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ABSTRACT 

This study examines the effects of the processes of organizational development for the satisfaction of employees in the 

automobile sector in the Marathwada area. Given the emphasis on the differences of these practices for demographic 

characteristics, the research employed a mixed-methods approach and used quantitative surveys with 423 workers from 

different organisations. Major findings identified a strong positive relationship between training and development and 

other effective practices and employee satisfaction. However, the majority of the young employees answered with higher 

levels of satisfaction, underlining the need to cater for different and developing employee segments. Consequently, the 

analysis suggests that organizations who place emphasis on these development practices will improve employees’ morale 

and retention. From this case, it is evident that Human Resources Managers should pursue strategic HRM to establish 

workplace productivity and enduring organizational development. Recognising the needs of many different groups in 

society allows for better more efficient organisational development by companies. 
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Introduction 

 In recent years the automobile industry has experienced evolution maybe due to technology, shifts in consumer tastes 

and preferences and the growing concern for the environment. Under such circumstances, it becomes imperative for 

organizations to focus on sound organizational development practices that could help increase satisfaction levels of its 

employees. The selected area of Marathwada also contains burgeoning automotive industries making it ideal for studying 

these practices. In my case, being a manager of a company with a relatively young and experienced team of employees, it 

becomes critical to learn essential aspects of organizational development to promote effectiveness in the organization. 

 

Figure 1: Illustration of key elements explored in the study, including organizational development practices such as 

training and engagement initiatives, and their impact on employee satisfaction in the automobile sector of Marathwada.  
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 Organizational development is therefore a set of activities used in enhancing the health of an organization. These 

practices focus on making the workforce more strategic to the realization of organizational objectives, increase the 

proficiency of the employees, and encourage organizational development. Within a constantly shifting environment such 

as the context of the automobile sector, with steep gaps in ability to innovate, the notion of human capital investment has 

evolved to become a top priority for organizations. The relationship between effective organizational development 

practices and employee satisfaction is particularly salient, as satisfied employees are more likely to be engaged, 

productive, and committed to their organizations. 

 In Marathwada the automobile industry has earned the advantage of having a pool of employees representing a diverse 

cross section of employees hence diversity brings variation in the organizational culture. It remains both an asset and a 

liability; on the one hand, it may bring uniqueness and dynamism to the organizational processes, and on the other, it 

causes severe difficulties in promoting the idea that all people in the company should feel wanted. Where organizations 

have put in place measures to foster a positive work ethos, there is need to learn what OD interventions are acceptable by 

employees and across different categories. Young employees do not have the same perception and expectation as the 

middle aged employees for instance the gender factor also plays a key role in determining the outlook of employees to 

those formalities and therefore it is always a wise idea to tackle employee satisfaction and engagement using approaches 

sensitive to such factors as age, gender, and experience level. 

In the recent past, there have been some studies that have pointed the link that has been seen to exist between OD 

practices and employee satisfaction, with training and development, performance management systems as well as 

programs that seeks to engage the employees reaping big. Nevertheless, the situation is still far from ideal and depends 

on the certain practices as well as the gender and race characteristics of the worker population. This research will 

therefore seek to establish the current strategies of organizational development practiced within the automobile sector in 

Marathwada with reference to its relation to employee satisfaction taking into account the cross tab effect of demographic 

variables. 

In conducting this research, a comprehensive survey was administered to employees across various automobile 

companies in the region. The aim was to gather quantitative data on the organizational development practices in place 

and their perceived effectiveness. By analyzing this data, the study seeks to identify trends, correlations, and key 

predictors of employee satisfaction. This knowledge is crucial for organizations looking to enhance their practices and 

foster a culture that not only meets the evolving demands of the industry but also supports the well-being and satisfaction 

of their workforce. 

The outcome of this study shall help in enhancing the knowledge of OD practices and the strategic fit to the satisfaction 

levels of employees in the automobile sector of Marathwada. Thus, the goal of the present work is to identify the 

relationship between these practices and employee engagement and to contribute to practical recommendations of the 

organizations which operate in the challenging context of the rapidly evolving business environment. In doing so, it will 

also try to argue the urgency of the need to apply human capital investment in realizing sustainable organizational 

development. 

Research Gap 

Though OD practices are very useful in creating happy employees, their implementation in the automobile industry 

especially in Marathwada is not well understood. However, current publications provide general results for various 

industries, do not take into account the specifics of the automotive industry, and exclude such factors as age, gender, and 

service duration when assessing employee attitudes. Furthermore, many studies have not assessed the effectiveness of 

adjusted organisational approaches in this area, negatively influencing the generalisation of broader research. Though 

practices like training and performance appraisal are discussed, how they are mutually related and contribute to the 

organisational culture is barely researched. To build strategies that positively influence the workers’ satisfaction and 

engagement, there is a need for precise research on commonly practiced strategies and their efficiency in Marathwada 

and its sub-area of operation among the different categories of employees. 

Specific Aims of the Study 

This research work seeks to assess how effective the application of organisational development on organisational 

development on employee satisfaction practices in the Marathwada automobile companies. Key objectives include: 



Journal of Informatics Education and Research 
ISSN: 1526-4726 
Vol 4 Issue 3 (2024) 
 

2470 http://jier.org 

1. Identifying Prevalent Practices: Documenting best practices in different forms of employee development 

including training, performance assessments and teaming. 

2. Assessing Effectiveness: Examining the evidence regarding how they benefit the employees and their 

perceptions of the work climate. 

3. Understanding Demographic Influences: Understanding how factors such as age, gender and experience 

transitioning the experience to the employees and hence the organizational practices. 

4. Establishing Correlations and Predictors: Using regression analysis to establish associations between particular 

practices and satisfaction ratings in order to guide efficient treatment modification. 

5. Contributing to Theory and Practice: Provision of suggestions based on collected data for enhancing the 

satisfaction of employees and enhancing the theoretical and practical knowledge in the sphere of organizational 

development. 

Hypothesis 

The research will test the following hypotheses to explore the relationships between organizational development 

practices and employee satisfaction in the automobile sector of Marathwada: 

1. H1: There is a positive correlation between organizational development practices and employee 

satisfaction. This hypothesis posits that as organizations implement effective development practices, employee 

satisfaction levels will increase. 

2. H2: Specific organizational development practices, such as training and employee engagement initiatives, 

significantly predict employee satisfaction. This hypothesis suggests that certain practices are more effective 

than others in enhancing satisfaction and that these practices can be identified through statistical analysis. 

3. H3: Demographic factors (age, gender, experience) moderate the relationship between organizational 

development practices and employee satisfaction. This hypothesis implies that the effectiveness of 

organizational practices may vary based on demographic characteristics, indicating the need for tailored 

approaches to meet diverse employee needs. 

4. H4: There are significant differences in employee satisfaction levels across different demographic groups. 

This hypothesis posits that satisfaction levels will differ based on age and experience, highlighting the 

importance of considering demographic variations in organizational practices. 

Research Methodology 

The current research used a quantitative research approach to investigate organizational development practices among the 

automobile sector of the Marathwada region. The study targeted employee of automobile companies and a total of 423 

employee responses were obtained through structured questionnaire. These are demographic data, type of OD practice 

used, and perception of employee satisfaction as OD practice predictors. 

In this study, a sampling technique employed was stratified random sampling that facilitated coverage of various 

organizational organizational levels – managerial, supervisory and operating. This approach is necessary when one wants 

to understand broad perceptions about OD practices so as to establish the extent of the importance of these practices in an 

organisation across various positions. 

In data collection, an online survey platform was adopted in order to ensure accessed and ease of participation. The 

questionnaire consisted of close-ended and self-developed Likert scale questions and multiple choice and open-ended 

questions for generating quantitative and qualitative data respectively. The use of a Likert scale is essential since it 

provides an opportunity to have the responses to questions concerning the employee satisfaction level, as well as the 

effectiveness of the organizations practices as not being simply limited to a yes/no response which would skew the 

results and actually provide less accurate results. 
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For statistical analysis, the study utilized the following tools and techniques: 

1. Descriptive Statistics: Frequencies, percentages, and measures of central tendency (mean and standard 

deviation) were calculated to summarize the demographic data and organizational practices. 

2. Inferential Statistics: 

o Correlation Analysis: Pearson correlation coefficients were computed to examine the relationships 

between organizational development practices and employee satisfaction scores. 

o Regression Analysis: Multiple regression analysis was conducted to assess the impact of specific 

organizational practices on overall employee satisfaction. This is crucial for identifying which practices 

contribute most significantly to employee morale. 

o ANOVA (Analysis of Variance): ANOVA was used to compare satisfaction levels across different 

demographic groups, helping to determine if certain practices are more effective for specific employee 

segments. 

This methodological approach offers a strong background to the resolution of the research aims and objectives related to 

the development of the automobile organisations; besides offering a clear view of the practices that foster the satisfaction 

and engagement of employees in the industry. Thus, it will be possible to outline future approaches to improving 

organizational development initiatives on the regional level. 

 Results 

Participant Demographics 

 The study involved another 423 participants from different automobile industries across the Marathwada region. The 

demographic information of the participants is as shown in the following table: Table 1. 

Table 1: Demographic Profile of Participants 

Demographic Variable Frequency Percentage (%) 

Gender 
  

Male 250 59.0 

Female 173 41.0 

Age Group 
  

18-25 80 18.9 

26-35 150 35.4 

36-45 120 28.4 

46 and above 73 17.3 

Experience Level 
  

Less than 2 years 90 21.3 

2-5 years 150 35.4 

6-10 years 100 23.6 

More than 10 years 83 19.6 

Organizational Development Practices 

This study found out some of the OD practices practices used by some firms in the region as follows: The frequency of 

each of these practices is given below in table 2. 
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Table 2: Organizational Development Practices Utilized in the Automobile Sector 

Practice Frequency Percentage (%) 

Training and Development 320 75.6 

Performance Appraisal Systems 250 59.0 

Employee Engagement Initiatives 200 47.3 

Team Building Activities 180 42.5 

Leadership Development Programs 150 35.4 

Change Management Strategies 120 28.4 

Trends in Organizational Development Practices 

Figure 1 illustrates the trends in the adoption of various organizational development practices over the last five years. 

 

Figure 2: Trends in Organizational Development Practices (2019-2023) 

This figure shows the increasing adoption of training and development programs, employee engagement initiatives, and 

leadership development programs. 

Effectiveness of Organizational Development Practices 

Figure 3 presents the effectiveness ratings of various organizational development practices as reported by participants. 

 

Figure 3: Effectiveness Ratings of Organizational Development Practices 

 In this context, participants assessed the effectiveness of practices as least effective practices as rated “1” to most 

effective practices as rated “5”. The highest effectiveness record went to the training and development. 

These objectives have been affecting the employee satisfaction in a certain way as demonstrated below for each of them. 
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Mean satisfaction scores were used to examine the positive/negative association between Organizational Development 

Practices and employee satisfaction. These findings are summarized in the following table 3. 

Table 3: Impact of Organizational Development Practices on Employee Satisfaction 

Practice Mean Satisfaction Score (out of 5) Standard Deviation 

Training and Development 4.2 0.75 

Performance Appraisal Systems 3.8 0.80 

Employee Engagement Initiatives 4.5 0.70 

Team Building Activities 4.1 0.77 

Leadership Development Programs 4.0 0.82 

Correlation Analysis 

Pearson correlation coefficients were calculated to assess the relationships between organizational development practices 

and employee satisfaction scores. Table 4 presents these findings. 

Table 4: Correlation Analysis Between Organizational Development Practices and Employee Satisfaction 

Practice Employee Satisfaction Correlation (r) 

Training and Development 0.58 

Performance Appraisal Systems 0.45 

Employee Engagement Initiatives 0.65 

Team Building Activities 0.50 

Leadership Development Programs 0.55 

Regression Analysis 

Multiple regression analysis was performed to evaluate the impact of specific organizational practices on overall 

employee satisfaction. Table 5 summarizes the regression results. 

Table 5: Multiple Regression Analysis on Employee Satisfaction 

Practice Unstandardized Coefficients (β) Standardized Coefficients (β) p-value 

Training and Development 0.29 0.30 < 0.01 

Performance Appraisal Systems 0.15 0.17 0.03 

Employee Engagement Initiatives 0.32 0.35 < 0.01 

Team Building Activities 0.10 0.11 0.09 

Leadership Development Programs 0.25 0.27 0.01 

ANOVA Analysis 

ANOVA was conducted to compare satisfaction levels across different demographic groups. Table 6 presents the 

ANOVA results. 

Table 6: ANOVA Results for Employee Satisfaction Across Demographic Groups 

Demographic Group Mean Satisfaction Score F-value p-value 

Age 18-25 4.5 4.56 < 0.01 

Age 26-35 4.0 
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Age 36-45 3.9 
  

Age 46 and above 3.5 
  

Overall 
 

4.56 < 0.01 

This data revealed significant differences in satisfaction levels based on age, indicating that younger employees reported 

higher satisfaction compared to older age groups. 

Correlation Between Practices and Satisfaction 

Figure 4 correlates the implementation of organizational development practices with overall employee satisfaction 

scores. 

 

Figure 4: Correlation Between Organizational Development Practices and Employee Satisfaction 

This figure illustrates the relationship between OD practices and the level of engagement and satisfaction among the 

employees an argument suggests that high engagement yields high satisfaction. 

These results depict patterns and associations that characterise the research objectives concerning the effects of 

organisational development practices on employees’ satisfaction in the automobile industry, operating in the Marathwada 

area. 

Data Analysis and Interpretation 

Based on findings from the study, some of the key observations made are as follows; The study fills a gap in the existing 

research on organizational development practices prevalent in the automobile sector of Marathwada region. In total, 423 

participants took part in the study, such that the results of the analysis would give a valuable estimate of different 

organizational practices and thus their effect on employee satisfaction. 

Table 1 below shows the demographic profile of the participants and shows that the workforce is quite diverse; 59% of 

the employees are male while 41% are female. It also shows the figure based on the age that show a tendency towards the 

younger employees with 26-35 years of age being the most dominant. This demographic diversity is important in 

particular as it indicates that members of organizations may have different age expectations of OD practices. 

Table 2 describes the number of practices of the organizations’ organizational development activities. Out of all the 

identified best practices, training and development were adopted as the most by 75.6% of the respondents. This is in par 

with the fact that in this industry the need to update the skills one has as a result of modern technology is of paramount 

importance. In figure 3 below, the participants measured and ranked the practices highlighted above on a scale of 1-5 in 

terms of effectiveness. Remarkably, training and development was the most approved area scoring an average of 4.2 out 

of 5. Measures aimed at engaging the employees received a strong affinity score of 4.5 thus emphasizing on the 

importance on improving morale of employees. 

In order to determine relationships between these practices and employee satisfaction, the Pearson correlation 

coefficients summarised in Table-4 have been calculated. The results were quite significant where the analysis showed a 
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strong positive relationship between the EE intervention undertaken and issues to do with overall satisfaction (r = 0.65, p 

< 0.01). This means that, for organizations that seek to pursue engagement as a culture, they are most likely to achieve 

high levels of constructive satisfaction among employees. Likewise, training and development had a higher significance 

and positive correlation value of 0.58 proved the significance of this factor for the improvement of workplace climate. 

Another piece of evidence for such relationships is provided by the multiple regression analysis reported in Table 5: 

initiatives aimed at improving employee engagement and training and development can be regarded as the primary 

determinants of satisfaction. The model accounted for 45% of the variations in the satisfaction scores; the β coefficients 

of engagement initiatives were 0.32, elaborating the considerable influence on morale. These results imply that 

organizations ought to make investments in such areas to enhance the levels of employee satisfaction. 

Furthermore, the results in table 6 show significant difference in satisfaction among the ages group (F(3,419) = 4.56, p 

<0.01). T-tests were also conducted to compare the satisfaction levels of young people (18–25 years) with the satisfaction 

levels of older people; this analysis suggests that age could be a major factor that affects organizational practices. Such 

insight coukd inform more meaningful details aimed at increasing satisfaction from the side of various demographic 

groups. 

In addition, the analysis depicts the pattern of links between the OD practices and the level of satisfaction among the 

employee as explained in Figure 4 below. The scatter plot perfectly describes the fact that higher satisfaction score in 

practices also reflects stronger positive correlation with relationships and hence emphasizes the effect of organizational 

development to for the betterment of employees’ morale. 

The findings reveal that organizational development practices have a reasonable and positive influence on the levels of 

satisfaction amongst employees from the automobile sector of Marathwada. Thus, the implications of the study stress the 

need for organisations to shift their attention towards the engagement and training strategies if they are to provide support 

for the employees from the sectors. 

Conclusion 

The study has shed light on the interconnection between the organizational development practices and the level of 

employee satisfaction in the automobile sectors of Marathwada. The first hypothesis that claimed that organizational 

development practices were positively related to employee satisfaction was therefore proved by the results. Regression 

analyses carried out showed that as organisations employed appropriate strategies and measures like training and 

development, and other employee engagement related activities, then employee satisfaction levels were likely to rise 

significantly. This goes to show that organizational practices need to be well structured in order to improve morale and 

satisfaction among employees. From this description, it becomes apparent that sound workplace practices are 

infrastructural towards improving the morale, and general job satisfaction among employees. 

 

Figure 5: Summary of the study's conclusions, depicting improved employee satisfaction through tailored organizational 

development practices. The rising arrow symbolizes growth, while diverse employee icons and the handshake emphasize 
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the importance of inclusivity and positive outcomes in the Marathwada automobile sector. 

 Likewise, the second hypothesis stating that certain practices within organizations are major predictors of satisfaction 

among employees also found a lot of support with client-consultants. The regression results showed that training and 

employee engagement programs were especially efficacious, supporting the idea that more organizational funds need to 

be channeled into these areas in order to develop a happy workforce. Third, the study supported the third hypothesis that 

stated that demographic factors mediate the between practices and satisfaction. Differences in levels of satisfaction within 

groups of employees prove that individual organisational strategies have to be developed to address specific needs of 

stakeholders. 

The conclusion reached from such observations reflects the interdependency of organizational development and 

employee satisfaction. Companies that try to ensure the adoption of proper development strategies will likely record 

improved staff morale and turnover rates. Understanding the importance of demographic factors can help organisations 

improve their strategies and design context that addresses the employees’ differences. In conclusion, the findings of this 

study indicate that are support the proposition on the positive outcomes on OD investments as not only favorable to 

employee satisfaction but as crucial for the sustained organizational success. 

Limitations of the Study 

 Among the limitations, this study has some implications for the practices on OD and employees’ satisfaction, but still it 

has some drawbacks. First, the research specifically studies the automobile sector in Marathwada, so the results of this 

research cannot be applied on other industries or regions because this specific industry has its own factors and 

peculiarities to the auto industry based on Marathwada. 

Secondly, whilst using self-administered survey questionnaires; the study is likely to encounter social desirability bias 

despite anonymity. Further, the cross-sectional study collects employee attitudes at the specific period indicating the 

importance of longitudinal research to assess shifts in these attitudes and the application of the effective practices in the 

course of time. 

Last whereas the study taken into account certain demographic variables they failed to explore a number of other factors 

such as organizational culture and leadership styles into consideration. This study could be expanded in future work to 

offer a clearer picture of employee satisfaction by analysing these additional factors. 

Implications of the Study 

 The conclusion drawn from this study has important implications to organisations in the automobile industry and across 

other industries. Therefore, through linking the Organisation Development Practices and the results on Employees 

Satisfaction Index the study confirms that Human Capital is a strategic asset that should be nurtured. A survey of 

organisations that provide for adequate training and development policies and employee engagement strategies will also 

lead to increase levels of satisfaction and commitment among employees. Consequently, it may result in enhanced rates 

of performance, increased staff turnover, and better corporate image. 

In addition, the study raises awareness of the importance of appreciation of demographic differences in the people at the 

workplace. Organizations need to understand that there could be varying expectations within the organization 

necessitating various practices implemented within the organization. To that extent, the heads of development can 

improve the success of the development programs and ensure that all the workers of a particular gender have a sense of 

belonging through designing the programs to meet these differences. This way not only increases satisfaction but also 

helps to make culture in an organization more tolerant. 

On a more applied level, the study provides prescriptive advice to managers and human resource (HR) practitioners. 

When investment in employee development is made with the aim of enhancing their engagement, as well as regular 

surveys gauging the success of development measures, organizations are able to alter the approaches used to accomplish 

those goals in a way that best suits their employees. The conclusions drawn are a wake-up call to managers and leaders to 

conceive of environments that foster employee learning, knowledge enhancement, and intrinsic job satisfaction as the 

fundamental strategies to sustainable success. 

Furthermore, the finding of the study may be useful for debating workforce development policies within the auto 
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industry. It is for this reason that building a satisfied and skilled workforce is important to achieve competitiveness of 

organisations as they face issues like technological development and changes in consumers tastes. 

Future Recommendations 

Based on the results of this research the following recommendations for future work and activity in the organizations can 

be suggested. First, use of longitudinal designs would in fact offer richer understanding of OD practices’ effects on 

employee satisfaction. This would enable the researcher to track changes, gains made or otherwise, and the overall 

impact of certain programs on attitudes of the employees in the long-run, thus providing programme evaluators with 

more adequate data for their work. 

The future studies should also endeavour to widen the study beyond automotive industry and the Marathwada region, 

indead many industries and different areas. When researchers conduct cross sectoral studies, variances and similarities in 

organizational development practices and resulting impacts on employees’ satisfaction levels become evident. Despite its 

limitations, expanding the scope for the literature on OD in some ways would help strengthen the studies and offer a 

clearer view of current best practices in OD. 

Another important avenue for future research involves exploring the role of additional demographic and contextual 

factors that may influence employee satisfaction. Variables such as organizational culture, leadership styles, and 

economic conditions can provide valuable insights into the complexities of employee experiences. Investigating these 

factors can help organizations create more tailored and effective development strategies. 

Organizations should also focus on fostering a culture of continuous feedback and improvement. Regularly assessing 

employee satisfaction through surveys and feedback mechanisms can help organizations adapt their practices to meet 

changing needs and expectations. Incorporating employee input into the design and implementation of development 

initiatives will enhance buy-in and engagement. 

Lastly, organizations should invest in training for leaders and managers on the importance of emotional intelligence and 

effective communication. Understanding and addressing employee concerns in a compassionate manner can significantly 

impact overall satisfaction and engagement. By prioritizing these skills, organizations can create supportive environments 

that promote employee well-being and drive satisfaction. 
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