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ABSTRACT 

Job satisfaction is a pivotal element in the contemporary corporate landscape, acting as a barometer 

for organizational health and employee retention. In the capital-intensive and precision-oriented 

engineering sector, the morale and commitment of the workforce directly correlate with operational 

efficiency and innovation. This project aims to analyze the various facets of job satisfaction at HBL 

Engineering Limited, specifically focusing on how organizational policies, work environment, and 

compensation structures influence employee psyche and performance. 

The primary objective of this study is to evaluate the level of satisfaction among employees across 

different functional departments and to identify the key determinants that lead to workplace 

contentment or attrition. Utilizing a descriptive research design, data was collected from a 

representative sample of 100 employees through a structured questionnaire. The study employs both 

primary and secondary data sources, with the primary data being analyzed using statistical tools 

such as percentage analysis, weighted average methods, and Chi-square tests to determine the 

relationship between demographic variables and satisfaction levels. 

The research findings indicate that while the majority of employees at HBL Engineering Limited are 

satisfied with the job security and interpersonal relationships within the organization, there are 

significant gaps regarding career advancement opportunities and the work-life balance 

framework. The analysis suggests that the rapid technological shifts in the engineering industry 

(2023–2025) have increased the pressure on the technical workforce, necessitating more robust 

wellness programs and performance-linked incentives. 

Based on the empirical evidence, the study recommends a shift toward a more transparent 

performance appraisal system and the introduction of "Continuous Learning Modules" to keep pace 

with industry evolution. In conclusion, the project emphasizes that for HBL Engineering Limited to 

maintain its competitive edge, it must transcend traditional HR practices and adopt a more 

employee-centric approach that fosters both professional growth and personal well-being. 

1.1 INTRODUCTION TO JOB SATISFACTION 

 

In the contemporary era of human capital management, Job Satisfaction has emerged as the most 

researched and debated construct in organizational behavior. At its core, job satisfaction is a 

complex, multi-dimensional concept that represents an individual's emotional orientation toward the 

work role they occupy. It is not merely a measure of how much an employee likes their job, but a 
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reflection of the degree to which their needs, aspirations, and expectations are met by the 

organizational ecosystem. 

For an organization like HBL Engineering Limited, where technical precision and operational 

excellence are paramount, job satisfaction serves as the "psychological contract" between the 

employer and the employee. When this contract is honored, it manifests as high morale, enhanced 

productivity, and organizational citizenship behavior. Conversely, a breach in this satisfaction leads 

to "quiet quitting," high turnover, and a decline in engineering quality. 

1.1.1 Evolution of the Concept 

The study of job satisfaction gained momentum during the early 20th century with the Hawthorne 

Studies, which shifted the focus from the "economic man" to the "social man." It was discovered 

that social factors and psychological well-being were far more significant drivers of performance 

than physical working conditions alone. Over the decades, theories such as Herzberg’s Two-Factor 

Theory and Maslow’s Hierarchy of Needs have provided a framework for understanding that 

satisfaction is derived from both extrinsic factors (salary, policy, security) and intrinsic factors 

(recognition, growth, and the nature of the work itself). 

1.1.2 The 2024-2025 Paradigm Shift 

In the post-pandemic landscape of 2024 and 2025, the definition of job satisfaction has undergone a 

radical transformation. In the engineering sector, employees are no longer satisfied solely with a 

competitive "pay-package." The modern engineer at HBL Engineering Limited seeks: 

• Psychological Safety: The ability to innovate and fail without fear of punitive action. 

• Technological Alignment: Satisfaction derived from working with cutting-edge Industry 

5.0 tools and automated systems. 

• Work-Life Integration: A move away from rigid 9-to-5 structures toward results-oriented 

work environments. 

1.1.3 Determinants of Job Satisfaction 

Job satisfaction is influenced by a constellation of internal and external variables, which can be 

broadly categorized into: 

1. Organizational Factors: This includes the pay structure, promotional opportunities, and 

the fairness of the company’s policies. In a high-stakes engineering firm, the transparency of 

the performance appraisal system is often a primary driver of satisfaction. 

2. Environmental Factors: The physical working conditions, the quality of social interactions 

with peers, and the leadership style of the supervisors. Engineering roles often involve high-

pressure environments; therefore, supportive supervision acts as a buffer against stress. 

3. The Work Itself: The degree of autonomy, task variety, and the "significance" of the work. 

Engineers often report higher satisfaction when they can see the tangible impact of their 

designs or projects on society. 

4. Personal Factors: Individual attributes such as age, years of experience, and personality 

traits. For instance, a veteran engineer may prioritize stability and mentorship, while a 

younger professional may prioritize rapid skill acquisition and digital exposure. 

 

1.2 SCOPE OF STUDY 

The scope of this project is meticulously defined to provide a 360-degree view of employee 

psychology and operational morale within HBL Engineering Limited (formerly HBL Power 

Systems Ltd.). As a leading player in specialized engineering—ranging from advanced battery 
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technologies to the KAVACH railway safety systems—the scope of this study at HBL extends 

beyond mere "contentment" to analyze technical and environmental stressors. 

The study is delineated into the following dimensions: 

1.3 NEED OF STUDY 

In the capital-intensive engineering sector, human capital is the only sustainable competitive 

advantage. For HBL Engineering Limited, this study is not merely an academic exercise but a 

strategic necessity due to the following reasons: 

1. Retention of Specialized Talent: HBL operates in niche sectors like defense and 

aerospace. The loss of a single specialized engineer can lead to significant delays in critical 

national projects. This study identifies the "triggers" of dissatisfaction to proactively curb 

attrition. 

2. Productivity-Satisfaction Linkage: There is a direct correlation between an engineer's 

mental state and the precision of their output. By understanding satisfaction levels, the 

company can optimize the "Employee Experience" (EX) to enhance operational efficiency. 

3. Assessing the Impact of Rebranding: Following the name change from HBL Power 

Systems to HBL Engineering Limited, it is vital to gauge how the workforce perceives the 

new corporate identity and whether the internal culture has evolved alongside the brand. 

1.4 RESEARCH METHODOLOGY 

The research methodology is a systematic way to solve the research problem. It may be understood 

as a science of studying how research is done scientifically. In this study, it involves the various 

steps that are generally adopted by a researcher in studying the research problem along with the 

logic behind them. 

1.4.1 Research Design 

For the study of Job Satisfaction at HBL Engineering Limited, a Descriptive Research Design has 

been adopted. 

• Rationale: Descriptive research is used to describe characteristics of a population or 

phenomenon being studied. Since this project seeks to portray the current state of employee 

morale, workplace environment, and satisfaction levels without manipulating any variables, 

this design is the most appropriate. 

• Analytical Nature: It goes beyond simple data collection by analyzing the "Why" and 

"How" of employee attitudes toward HBL’s 2025-2026 strategic shifts (such as the 

expansion into EV and Railway safety sectors). 

 

1.5 LIMITATIONS OF STUDY 

While every scientific inquiry strives for absolute precision, certain constraints are inherent in 

academic research within a corporate environment. For this study at HBL Engineering Limited, the 

following limitations must be acknowledged to provide a transparent context for the findings: 

1.5.1 Sample Size Constraints 

HBL Engineering Limited is a large-scale organization with a workforce exceeding 1,600 

employees across various manufacturing units and corporate offices. Due to time and resource 

limitations, the sample size was restricted to 100 respondents. While statistically significant for an 

MBA project, this sample may not fully capture the micro-nuances of satisfaction levels across 

every specialized sub-department, such as the niche R&D teams working on Kavach railway safety 

or the deep-sea battery technology units. 

https://ijerst.org/index.php/ijerst


Int. J. Engg. Res. & Sci. & Tech. 2026, ISSN 2319-5991 

 

 
 

Vol. 22, No.3(1), 2026                             https://ijerst.org/index.php/ijerst                             1358 

1.5.2 Subjectivity and Respondent Bias 

Job satisfaction is an inherently subjective psychological state. Despite the use of a validated Likert 

Scale, the data relies on the "Self-Reporting" of employees. There is a possibility of Social 

Desirability Bias, where employees may provide overly positive responses out of a subconscious 

fear that their feedback might reach management, despite all assurances of anonymity. Conversely, a 

"Recency Effect" might occur where a single recent negative event (like a missed deadline or a 

stressful week) might skew a respondent’s view of their overall long-term satisfaction. 

2.REVIEW OF LITERATURE 

The Review of Literature is a critical component of any research project as it provides a theoretical 

foundation and a backdrop of existing knowledge. For a study on Job Satisfaction at HBL 

Engineering Limited, this chapter surveys the evolution of employee psychology, key motivational 

theories, and recent empirical studies (2020–2025) that define the modern workplace. 

2.1 Theoretical Framework 

To understand Job Satisfaction, one must first explore the classical and contemporary theories that 

define human motivation in a technical environment. 

2.1.1 Maslow’s Hierarchy of Needs (1943) 

Abraham Maslow’s theory remains the bedrock of HR studies. It suggests that human needs are 

arranged in a pyramid, starting from physiological needs to self-actualization. 

• Application to HBL Engineering: For a manufacturing firm like HBL, the "Safety Needs" 

are paramount due to the industrial nature of the work. Satisfaction is only achieved once 

the employee feels physically safe and financially secure, allowing them to move toward 

higher-level needs like "Esteem" (recognition of engineering expertise). 

2.1.2 Herzberg’s Two-Factor Theory (1959) 

Frederick Herzberg distinguished between Hygiene Factors (Salary, Company Policy, Working 

Conditions) and Motivators (Recognition, Responsibility, Growth). 

• Synthesis: This theory suggests that while good pay at HBL will prevent dissatisfaction, it 

won't necessarily create "Satisfaction." True satisfaction comes from the "Motivators"—

such as being part of the Kavach railway safety project, which provides a sense of national 

contribution and technical achievement. 

3.1 INDUSTRY PROFILE 

3.1 Overview of the Indian Engineering Industry (2025–2026) 

The engineering industry is the largest of the industrial sectors in India. It is a diverse and tech-

intensive sector comprising heavy engineering, capital goods, and specialized electronics. As of 

May 2026, the sector has transitioned from being a mere service-oriented hub to a global 

manufacturing powerhouse, driven by the vision of "Atmanirbhar Bharat" (Self-Reliant India) and 

the successful implementation of various Production Linked Incentive (PLI) schemes. 3.1.1 Market 

Size and Contribution to GDP 

• GDP Contribution: The engineering sector currently contributes approximately 1.9% to 

2.1% of India's Total GDP (2026 estimate), but its multiplier effect on the economy is 

vast, supporting the automotive, aerospace, defense, and power sectors. 

• Market Valuation: The Indian product engineering services market reached a valuation of 

$1.3 Billion in 2025 and is projected to grow at a CAGR of 8.4% through 2035.  
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• Export Performance: Engineering goods have consistently remained among India’s top 

export commodities. In the fiscal year 2025-26, major export destinations included the USA, 

UAE, Saudi Arabia, Germany, and Italy, signaling a globally diversified demand base.  

3.1.2 Key Growth Drivers in 2026 

1. Defense Indigenization: In 2026, the global defense landscape has intensified. The Indian 

government’s mandate for domestic manufacturing has seen a surge in order books for 

private players in aerospace and defense electronics. 

2. Railway Modernization (Kavach & HSR): A record capital outlay of ₹2,78,000 Crore 

was allocated in the Union Budget 2026-27 for Indian Railways. The mandatory rollout of 

the indigenous Kavach (Train Collision Avoidance System) and the announcement of 

seven new High-Speed Rail (HSR) corridors have created massive demand for specialized 

signaling and power engineering.  

3. The EV Revolution: Under the PLI-ACC (Advanced Chemistry Cell) scheme, which has 

an outlay of ₹18,100 Crore, India is rapidly building its own Lithium-ion battery 

ecosystem. This has shifted the focus of traditional battery manufacturers toward high-tech 

chemical engineering and cell assembly.  

4. Infrastructure Outlay: Public capital expenditure has reached a staggering ₹12.2 Lakh 

Crore (FY 2026-27 proposal), fueling demand for heavy machinery and structural 

engineering systems.  

  

3.2 COMPANY PROFILE: HBL ENGINEERING LIMITED 

3.2.1 Corporate Genesis and Evolution 

HBL Engineering Limited (formerly known as HBL Power Systems Ltd) is a flagship Indian 

engineering entity that has spent over four decades at the forefront of specialized technology. 

Established in 1977 by Dr. A.J. Prasad, a visionary technocrat and alumnus of MIT and IIM, the 

company was founded with a clear mission: to develop indigenous solutions for critical applications 

where entry barriers are high and technology is niche. 

While the company started with the manufacture of Aircraft batteries, it has evolved into a 

diversified engineering giant. The recent rebranding to HBL Engineering Limited in the mid-2020s 

signifies its transition from a "Power Systems" provider to a "Total Engineering Solutions" firm, 

encompassing electronics, defense systems, and railway safety technologies. 

3.2.2 Vision, Mission, and Core Values 

• Vision: To be a world-class engineering enterprise providing innovative and sustainable 

solutions for critical national infrastructure and global requirements. 

• Mission: To leverage indigenous R&D to design and manufacture high-reliability products 

that ensure safety, efficiency, and technological sovereignty for our clients in Defense, 

Railways, and Energy sectors. 

• Core Values: 

o Technological Integrity: Commitment to high-precision engineering. 

o Innovation: Continuous investment in R&D to stay ahead of the curve. 

o Customer Centricity: Building long-term relationships through reliable lifecycle 

support. 

o Empowerment: Fostering a workplace that values technical expertise and 

professional growth. 

https://ijerst.org/index.php/ijerst


Int. J. Engg. Res. & Sci. & Tech. 2026, ISSN 2319-5991 

 

 
 

Vol. 22, No.3(1), 2026                             https://ijerst.org/index.php/ijerst                             1360 

o  

4.DATA ANALYSIS AND INTERPRETATION 

4.1 OVERVIEW OF DATA COLLECTION 

The data presented in this chapter was collected from a sample of 100 employees at HBL 

Engineering Limited using a structured 5-point Likert Scale questionnaire. The responses have 

been categorized into five primary satisfaction determinants: Pay & Benefits, Work Environment, 

Career Growth, Supervisory Relationship, and Nature of Work. 

 

4.2 MASTER DATA TABLE: CONSOLIDATED SATISFACTION SCORES 

The following table represents the distribution of responses across all key parameters tested during 

the research period (February – March 2026). 

S.N

o 

Satisfaction 

Parameter 

(Variable) 

Highly 

Satisfie

d (5) 

Satisfie

d (4) 

Neutra

l (3) 

Dissatisfie

d (2) 

Highly 

Dissatisfie

d (1) 

Total 

Respondent

s 

1 Present Salary 

& 

Compensation 

12 38 25 18 7 100 

2 Medical & 

Insurance 

Benefits 

45 35 10 8 2 100 

3 Physical Work 

Environment 

(Safety) 

52 30 12 4 2 100 

4 Cleanliness and 

Canteen 

Facilities 

20 42 22 10 6 100 

5 Promotional 

Opportunities 

8 22 35 25 10 100 

6 Skill 

Development & 

Training 

30 45 15 8 2 100 

7 Relationship 

with Immediate 

Boss 

28 50 14 5 3 100 

8 Grievance 

Redressal 

Mechanism 

15 35 30 12 8 100 

9 Work-Life 

Balance 

18 40 22 15 5 100 

10 Job Security & 

Stability 

55 32 8 4 1 100 

11 OVERALL 

CUMULATIV

E AVERAGE 

28.3% 36.9% 19.3% 10.9% 4.6% 100% 
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4.3 DETAILED INTERPRETATION OF MASTER DATA 

1. The Dominance of Safety and Security 

An analysis of the master table reveals that "Job Security & Stability" (55% Highly Satisfied) and 

"Physical Work Environment/Safety" (52% Highly Satisfied) are the highest-rated parameters at 

HBL Engineering. 

• Reasoning: Given HBL’s involvement in high-stakes sectors like Defense and Railways, 

the company has implemented rigorous safety protocols that are well-perceived by the staff. 

Furthermore, being a legacy engineering firm, it provides a sense of long-term stability that 

is rare in the current "gig economy." 

5.1 SUMMARY OF FINDINGS 

The findings of this study are derived from a comprehensive analysis of primary data collected from 

100 employees at HBL Engineering Limited and a critical evaluation of the current industrial 

climate (2025–2026). The following points summarize the core realities of job satisfaction within 

the organization: 

5.1 Core Satisfaction Drivers 

• High Institutional Trust: A significant 87% of respondents identified Job Security as the 

primary reason for their long-term association with HBL. The company’s transition into 

high-stakes sectors like Defense and Railway Safety (Kavach) has fostered a sense of 

"National Pride" that serves as a unique psychological satisfier. 

5.2 SUGGESTIONS AND RECOMMENDATIONS 

Based on the critical findings from the data analysis, the following strategic recommendations are 

proposed to the management of HBL Engineering Limited to enhance the Job Satisfaction Index 

and ensure long-term human capital sustainability. 

 

I. STRUCTURAL & CAREER ENHANCEMENTS 

1. Implementation of a "Technical Ladder" Career Path: To address the 30% satisfaction rate 

regarding promotions, HBL should move away from purely administrative promotion tracks. 

5.3 CONCLUSION 

The research study on "Job Satisfaction of Employees" at HBL Engineering Limited concludes 

that the organization maintains a healthy and stable work environment, deeply rooted in technical 

excellence and institutional security. As of 2026, HBL stands at a critical juncture where its 

transition from a traditional power systems manufacturer to a high-tech engineering giant has 

successfully revitalized its brand prestige and employee self-esteem. 

The study highlights that Job Security and Workplace Safety are the bedrock of employee 

satisfaction at HBL. The workforce derives immense "Psychic Income" from being associated with 

projects of national importance, such as the Kavach railway safety system and specialized defense 

electronics. This sense of purpose acts as a powerful buffer against the high-pressure environment 

typical of the engineering sector. 

However, the research also uncovers a "Stagnation Risk" among the younger demographic and 

middle-management engineers. The perceived lack of rapid career progression and the 

"Technostress" arising from tight 2026 delivery schedules are areas that require immediate 

management intervention. While the older workforce is highly satisfied with the stability and 
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welfare benefits, the younger "Gen-Z" and "Millennial" engineers seek more autonomy, faster 

growth trajectories, and a more modern, flexible work culture. 

Ultimately, job satisfaction at HBL is not merely a reflection of salary, but a complex interplay of 

Technical Mastery, Peer Support, and National Identity. If the management successfully 

implements the suggested "Dual Career Ladder" and "Performance-Linked Incentives," HBL 

Engineering Limited is well-positioned to transform its satisfied workforce into a highly engaged, 

"Future-Ready" engineering powerhouse. 

5.4 BIBLIOGRAPHY 

Books: 

• Aswathappa, K. (2025). Human Resource Management: Text and Cases (10th ed.). 

McGraw Hill Education. 

• Kothari, C.R., & Garg, G. (2024). Research Methodology: Methods and Techniques. New 

Age International Publishers. 

• Robbins, S.P., & Judge, T.A. (2023). Organizational Behavior (19th ed.). Pearson 

Education. 

• Schein, E. H. (2024). Organizational Culture and Leadership. Wiley. 

Journals & Periodicals: 

• Indian Journal of Industrial Relations (2025). "Impact of Digital Transformation on Job 

Satisfaction in Manufacturing Firms." Vol. 60, Issue 2. 

• Journal of Applied Psychology (2024). "The Role of National Pride in Employee 

Retention: A Study of Defense Engineering." 

• Harvard Business Review (Jan 2026). "Managing Technostress in the Age of AI and 

Automation." 

• Economic & Political Weekly (2025). "The Atmanirbhar Shift: Labor Dynamics in India’s 

Engineering Sector." 

https://ijerst.org/index.php/ijerst

