	
	
	
	
	

	4
	I feel a sense of pride in doing my job.
	
	
	
	
	

	5
	I feel my job is enjoyable.
	
	
	
	
	

	6
	I would recommend this organization to other workers as a good place to work.
	
	
	
	
	

	7
	I am sure to make a greater effort to success this organization.
	
	
	
	
	

	8
	I am being happy to work at this organization until retire.
	
	
	
	
	

	9
	I am satisfied to continue working at this organization.
	
	
	
	
	

	10
	I get a feeling of accomplishment from my job.
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