What other factors do you think Employee consider being more important than pay and what roles can HRM functions play in helping to develop these factors? 

1. Introduction: 

A lot of research has been conducted on the effects of employee satisfaction and correlation to categories such as: productivity, turnover, customer loyalty and profitability for many years. The objective of this paper is to examine the effect of employee satisfaction is mainly cause by pay or other factors like leadership-Management Attitude/Response, work environment, employee training, employee development and leadership planning, employee recognition, organizational goals and employee expectation, employee empowerment, employee motivation and employee benefits. 

2. Employee Satisfaction and Maslow Hierarchy of Needs 

In an organization employees were being a thought just a normal part of the production process of producing goods and services. Now a day’s organizations understand its importance for organizations, they started some motivation and subsequent recognition in order to build the employee satisfaction. Employee motivation can be found to the Hawthorne studies, conducted by Elton Mayo from 1924 to 1932. The main conclusion of this study was that employees are not solely motivated by pay/money and employer’s behaviour attitude has significant effect on the employee’s job satisfaction level. This research further is leads to the different researcher but mostly notably research conducted by Maslow, who presented the need-hierarchy theory. According to A.H. Maslow hierarchy of need theory people’s needs resemble a pyramid. When a basic level of need is satisfied then it emerges to higher level of needs and hence motivate to employee’s behaviour. Due to this organizations need to provide the work environment that will motivate to employees above and beyond their physiological and safety needs (Gray 2006). We can see the Maslow Hierarchy of need in the following diagram; 

Figure 1: Maslow’s Hierarchy of Needs 
[pic] 

3. Factors Effecting on Employee Satisfaction 

For managing a satisfied work force is the key element in improving the organization profitability. Organizations that understand the importance of employee satisfaction and maintain this could achieve the competitive advantage over their competitors. To improve or address the employee satisfaction within the organization it is the responsibility of Human resource management to make the plans and defined procedures to achieve them. Employee satisfaction is not just depends upon the pay/salary of employee. In fact the factors effecting on employee satisfaction are some time overlooked or relegated to areas totally unrelated to human resource management. Shortage of employees due to upcoming retirement of “baby boomers” may attention to maintain a satisfied and motivated work force. There are many factors have considerable importance for employees like Management approach/Response, Working conditions, employee recognition, employee training, employee benefits, employee motivation, employee empowerment, interaction with employees etc but we discuss few of them in this paper due to word limit. 

i. Management approach/Response: 
In order to achieve the employee satisfaction initiatives it is necessary that it must be supported by a committed leadership team. The team make sure to adopt the strategy that best employee will be engaged and ready to help lead economic rebound. “There must be a top-down vision that can be articulated and shared by every member of the leadership team” (O’Connor 2004). If the initiative will support and committed leadership of organization then employees feels that the initiative will be successful. On the other hand if employees work with the leader who does not provide support, give consideration/ engages in hostile attitude could be painful for the employees. This will impact to decrease pleasure with work, questioning on the some one’s skill on the job, reacting harshly to the leader and eventually leaving the organization (Chen and Spector 1991). Leader attitude is highly characterized to initiating some structure which direct to greater rates of injustice, absenteeism, turnover and lower levels of job satisfaction (Robbins 1998). However the relationship between the employee and job satisfaction is not always clear 

. Leader behavior characterized as high on initiating structure leads to greater rates of grievances, absenteeism, and turnover and lower levels of job satisfaction (Robbins 1998). Although the relationship between concern for employees and job satisfaction is not always clear and generally indicates the consideration of a task structured style of leadership (Wilkerson and Wagner 1993). 
ii. Working Conditions 
Working conditions have also important factor for employee’s satisfaction. It is described in two categories as physical working conditions like work place and location and interaction with other employees. In order to get higher level of job satisfaction level it is important that employees should have opportunities to work in most comfortable, appealing and good physical working conditions. And organization should provide the opportunity to its employees to work in the environment with others that is respectful, amiable, and free from abuse and hostility. 
To get the greater productivity and employee satisfaction level the organizations should pay attention to create competitive working conditions and make productive collaboration with other employees. The design of contemporary office environments is often based largely on intuition derived from personal experience or from highly simplified accounts of the academic literature applied without reference to this literature’s underlying association of physical design with the nature of work (Heerwagen 2004). It is the responsibility of employer to provide the safe working environment and effective mechanism of reporting to its employees and if there is history of people using that vehicle and being punished for doing so, it can be argued that the employer has failed to provide such a mechanism (Parham 2003). 
iii. Employee Training: 
Organizations should be considered its employee as valuable assets because they are capable for continuing earning capacity if they are properly managed and cared. Different organizations have different policy, procedure for maintenance of their machines in order to get the better performance overtime. Organizations can get more benefits to apply this sort of methodology on human assets (Employees). The training an organization provides its workforce should be planned, funded, and relative to the goals of the organization and employee. 
Training play important role in today’s working place in any organization due rapidly changing behavior of the technologies, customer expectations and specially changing the business environment. To increase the skills and enhance the knowledge level of their employees, organizations can centralize and formalize their training programs at planned avenue. Studies shown the organizations that trained their employees through comprehensive and effective training programs have less turnover, more productive employees which leads more profit for the organizations. Organizations can get the right information through these training programs that which employees have the capability and desire to grow further and progress upward within the organization. 
iv. Employee Recognition 
Employee recognition programs also play a important role for creating and sustaining the employee satisfaction. However it is most important that these programs should be developed fairly, correctly and in right direction/quantity. Too high and too low employee recognition awards creating problems and it should be avoided but it may be common enough that every employee have a ambition to earn that recognition in order to do the exceptional performance. The awards at higher level should be quite difficult and have some truly meaningful (Roche 2006). Organizational mangers can use the recognition as leadership tool. This program give the strong message to the managers that how much their performance and behavior more valuable for the organization (Brintnall 2005). Organizations and employees both can be benefited from the implementation of recognition program. Organization received more satisfied employee and hence more production to more profit and on the other hand employees received recognition of their hard work which satisfied them to carry on the track. 
v. Employee Benefits 
Employee benefits including the health care, pension and other employees related benefits become more expensive for any organization due to rise in the costs of these benefits. Studies show that employees will move one job to another job just due to get more benefits package even the pay scale is low then the previous. Benefits can include things like medical, dental, supplemental insurances, flextime schedules, and retirement benefits. The organization which offered good remuneration package to their employees can get more motivation and loyalty level as compared to the organization which give low benefit package. In order to its importance for their employees and due to very motivational factor organizations should try hard to provide the maximum benefits package which is feasible to their employees. 
4. Role of HRM to Develop these Factors 
i. Training & Development 
Training and development plays a important role and HRM should be focus on this important factor. According to the American Society for Training & Development (ASTD), in U.S companies spending more than $60 billion annually on employee training and development. Training and Development (T&D) is the process to develop expertise in the individuals systematically for the purpose to improve performance (Swanson 1995). It is the source of competitive advantage for any organization. For understanding the impact of training, it is essential to determine that what difference organization will get, if any investment made by the organization to support business strategy. These should be focused on the employee performance, the department and the overall organization. 
ii. Organizational Change & Development 
Due to continuing changes in the global economy, customer’s demands, preferences and values of employees, HRM should have a strategy that organization has ability to adopt the external and internal variables. The pace of global, economic, and technological development makes change inevitable features of organizational life (Cummings & Worley 2002). In order to improve the performance of organization HRM professional should have ability to make plan and implement the necessary changes in the organization (Swanson 1995). To use organizational development interventions, HRM has the opportunity to create organizational effectiveness at different level such as individual, departmental, functional process. 
iii. Performance Management 
"Performance management systems make clear to employees what is expected of them and assure line managers and strategic planners that employee behaviors will be in line with the company's goals" (Noe, et al., 2003). Most of the organizations still using the performance appraisal which viewed at annual ritual and it is primary responsibility of HR function. 
. In today's economy, which calls for the utmost of performance management to create a competitive advantage, Noe, et al. (2003) grouped performance management into three categories of defining performance, measuring performance, and the feedback aspect of performance. 
iv. Compensation/Benefits 
Develops job descriptions; facilitates job evaluation processes; conducts/interprets salary surveys; develops pay structure; designs pay-for-performance and/or performance improvement programs; administers benefits program. 
v. Employee/Industrial Relations 
Helps resolve employee relations problems; develops union avoidance strategies; assists in collective bargaining negotiations; oversees grievance procedures. 
vi. Employment/Recruiting 
Assists in the HR planning process; develops/purchases HR information systems; develops/updates job descriptions; oversees recruiting function; develops and administers job posting system; conducts employment interviews, reference checks, and employment tests; validates selection procedures; approves employment decisions. 
vii. Safety/Health/Wellness 
Develops accident prevention strategies; develops legal safety and health policies; implements/promotes EAP and wellness programs; develops AIDS and substance abuse policies. 
viii. EEO/Affirmative Action 
Develops and administers affirmative action programs; helps resolve EEO disputes; monitors organizational practices with regard to EEO compliance; develops policies for ensuring EEO compliance, such as sexual harassment policies. 
ix. HRM Research 
Conducts research studies, such as cost-benefit analysis, test validation, program evaluation, and feasibility studies. 
NEW AREAS CONSIDERATION FOR HRM 
➢ Work and Family Programs 
Develops and administers work and family programs including flextime, alternative work scheduling, dependent-care assistance, telecommuting, and other programs designed to accommodate employee needs; identifies and screen child- or elder-care providers; administers employer's private dependent-care facility; promotes work and family programs to employees. 
➢ Cross-Cultural Training 
Translate the manners, mores, and business practices of other nations and cultures for American business people. Other cross-cultural trainers work with relocated employees' families, helping them adjust to their new environment. 

➢ Managed-Care 
As a company's health-care costs continue to escalate, employers are embracing managed-care systems, which require employees to assume some of the costs. Employers hire managed-care managers to negotiate the best options for employees. 
➢ Managing Diversity 
Develop policies and practices to recruit, promote, and appropriately treat workers of various ages, races, sexes, and physical abilities. 
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