
THINK INDIA (Quarterly Journal) 
ISSN:0971-1260 

Vol-22-Issue-4-October-December-2019 

 

P a g e  | 7480 

A Study on Job Satisfaction of Poultry Farm Workers in Namakkal District 

Kevin  Infant  F. 

MBA, Department of Management Studies 

Bharath Institute of Science and Technology, 

Selaiyur, Chennai, Tamil Nadu 600 073 

 

ABSTRACT  

Each effective chief realizes that an inspired representative is a beneficial worker. The way to 

persuading representatives is to make an inward drive in the worker's brain to do their obligations 

at the most ideal way that is  consistent with the target of expanding  the gainfulness of the 

operation. However, is it truly conceivable to persuade workers to think about the operation and 

their job obligations at such an abnormal state? The response to this inquiry is a reasonable yes, yet 

the right methodologies must be produced and executed by administration. Obviously, we are all 

mindful that the field of propelling representatives is an expansive one with numerous shifting 

sentiments and theories. Each chief in any sort of operation must choose how to rouse the persons 

under his charge. Yet, tragically, numerous administrators have misguided judgments about what 

way to deal with use and regularly fall back on strategies and techniques that really bring about un-

propelled workers. Job Satisfaction is the favourableness or un-favourableness with which the 

worker sees his work. It communicates the measure of understanding between one's desire of the 

job and the prizes that the job gives. Job Satisfaction is a piece of Life satisfaction. The way of 

one's surroundings of job is a vital piece of life as Job Satisfaction impacts one's general life 

satisfaction.  

 

1. INTRODUCTION  

To inspire the representatives the chiefs need to ensure that every worker discovers his position 

intriguing. This should be possible by HR before job situation to ensure the worker is coordinated 

with the position that is most to his loving. On the off chance that all the more fascinating the 

position, better the performance. Directors must make a point to demonstrate their energy about the 

representative‟s work with verbal input and congrats for a job well done. A decent word goes far to 

make the worker feel he is refreshing which will make him feel a part of the organization which 

will prompt higher inspiration. Top administrators ought to take a workshop in inspiring 

representatives and ought to be taught what to say and what not to say to workers. We as a whole 

realize that one gravely put remark can hurt the conscience of a worker and cause inspiration and 

performance to drop. A casual customary eye to eye meeting with workers ought to be organized 

where the representatives get an opportunity to express their inclination and any objections they 

may have, for example, having been offended or put down by supervisors. Supervisors must make 

a point to pass on that this remarks are acknowledged and that the representatives won't "lose" by 

them.  

Chiefs must show admiration to their representatives by making them feel in on things. They 

should incorporate them in operational gatherings examining the prosperity of the chicks and 

different issues. The conclusions of the representatives must be acknowledged and considered as 

they are on the cutting edges and have the input data that administrators need. Proposition and 

suggestions ought to be urged and appeared to be acknowledged and values. An esteemed 

representative is a propelled worker who will feel more dedicated to the operation and the 

achievement of the poultry operation.  
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Directors must ensure that the workers feel that they have job security - that they won't be 

terminated for reasons unknown. Like this they will concentrate on the long haul achievement of 

the operation.  

There is the hard administrator approach who trusts that imparting apprehension of discipline or 

punishments to compensations will boost profitability. The outcome is frequently the inverse - 

upset representatives who feel manhandled and abused who in this manner wind up being less 

worried about the accomplishment of the operation.  

We see that interior mentally based issues are what truly touches the worker and makes him tick. It 

in this manner benefits supervisors to think and regard the mental needs and profile of his worker 

on the off chance that he truly hopes to get the best out of his representatives.  

2. REVIEW OF LITERATURE  

Oshagbemi, T. (2000) accumulated data from a huge Australian government association, the 

present study inspects the potential directing impacts of sexual orientation on the connections 

between different individual and authoritative attributes and representative job satisfaction. 

Utilizing controlled (n= 168) and delegate (n= 298) samples of guys, contrasted with a 

specification of female workers (n= 335), sexual orientation is appeared to apply a slight effect on 

the relationship amongst age and length of administration as this identifies with job satisfaction. 

Sexual orientation connects all the more recognizably with the work estimations of security, self-

rule, and utilization of capacities when identified with worker job satisfaction.  

Hart P. M. (1999) analyzed a hypothetical model that connected neuroticism, extraversion, day by 

day bothers and inspires in work and non-work spaces, job satisfaction, and non-work satisfaction 

to general life satisfaction. Auxiliary condition examinations were led on 3 rushes of data acquired 

from 479 police officers. It was found that job satisfaction and non-work satisfaction made 

independent commitments to general life satisfaction, yet there was no noteworthy relationship 

between work encounters and non-work satisfaction, nor between non-work encounters and job 

satisfaction. These discoveries bolster an isolation display as opposed to an overflow model of the 

connections between the work and non-work areas of representatives' lives. In addition, the 

aggregate impacts demonstrated that life satisfaction was resolved, all together of significance, by 

non-work satisfaction, neuroticism, non-work bothers, job satisfaction, non-work elevates, 

extraversion, work bothers, and work inspires.  

Musharraff (2000) directed a near study job satisfaction of business bank representatives in 

Bangladesh. The study was planned with a perspective to explore the satisfaction of business bank 

representatives and its results on related issues. An aggregate number of 450 business bank 

representatives from both people in general and private divisions were haphazardly chosen. The 

outcomes uncovered that general society segment bank representatives were in a superior position 

as far as their job satisfaction than the private division bank workers and the administrators were 

more fulfilled than the non-officials. It was likewise found that job satisfaction had noteworthy 

positive relationship with performance yet critical negative connection with job anxiety and 

penchant to stop inclination to leave the place of employment.  
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Richmond and McCroskey (2000), in their study built up that workers job satisfaction brought 

about positive results for the association all in all. They contended that managers' certain conduct 

expanded workers job satisfaction, and made a constructive outcome on hierarchical working. It 

was additionally found that representatives, who connected their prompt managers, had more 

prominent inspiration toward their work and more satisfaction with the work.  

Trylor.H (2000) recommended that job satisfaction is straightforwardly identified with 

organization's interest in representative's prosperity. At the point when an association tends to its 

representatives, it unquestionably gets their backing in prize. Hierarchical interest in worker's 

prosperity results in the higher satisfaction in representatives.  

Vigoda (2000) expressed that impression of authoritative governmental issues was found to have 

negative association with job disposition, a positive association with intension to leave the job, and 

a more grounded positive association with careless conduct, A powerless negative relationship was 

found between view of hierarchical legislative issues and livelihood performance as reported by 

managers.  

David E. Denton, Lawrence S.Kleiman (2001) in their study endeavored to decide the degree to 

which job residency directs the relationship amongst self-sufficiency and job satisfaction. Self-rule 

was operationally characterized utilizing Breaugh's (1985) work self-rule scale, which measures 

three features of independence, while job satisfaction was measured utilizing three scales from the 

Job clear Record (Smith, Kendall, and Hulin, (1969). Data were gathered from a sample of 76 

creation laborers. It was observed that job residency moderates the relationship between job 

satisfaction and both criteria independence and booking self-governance. The discoveries reported 

in this paper recommend that businesses ought to continue warily while acquainting strengthening 

programs with new generation specialists.  

Savery, L.K., and Luks, J.A, (2001) broke down the relationship between strengthening, job 

satisfaction and reported anxiety levels. The study was led by the National Legislature of Australia 

and presumed that impact choices influencing a man and sort and speed of work appeared to 

modify the apparent level of job satisfaction instead of the level of job anxiety."  

Sharma, V.C., Gaur, A.K., (2001) Completed a study in a substantial Designing Mechanical 

Association and attempted to discover the degree of job satisfaction of its ladies artisans. The study 

was expected to know whether the determinants of job satisfaction bring out any response or 

reaction from the ladies laborers. It was found from the study that around 8 for every penny of the 

respondents concurred that they got sufficient supervisory direction, 40 for every penny of the 

respondents completely fulfilled by the job while 48 for every penny communicated that they are 

incompletely fulfilled. This incomplete satisfaction, as per the creators, might be because of lack of 

engagement, tedium, and inclination of the director and the weight of the family. The creators 

presumed that the job satisfaction can't be based on a job from outer elements however fulfilled by 

natural elements of the job.  

Kim, S. (2002) led a study to investigate the relationship between participative administration with 

regards to vital arranging and job satisfaction in US open associations. The outcomes demonstrated 

that administrators' utilization a participative administration style and representatives' view of 

participative key arranging procedures were decidedly connected with abnormal state of job 

satisfaction. 
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Sumitha Rai; Aravind, K Sinha (2002) in their study on job delight: past job satisfaction 

distinguished an idea of job joy, which means a pleasure of having desires surpassed, and amuse 

achieved by expansion. Data were gotten from 261 supervisors of nationalized banks. The factual 

examination included were relationship and relapse investigation. The outcomes taking into 

account two sub samples of 60 and 43 respondents and demonstrated that contrasted with inborn 

job satisfaction, the extraneous job joy was a superior indicator of self-regard and of the two 

measures of individual viability. The outcomes were steady of the understood theories that job 

enjoyment is a more advantageous variable contrasted with job satisfaction under determined 

condition.  

3. METHODOLOGY 

The concentrate just used open-finished inquiries questions with a quantitative scale question 

toward the end requesting that the specialist rate his or her level of work satisfaction. The inquiries 

questions not the slightest bit set or recommended issues and when required, follow-up inquiries 

for elaboration were requested illumination. Littler scale, poultry farm representatives were met 

about their general emotions, notions, and impression of working in such office. In doing as such, 

these outcomes to the exploration into the specialist states of routine, bigger scale poultry farms 

can be thought about the data got on poultry farm areas and contact data from relationship of 

poultry farms in Namakkal. It was hard to get consent to meeting workers of poultry farms and 

numerous dismissed or gave their proprietors contact data, however upon contact, proprietors 

likewise denied me access. It was figured out how to plan a meeting with a little poultry farms and 

five line specialists and four upper administration representatives. I educated members that I have 

no association of any sort with the office or that their job or work advantages will be influenced in 

any capacity. I wanted to meeting representatives at the poultry farms office in a one-on-one 

private setting. Be that as it may, I didn't do this in my examination as upon entry, I was educated 

that the gathering room was involved and I could meet in a lunchroom. The lunchroom was 

arranged between the front passage office space and administrative workplaces down the corridor 

and did not have an entryway. I consented to the course of action, as there appeared to be 

insignificant action going through the lounge. I acquired verbal 31 assent from the specialists and 

just took composed notes. I didn't record subjects' names or the name of the poultry farms office to 

keep up the subjects' security and privacy. I mean the area as "a business sector corner poultry 

farms or "little scale poultry farms." I have isolated the human subjects into two classes: Upper 

Administration Human Subjects (UMHS) and Line Specialist Human Subjects (LWHS). After 

noting the inquiries, subjects finished the study and were no more required, as there were no 

subsequent studies. The inquiries asked are recorded beneath and I will experience every one 

separating between answers from line specialists and upper administration  

 

4. CONCLUSION  

Having met just a little number of representatives, more research is required in this field to advance 

examine the various impacts of poultry farms on specialists and groups. This is a rising field of 

study for earthy people, clinicians, and sociologists. The others all backer for more research 

investigating diverse aspects and edges of poultry farms laborers and the fluctuating impacts. It is 

difficult to lead research when access to certain spots like poultry farms, is limited, despite the fact 

that the technique might be genuinely organized and perceived inside mainstream researchers. I 

reached 19 offices and stand out was willing to follow my basic solicitations. Albeit different 

specialists 51 may have better measurable results while reaching the offices, in view of individual 

experience and on the amount of exploration on poultry farms impacts really exists, I wouldn't 
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anticipate essentially better results. In spite of the fact that a high turnover rate of the butcher 

business may refute the mental impacts for a few laborers, more research that recognizes long haul 

and fleeting poultry farms representatives is required. Likewise, as already specified, some 

slaughterhouse specialists may abandon one office just to start work in another, which is another 

field of examination that ought not be disregarded. For short-term, prompt activity I would suggest 

actualizing arrangement directions in setting rules concerning the velocity of the generation line to 

minimize harm rates and build laborer prosperity. As the rate of the line is straightforwardly 

attached to benefit, backing off would definitely influence yield, however specialist security ought 

to be of essential concern. The decided safe pace ought to be set and implemented for all major 

modern poultry farms. In spite of the fact that specialty market poultry farms process domesticated 

animals, they as well, ought to be further examined to decide the wellbeing of the pace of the 

generation line in determination of the need of control. For mechanical scale poultry farms I would 

likewise prescribe growing better administrative practices to make a more positive environment for 

the specialists. Since the job is both physically and rationally requesting, powerful correspondence 

is imperative in raising representative satisfaction and prosperity. This proposal depends on the 

answers got from the representatives of the specialty market slaughterhouse interviews reporting 

aversion of the job, yet valuing the agreeable environment and consideration of upper 

administration. By and large, this field is inadequately looked into and requires more consideration 

of researchers, analysts and sociologists to survey the full degree of the impacts of poultry farms. 

Taking into account the essential and the optional exploration exhibited in the main portion of this 

proposal, my long haul, pragmatic arrangement suggestion would be to diminish the general meat 

utilization as the present levels are unsustainable, naturally harming, and urge poultry farms to 

expand the rate of the generation line which builds damage rates amongst poultry farms specialists. 

Instructing the customer, bringing issues to light in this way managing the distancing way of our 

sustenance generation may likewise drive the interest for creature items down along these lines 

diminishing the quantity of creatures prepared and also the pace of the creation line and the harm 

rates. Generally speaking, more research around distance of nourishment creation and poultry 

farms is required keeping in mind the end goal to make basic appraisals, decide and evaluate 

differing impacts and infer more particular, prompt, and long haul proposals. 
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