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Abstract

This study explores the impact of sustainable Human Resource Management (HRM) practices on
employee satisfaction within power distribution companies, using an empirical case study approach.
Sustainable HRM practices, including initiatives for employee well-being, work-life balance, and
environmentally conscious work environments, are increasingly important for enhancing
organizational performance and employee morale. By examining a selected power distribution
company in India, this research analyzes data collected through surveys and interviews with employees
and HR personnel to assess the relationship between sustainability-oriented HRM and employee
satisfaction. Quantitative analysis reveals that sustainable HRM practices significantly improve job
satisfaction, fostering increased motivation, loyalty, and a positive workplace culture. Furthermore,
the findings underscore the importance of aligning HRM strategies with sustainability goals to promote
long-term employee retention and productivity. The study provides insights into how power
distribution companies can incorporate sustainable HRM practices to not only meet environmental and
social objectives but also improve employee outcomes. These findings contribute to the ongoing
discourse on sustainable HRM, offering practical recommendations for HR professionals and
management in the energy sector seeking to enhance employee satisfaction through sustainability-
focused initiatives.

Keywords: Sustainable HRM Practices, Employee Satisfaction, Power distribution Sector, Work-life
balance, Organizational Performance.

INTRODUCTION

In the rapidly evolving energy sector, power distribution companies play a critical role in ensuring the
delivery of electricity to households, businesses, and industries (Ahmad & Mulla, 2023). The
challenges faced by these companies include the need for operational efficiency, sustainability, and
the ability to manage an often hazardous and high-risk working environment (Patyal, Kumar et. al.,
2023).

Human capital is at the heart of this industry, and the satisfaction and well-being of employees directly
impact the performance and reliability of the service (Chang, 2024). To meet these challenges, power
distribution companies are increasingly turning to sustainable Human Resource Management (HRM)
practices to improve employee satisfaction, retention, and productivity while aligning with broader
environmental and social sustainability goals (Huang, Law, & Ouyang, 2024).
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Sustainable HRM is defined as a set of practices aimed at enhancing the long-term well-being of
employees while contributing to the company’s sustainability objectives (Jdrlstrém, Saru, &
Pekkarinen, 2023).

In the power distribution industry, these practices may include employee well-being initiatives, work-
life balance policies, eco-friendly workplace efforts, and training focused on sustainability and safety.
As companies in this sector strive to meet both operational demands and environmental goals,
integrating sustainable HRM strategies can play a key role in fostering a motivated, healthy, and
engaged workforce (Anderson, 2024). This study focuses on understanding how these sustainable
HRM practices influence employee satisfaction in the context of power distribution companies.

Employee satisfaction is a multidimensional concept that encompasses factors such as job motivation,
engagement, well-being, and loyalty (Sypniewska, Baran, & Ktos, 2023). In the power distribution
industry, where employees are exposed to both physically demanding tasks and high-risk
environments, the implementation of HRM practices that prioritize employee safety, well-being, and
professional development is critical (Bhoir & Sinha, 2024). However, beyond traditional HRM
practices, a shift toward sustainability-oriented policies is necessary (Purgat-Popiela, 2024). This
involves not only addressing the immediate needs of employees but also creating a work environment
that supports long-term personal and environmental well-being.

This study adopts an empirical approach to examine the relationship between sustainable HRM
practices and employee satisfaction in a selected power distribution company in India (Gupta &
Jangra, 2024). Through data collection from employees and HR personnel, the research investigates
the impact of initiatives such as safety protocols, work-life balance, green workplace practices, and
continuous training on job satisfaction (Gu, Chupradit, Ku, Nassani, & Haffar, 2022). The research
seeks to provide insights into how power distribution companies can enhance employee satisfaction
by integrating sustainability principles into their HRM frameworks, ultimately leading to higher
retention rates, improved performance, and a more resilient workforce.

Given the critical role that power distribution companies play in society, ensuring that their employees
are satisfied and well-supported is not only a matter of internal efficiency but also of public interest
(Vuong & Bui, 2023). This study aims to contribute to the growing body of literature on sustainable
HRM by providing practical recommendations for HR practitioners in the power sector, as well as
contributing to the broader discourse on the intersection of sustainability and employee well-being in
high-risk industries.

Background:

The global energy landscape is undergoing a significant transformation as industries move toward
sustainability to address environmental concerns and ensure long-term resource efficiency (Pan et.
al., 2023). Power distribution companies, as the critical link between energy generation and
consumption, are at the forefront of this transition (Harichandan et. al., 2022). These companies are
tasked not only with maintaining reliable and efficient electricity delivery but also with aligning their
operations with environmental sustainability goals (Amir et al., 2023). While much attention has been
given to the technological advancements required to meet these challenges, the human element
within the industry remains equally crucial (Neumann et. al., 2021).

Employees in power distribution companies are essential for maintaining the infrastructure and
operations that support the energy grid, and their satisfaction and well-being have a direct impact on
company performance (Thakur, 2020). As a result, the focus on sustainable Human Resource
Management (HRM) practices has gained prominence as a strategy to balance operational efficiency
with the long-term well-being of the workforce.
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Historically, HRM practices in industries such as power distribution were often centered around
traditional factors like compensation, job security, and basic benefits (Alqudah et. al., 2022). However,
the increasing complexity and risks associated with the energy sector, such as the physical demands
on field workers and the need for continuous operational vigilance, have highlighted the limitations
of these traditional practices (Xu & Hall, 2021).

As companies strive to achieve sustainability, the role of HRM has expanded to include more holistic
approaches that address not only the immediate needs of employees but also their long-term well-
being, safety, and engagement with sustainability initiatives (Piwowar-Sulej, Malik, Shobande, et al.,
2024). This shift towards sustainable HRM practices includes policies related to work-life balance,
employee well-being, safety protocols, and environmental responsibility (Hronovd & Spacek, 2021).

In the power distribution sector, the working conditions for employees can be particularly challenging
(Ogolo, 2023). Field workers, in particular, face hazardous environments, long hours, and physical
demands, which can lead to fatigue, job stress, and health issues (Cunningham et. al., 2022). Office-
based staff, while operating in less hazardous conditions, must manage the complexities of regulatory
compliance, customer service, and operational coordination (Salguero-Caparros et. al., 2020). In this
context, sustainable HRM practices that promote well-being, safety, and professional development
are essential to ensure a motivated and productive workforce (Lu, Zhang, Yang, & Wang, 2022).

Moreover, with the growing emphasis on environmental sustainability, power distribution companies
are also implementing eco-friendly initiatives within the workplace (Nanjundaswamy, Rahman, Suraj,
& Kulal, 2024). These efforts aim to reduce the environmental impact of their operations, promote
energy efficiency, and create a corporate culture that values sustainability. By involving employees in
these initiatives, companies can foster a sense of purpose and engagement, which in turn can enhance
employee satisfaction.

The concept of sustainable HRM extends beyond the traditional focus on short-term productivity and
cost reduction (Gricnik, Mulej, & Zizek, 2023). It involves a commitment to practices that benefit both
the organization and its employees over the long term. This approach includes providing employees
with the resources and support they need to maintain their physical and mental health, fostering a
work environment that encourages a balance between professional and personal life, and offering
opportunities for continuous learning and development (Bello et. al., 2024). In the context of power
distribution companies, sustainable HRM also involves prioritizing safety measures, particularly for
employees working in high-risk environments, and ensuring that all employees are trained to work in
alignment with sustainability goals.

Research in this area has shown that companies that invest in sustainable HRM practices tend to have
higher levels of employee satisfaction, which in turn leads to improved organizational performance.
Satisfied employees are more likely to be engaged in their work, show greater loyalty to their
employers, and contribute to a positive workplace culture. For power distribution companies, where
operational reliability and safety are paramount, fostering employee satisfaction is essential for
maintaining a stable and efficient workforce. Furthermore, as these companies face increasing
pressure to adopt sustainable practices, integrating sustainability into HRM strategies is a logical step
toward achieving broader organizational goals.

Despite the growing interest in sustainable HRM practices, there remains a gap in the literature
regarding their specific impact on employee satisfaction within the power distribution industry. While
studies have explored the role of sustainable HRM in other sectors, the unique challenges and risks
faced by employees in power distribution have yet to be fully examined. This study seeks to address
this gap by exploring the relationship between sustainable HRM practices and employee satisfaction
in power distribution companies, with a focus on the Indian energy sector. Through an empirical

Oct 2024 | 14



Hunan Daxue Xuebao/Journal of Hunan University Natural Sciences
ISSN : 1674-2974 | CN 43-1061/N

DOI: 10.5281/zenodo.13968700
Vol: 61 | Issue: 10 | 2024

investigation of a selected power distribution company, this research aims to provide valuable insights
into how sustainable HRM can be effectively implemented to enhance employee satisfaction and
contribute to the overall success of the organization.

LITERATURE REVIEW

Sustainable Human Resource Management (HRM) has gained significant attention in recent years as
organizations across various industries recognize the importance of aligning human resource practices
with sustainability goals (M Huang, 2024). The concept of sustainable HRM integrates traditional HR
functions, such as recruitment, development, and employee retention, with environmental, social,
and economic sustainability principles (Koman, Borsos, & Kubina, 2024). Several studies have
highlighted the growing importance of sustainable HRM in enhancing employee satisfaction and
overall organizational performance, particularly in industries with high-risk and operational demands
like the power distribution sector.

One key area of focus in sustainable HRM literature is employee well-being, which encompasses both
physical and mental health (Elufioye et. al., 2024). According to studies by Pfeffer (2010), organizations
that prioritize employee well-being through comprehensive health programs and supportive work
environments see improved job satisfaction, reduced absenteeism, and enhanced productivity. This is
particularly relevant in power distribution companies, where field workers are often exposed to
hazardous conditions, long working hours, and physically demanding tasks. As demonstrated in
research by Beale and Nethercott (2021), effective safety protocols and health support systems not
only mitigate risks but also foster a culture of care, leading to higher levels of employee satisfaction.
Sustainable HRM, therefore, must integrate robust well-being initiatives to ensure that employees feel
valued and protected, especially in high-risk industries.

In parallel, work-life balance has emerged as a critical component of employee satisfaction in
contemporary HRM literature. Greenhaus and Beutell (1985) argue that employees’ ability to balance
personal and professional responsibilities significantly influences their job satisfaction and loyalty to
the organization. In the context of power distribution companies, employees often face irregular and
long working hours, particularly during emergencies or equipment failures. Implementing sustainable
HRM practices, such as flexible working hours, rotational shifts, and supportive family leave policies,
can help employees manage work-life demands more effectively. Studies by Kalliath and Brough
(2008) highlight that such policies not only enhance satisfaction but also reduce employee turnover
and burnout, contributing to a more stable and motivated workforce.

A growing body of research also emphasizes the role of eco-friendly workplace practices in sustainable
HRM. Companies that integrate environmental sustainability into their HRM strategies can create a
sense of shared purpose and pride among employees, contributing to higher job satisfaction and
engagement. Renwick et al. (2013) suggest that “green” HRM practices, such as energy-efficient office
spaces, recycling programs, and initiatives to reduce the company’s carbon footprint, can positively
influence employees' perception of the organization’s commitment to sustainability. For power
distribution companies, which are often at the center of environmental sustainability efforts due to
their role in energy management, fostering an eco-conscious workplace can enhance both
organizational reputation and employee morale. Research by Jabbour et al. (2010) indicates that
employees who perceive their employers as environmentally responsible are more likely to be
engaged and committed, resulting in lower turnover rates and improved productivity.

In addition to environmental and work-life balance initiatives, training and development for
sustainability have emerged as crucial factors in sustainable HRM. HRM practices that promote
continuous learning and skill development, particularly in sustainability-related areas, are key to
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empowering employees and keeping them engaged. According to Garavan et al. (2010), organizations
that invest in sustainability training not only prepare their workforce for future challenges but also
enhance employees' sense of job security and satisfaction. This is particularly relevant in the power
distribution sector, where the integration of renewable energy sources and smart grid technologies is
transforming traditional job roles. By providing employees with opportunities to upskill and engage
with new technologies, companies can foster a culture of continuous improvement and sustainability,
as noted by Onuma et al. (2019).

The literature on ethical leadership further supports the importance of leadership in sustainable HRM.
Leaders who demonstrate integrity, fairness, and a commitment to sustainability can inspire greater
loyalty and satisfaction among employees. According to Brown and Trevifio (2006), ethical leadership
is positively associated with employee trust and engagement, which are key contributors to job
satisfaction. In high-risk industries like power distribution, where safety and well-being are
paramount, ethical leadership can foster a culture of transparency and accountability. Research by
Afsar et al. (2019) underscores the impact of ethical leadership on employee attitudes toward
organizational sustainability initiatives, with employees more likely to support and engage with such
efforts when they perceive leadership to be authentic and aligned with ethical values.

In the context of employee satisfaction, research consistently shows that satisfied employees are
more engaged, productive, and loyal to their organizations. Locke (1976) defines job satisfaction as a
positive emotional state resulting from an individual's job appraisal. In high-risk industries like power
distribution, where physical demands and workplace hazards are significant, sustainable HRM
practices that prioritize employee well-being, safety, and professional development are essential for
fostering satisfaction. Studies by Herzberg et al. (1959) highlight the importance of intrinsic factors
such as recognition, responsibility, and opportunities for growth in contributing to job satisfaction,
particularly in challenging work environments. More recent studies, such as those by Bakoti¢ (2016),
reaffirm that employee satisfaction is directly linked to organizational outcomes, including reduced
absenteeism, higher productivity, and improved retention.

Despite the growing body of literature on sustainable HRM, there is still limited research that focuses
specifically on the power distribution sector. This study aims to fill this gap by examining how
sustainable HRM practices influence employee satisfaction in power distribution companies. By
building on the existing literature on employee well-being, work-life balance, eco-friendly practices,
and leadership, this research seeks to provide valuable insights into the role of sustainable HRM in
enhancing job satisfaction in an industry characterized by unique operational and environmental
challenges.

METHODOLOGY

This study adopted an empirical research approach to examine the impact of sustainable Human
Resource Management (HRM) practices on employee satisfaction within power distribution
companies i.e. APEPDCL (Andhra Pradesh Eastern Power Distribution Company), APSPDC (Southern
Power Distribution Company of Andhra Pradesh). Based on the conceptual framework presented in
the diagram, the study focuses on the relationship between five key independent variables i.e.,
Employee Well-Being Initiatives, Work-Life Balancing Policies, Eco-Friendly Work Environment,
Training & Development, and Ethical Leadership and their influence on the dependent variable,
Employee Satisfaction. The data collection method included a structured survey questionnaire
targeted at employees in the power distribution sector. This questionnaire measures employees'
perceptions of the sustainable HRM practices in place and their level of job satisfaction. The survey
used a Likert scale (e.g., 1 to 5, from strongly disagree to strongly agree) to gather responses.
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Figure 1: Conceptual Framework

This study has developed a conceptual framework that illustrates how various organizational policies
and initiatives contribute to employee satisfaction. It highlights the role of Work-Life Balancing
Policies, such as flexible working hours, remote opportunities, and paid leave, in enhancing employee
satisfaction. Employee Well-Being Initiatives, including safety training, health insurance, and stress
management, are also central to promoting a positive work environment. Furthermore, an Eco-
Friendly Work Environment, with energy-efficient practices and recycling programs, encourages
sustainable resource use. Training and Development programs focus on skill enhancement and
leadership training for sustainability practices, while Ethical Leadership ensures transparent decision-
making, fair treatment, and integrity in sustainability goals. These interconnected elements foster
employee recognition, loyalty, and well-being, all of which contribute to overall satisfaction within the
workplace. Data was collected from employees at multiple hierarchical levels within power
distribution companies, ensuring a diverse sample that represents both field workers and office staff.
The research also accounts for demographic variables such as age, gender, years of experience, and
job role, which may moderate the relationship between HRM practices and employee satisfaction. To
analyze the data, multiple regression analysis is employed as the primary statistical model, given its
suitability for testing the influence of multiple independent variables on a single dependent variable.
This model helped to identify the specific contributions of each HRM practice to employee satisfaction,
as well as any interaction effects between the independent variables.

Hypotheses:

Hi: Employee Well-Being Initiatives positively influence Employee Satisfaction in power
distribution companies.

This hypothesis is grounded in the notion that when organizations prioritize employee health, safety,
and mental well-being, it fosters a supportive work environment. Power distribution companies,
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where workers face high physical demands and hazardous conditions, benefit greatly from well-being
programs, which can significantly enhance job satisfaction.

H.: Work-Life Balancing Policies have a positive effect on Employee Satisfaction.

In industries such as power distribution, where the nature of the job often leads to irregular hours,
employees frequently struggle to balance their personal and professional lives. Flexibility in working
hours, remote work opportunities, and paid leave policies can relieve this pressure, thus enhancing
employee satisfaction and reducing burnout.

Hs: An Eco-Friendly Work Environment contributes positively to Employee Satisfaction.

As organizations increasingly adopt sustainable practices, employees feel a sense of pride and
alignment with their company’s environmental goals. Power distribution companies that implement
green practices, such as recycling programs or energy-efficient operations, foster a culture of
environmental responsibility, which can positively impact employee morale and satisfaction.

Hs: Training and Development opportunities focused on sustainability practices positively impact
Employee Satisfaction.

Continuous learning and development opportunities keep employees engaged and prepared for the
changing demands of their industry. In the power distribution sector, where technological
advancements are critical, employees who receive training in sustainability practices or leadership
development are more likely to feel valued and motivated, leading to higher job satisfaction.

Hs: Ethical Leadership positively influences Employee Satisfaction in power distribution companies.

Leadership that emphasizes transparency, fairness, and integrity creates a trust-based work
environment. In high-risk industries, ethical leadership is crucial, as it reassures employees that their
safety and well-being are prioritized. When employees perceive their leaders as ethical, they are more
likely to experience job satisfaction and loyalty to the organization.

RESULTS

A total of 350 questionnaires were distributed, yielding a response rate of 72%, with 250 valid
responses received. This surpasses the minimum required sample size of 138. After conducting
preliminary data analysis using SPSS 28.0, any straight-lining issues were addressed. The detailed
respondent profile is provided in Table 1.

Table 1: Gender with Age

Age Category
Gender 20-35 Years 36-50 Years 50 Years above Total
Female 36 28 25 89
Male 54 73 34 161
Grand Total 90 101 59 250

The table 1 presents a breakdown of 250 respondents based on gender and age category. Among the
total respondents, 35.6% are female and 64.4% are male. In the 20-35 years age category, 14.4% of
the respondents are female and 21.6% are male. In the 36-50 years category, 11.2% are female and
29.2% are male. In the 50 years and above category, 10% are female and 13.6% are male. Overall,
males make up a larger proportion of respondents across all age groups, with the most significant
difference seen in the 36-50 years category. This indicates that the majority of respondents are males
aged 36-50 years. Regarding the Education of the respondents, The majority of respondents, 30.8%,
hold an undergraduate (UG) degree, followed by 27.2% who have completed SSC/10th grade. Those
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with a diploma make up 23.2% of the respondents, while 18% hold a postgraduate (PG) qualification.
A very small portion, only 0.8%, fall into the "Others" category.

Table 2: Job Role and Experience

Job Role No. of Years Experience Total
1-5 Years 6-10 Years 11-15 Years 20 Years above
Field Worker 17 16 13 59 105
Manager 10 6 7 30 53
Office Staff 8 17 10 57 92
Grand Total 35 39 30 146 250

The table 2 presents the distribution of job roles based on years of experience among 250
respondents. Field workers make up the largest group, accounting for 42% of the total, with the
majority having over 20 years of experience (59 workers). Office staff represent 36.8% of the
respondents, with the majority also having over 20 years of experience (57 workers). Managers
account for 21.2% of the total, with 30 of them having over 20 years of experience. Overall, the largest
group of respondents (146) have more than 20 years of experience, indicating a workforce with
significant experience, especially in fieldwork and office staff roles. Table 3 presents the results of the
exploratory factor analysis, where Varimax Rotation was employed. The overall reliability of the
guestionnaire was found to be adequate, with Cronbach’s a values exceeding 0.7 (Hair et al., 2006;
Stuetzer et al., 2013; Wongpakaran & Wongpakaran, 2012). The model demonstrated a strong fit,
evidenced by a Kaiser-Meyer-Olkin (KMO) measure of 0.949 and a significant Bartlett’s chi-square
value at p < 0.001. The analysis identified five factors: Employee Well-Being (three items, Cronbach’s
a = 0.928), Work-Life Balancing Policies (three items, Cronbach’s a = 0.885), Eco-Friendly Work
Environment (three items, Cronbach’s a = 0.932), Training & Development (three items, Cronbach’s a
= 0.910), and Ethical Leadership (three items, Cronbach’s a = 0.963), with most factor loadings above
0.5 (Fabrigar & Wegener, 2011). Although it is generally recommended to have at least three items
per latent variable, prior studies have accepted two-item scales (Chen et al., 2020; Kim, 2020).

Table 3: Exploratory Factor Analysis

Measurement 1 2 3 4 5 | Cronbacha
Employee Well-Being - Safety Training (EW1) 0.743
Employee Well-Being - Health Insurance (EW2) 0716
Employee Well-Being - Stress Management (EW3) 0.710
Waork-Life Balancing Policies - Flexible Warking Hours (WL1)

Work-Life Balancing Policies - Remote Work Opportunities (WL.2)
Work-Life Balancing Policies - Paid Leave Policies (WL3)

Echo-Friendly Work Environment - Energy-Efficient Work Place (EF1)
Echo-Friendly Work Environment - Recycling Programmes (EF2)
Echo-Friendly Work Environment - Sustainable Resource Usage (EF3)
Training & Development - Skill Enhancement (TD1)

Training & Development - Sustainability Workshaps (TD2)

Training & Development - Leadership Training for Green Practices (TD3)
Ethical Leadership - Transparent Decision-Making (EL1)

Ethical Leadership - Fair Treatment of Employees (EL2)

Ethical Leadership - Integrity in Sustainable Goals (EL3)

0.926

0.749
0.726
0.673

0.665

0.797
0.795
0.729

0.932

0.807
0.757
0.723

0.910

0.790
0.679
0.632

0.963

The correlation matrix presents significant relationships between all the variables at the 0.01 level,
indicating strong associations among them. Employee Satisfaction (ES) is positively correlated with all
other variables, with the highest correlation observed with Ethical Leadership (EL) (r = .574). Work-
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Life Balance (WL) also shows strong correlations with Ethical Leadership (EL) (r=.719), followed closely
by its relationship with Eco-Friendly Work Environment (EF) (r = .768). The correlations between
Training & Development (TD) and other variables are moderate, with its highest correlation found
with Ethical Leadership (EL) (r =.640). These significant correlations suggest that improvements in one
area, such as Ethical Leadership, could positively influence other factors like Employee Satisfaction,

Work-Life Balance, and Eco-Friendly Practices within the organization.

Table 4: Correlation Results

ES EW WL EF D EL
ES 1
EW .555%* 1
WL .610** .691** 1
EF .641%** T12%* .768** 1
TD A89** .505** .551** .52]1** 1
EL .574%** .652** TJ19** .700** .640** 1
** Correlation is significant at the 0.01 level (2-tailed).
Table 5: Path Analysis on Determinants of Job Satisfaction
Estimate S.E. C.R. P Label
Employee Well-Being <--> Job Satisfaction 0.578 0.070 | 8.303 oAk
Work-Life Balancing Policies - Job Satisfaction 0.560 0.069 | 8.146 *xk
Echo-Friendly Work Environment <--> Job Satisfaction 0.638 0.075 | 8.559 *Ak
Training & Development - Job Satisfaction 0.631 0.074 | 8.550 *xk
Ethical Leadership - Job Satisfaction 0.559 0.066 | 8.434 el

The results of the structural equation Modeling (SEM) analysis provide strong support for all five
hypotheses, as evidenced by the significant estimates, critical ratios (C.R.), and p-values (P).
Hypothesis 1 (H1), which posits that Employee Well-Being initiatives positively influence Employee
Satisfaction, is supported by a significant positive estimate (0.578), with a critical ratio of 8.303 and a
p-value of less than 0.001.

Hypothesis 2 (H2), suggesting that Work-Life Balancing Policies positively affect Employee Satisfaction,
is also supported with a significant estimate of 0.560, a critical ratio of 8.146, and a p-value of less
than 0.001.

Hypothesis 3 (H3), which asserts that an Eco-Friendly Work Environment contributes positively to
Employee Satisfaction, is reinforced by the highest estimate (0.638), with a critical ratio of 8.559 and
a p-value of less than 0.001.

Hypothesis 4 (H4), proposing that Training and Development opportunities focused on sustainability
practices positively impact Employee Satisfaction, is supported with a significant estimate of 0.631, a
critical ratio of 8.550, and a p-value of less than 0.001.

Lastly, Hypothesis 5 (H5), which suggests that Ethical Leadership positively influences Employee
Satisfaction, is confirmed by a significant estimate of 0.559, with a critical ratio of 8.434 and a p-value
of less than 0.001. These results indicate that all the factors, including Employee Well-Being, Work-
Life Balance, Eco-Friendly Work Environment, Training & Development, and Ethical Leadership,
significantly and positively contribute to enhancing Employee Satisfaction in power distribution
companies.
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DISCUSSIONS

The analysis highlights the significant impact of organizational practices on Employee Satisfaction in
power distribution companies, confirming the importance of several key factors. First, initiatives that
focus on Employee Well-Being contribute positively to satisfaction, emphasizing that when companies
prioritize the health and well-being of their employees through measures such as safety training,
health insurance, and stress management programs, employees tend to feel more valued and
motivated. This supports the idea that organizations investing in their workforce's well-being not only
improve productivity but also foster a more engaged and satisfied workforce. Similarly, Work-Life
Balancing Policies are shown to play a critical role in enhancing employee satisfaction. Flexibility in
working hours, remote work opportunities, and comprehensive leave policies provide employees with
the ability to manage personal and professional responsibilities more effectively, which, in turn, leads
to higher job satisfaction and a healthier work environment.

In addition to well-being and work-life balance, the findings indicate that an Eco-Friendly Work
Environment has a profound effect on employee satisfaction. Employees are increasingly drawn to
organizations that reflect their values, particularly around sustainability and environmental
responsibility. Organizations that implement energy-efficient practices and promote sustainable
resource use not only benefit the environment but also enhance the satisfaction of their employees,
who take pride in working for a socially responsible company. Moreover, opportunities for Training
and Development, particularly in areas that align with sustainability and personal growth, further
reinforce employees’ sense of purpose and fulfilment. Lastly, Ethical Leadership is crucial in fostering
a positive workplace atmosphere where transparency, fairness, and integrity in decision-making
processes lead to higher levels of employee trust and satisfaction. Together, these factors create a
holistic organizational environment that promotes employee satisfaction and retention, underscoring
the importance of comprehensive strategies that address well-being, sustainability, development, and
ethical practices within power distribution companies.

CONCLUSION

This study highlights the importance of adopting comprehensive organizational strategies to enhance
employee satisfaction in power distribution companies. The findings reveal that by prioritizing
employee well-being, offering flexible and supportive work conditions, and fostering a positive and
sustainable work environment, companies can significantly improve job satisfaction. Additionally,
providing opportunities for growth and development, alongside leadership practices grounded in
fairness and transparency, further contribute to creating a motivated and engaged workforce. The
study emphasizes that companies aiming to boost employee morale and retention should focus on
creating a balanced, ethical, and growth-oriented organizational culture that aligns with both the
personal and professional needs of their employees.
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