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Abstract 
Purpose 
The present study is an attempt to explore the job involvement, job satisfaction and employee motivation of the 
executive and non-executive employees of public tea gardens in Dibrugarh district, Assam. The study focuses 
on gender differences in organizational involvement, job satisfaction, and motivational components of tea 
garden workers and aims to offer practical suggestions to enhance organizational effectiveness and employee 
well-being in plantation sectors.  
Design/Methodology/Approach:  The study adopted an exploratory and comparative research design. The data 
were gathered from 284 tea garden workers (62 executives and 222 non-executives) who were selected by 
random sampling technique. The data were collected by using standardized instruments such as Kanungo's Job 
Involvement Scale (1982), Muthayya's Job Satisfaction Scale (1984) and Srivastava's Employee Motivation Scale 
(1988). Data were analyzed using descriptive statistics and independent sample t-test in IBM SPSS Statistics 
Version 27.  
Findings:  The results indicated that there were no significant differences between the executive and non-
executive employees in terms of job involvement, job satisfaction, and employee motivation based on gender. 
The workplace attitudes, psychological involvement, organizational commitment, workplace satisfaction and 
motivational orientation of both male and female employees were relatively similar. The results also indicate 
that the organizational role, workplace environment, welfare-oriented management systems and administrative 
structure have a greater impact on employee behavior than gender differences within the public tea garden 
organizations.  
Practical Implications The study emphasizes the need for supportive organizational environment, welfare 
oriented management systems, participative administration, employee recognition systems and developmental 
opportunities to enhance the involvement of plantation workers, job satisfaction and employee motivation. The 
results could be useful to tea garden management authorities in developing appropriate organizational and 
human resource strategies to enhance commitment and organizational effectiveness in the long run. 
Keywords: Job Involvement, Job Satisfaction, Employee Motivation, Tea Garden Employees, Organizational 
Commitment 
Introduction 
Tea is still one of the most popular drinks globally and plays a significant role in the agricultural economy of 
the world (Food and Agriculture Organization, 2022). India plays a crucial role in the global tea market and is 
one of the world's top tea producers. Assam is a significant contributor to the production and export of tea in 
India and is also a key player in the generation of employment and economic development in the region (Tea 
Board of India, 2023; Bhowmik, 2021). The tea plantation industry is labour intensive and organizational 
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productivity and operational efficiency are highly dependent on the psychological involvement, participation, 
satisfaction and motivational orientation of employees. Workers in tea plantations often engage in physically 
demanding work activities within a formal administrative framework and difficult working conditions. 
Therefore, it is crucial to understand the organizational factors like job involvement, job satisfaction, and 
employee motivation to enhance employee well-being and organizational effectiveness in plantation industries 
(Powrel & Mishra, 2024; Porkodi & Pundhir, 2025).  
Job involvement is the extent to which workers feel attached to their job and are involved in the responsibilities 
of the organization (Kanungo, 1982). Higher job involvement is associated with higher levels of commitment to 
the workplace, organizational attachment, participation, and professional effectiveness among employees. 
Recent research on organizational behavior has highlighted that job involvement is a positive predictor of 
organizational commitment, employee turnover, participation in the workplace, and productivity (Huang et al., 
2019; Salessi & Omar, 2021; Ting, 2011). Job satisfaction is defined as the positive emotional attitude towards 
one's work experiences, organizational context, interpersonal relationships, and job duties (Judge et al., 2020). 
Staff with greater job satisfaction tend to exhibit greater stability, emotional health, commitment to the 
organization, and engagement in their work. Job satisfaction has a positive effect on employees' morale, 
adjustment to the job, productivity, and organizational effectiveness, especially in labour-intensive industries 
where employees often work in challenging occupational environments (Lee & Kim, 2020; Perry et al., 2021; 
Boamah et al., 2018). 
Job satisfaction is closely associated with organizational support, welfare-oriented management systems, 
leadership behaviour, workplace recognition, and administrative practices. Employees who receive 
organizational support, fair treatment, professional recognition, and developmental opportunities generally 
experience higher levels of workplace satisfaction and organizational attachment. Saks (2022), Chandra et al. 
(2024), Dave et al. (2024), and Bakker and Demerouti (2021) observed that supportive workplace climate, 
positive leadership behaviour, participative management practices, and welfare-oriented organizational 
systems significantly strengthen employee satisfaction and organizational commitment. 
Employee motivation refers to the internal and external forces that stimulate employees toward achieving 
organizational goals with persistence, commitment, and responsibility (Deci et al., 2020). According to Self-
Determination Theory, autonomy, competence, and relatedness positively contribute toward employees’ 
intrinsic motivation and organizational involvement (Ryan & Deci, 2020). In labour-intensive sectors such as 
tea plantations, motivational dimensions including personal growth, achievement orientation, self-control, 
monetary benefits, non-financial gains, social affiliation, and autonomy significantly influence workplace 
behaviour and organizational participation (Gagné et al., 2022; Van den Broeck et al., 2021). 
Recent organizational behaviour studies have emphasized that supportive organizational systems and positive 
workplace environments significantly influence employee involvement, motivation, and organizational 
effectiveness. Bakker and Demerouti (2021) observed that supportive organizational resources positively 
strengthen workplace involvement and employee commitment through the Job Demands–Resources 
framework. Saks (2022), Chandra et al. (2024), and Dave et al. (2024) similarly emphasized that welfare-oriented 
organizational practices, supportive workplace climate, and employee-centered management systems 
positively contribute toward workplace morale and organizational effectiveness. 
Several contemporary studies have highlighted the importance of employee motivation and workplace 
involvement within industrial organizations. Gupta et al. (2024) reported that empowerment-oriented 
organizational systems significantly strengthen employee commitment and workplace participation in Indian 
organizations. Bakker et al. (2023), Locke and Latham (2020), and Herzberg (1966) also found that professional 
responsibility, organizational participation, recognition systems, and supportive workplace conditions 
positively affect workplace motivation and professional effectiveness among employees. In recent years, gender 
differences in workplace behaviour and organizational attitudes have also been the subject of much scholarly 
interest. The results of several studies show that supportive organizational culture, workplace fairness, and 
participative management systems have positive effects on employee involvement and workplace adjustment 
regardless of gender (Peng et al., 2024; Khairuddin et al., 2024). Emotionally supportive work environments 
also have a positive impact on psychological well-being, emotional stability, and workplace adjustment for both 
male and female employees, as reported by Hülsheger and Schewe (2021), Singh and Chaturvedi (2023), and 
Demir (2020). Research within plantation sectors also highlights the significance of labour welfare systems and 
supportive organizational practices in influencing employees' attitudes at work. Bhowmik (2021) noted that the 
socio-economic vulnerability and occupational dependency of the tea plantation workers in India often rely on 
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welfare-oriented management systems. Similarly, Powrel and Mishra (2024), Porkodi and Pundhir (2025), and 
Chandra et al. (2024) found that welfare facilities, organizational support, and positive workplace systems have 
a significant impact on workplace satisfaction and organizational commitment among tea garden workers. 
Public tea garden organizations are hierarchical in their administration, labour intensive in their occupation and 
welfare oriented in their management system. Executive employees typically have supervisory and 
administrative duties related to organizational coordination and decision making, while non-executive 
employees are primarily involved in operational and field level duties. These differences in occupational roles 
and organizational responsibilities can affect employees' motivational orientation, workplace expectations, 
organizational satisfaction, and professional involvement (Bakker & Demerouti, 2021; Ryan & Deci, 2020; 
Gagné et al., 2022). 
Research gap  
Although several studies have examined labour welfare, industrial relations, and socio-economic conditions 
within plantation industries, comparatively limited empirical research has focused on psychological variables 
such as job involvement, job satisfaction, and employee motivation among tea garden employees in Assam. 
Most earlier studies concentrated primarily on labour welfare and occupational conditions rather than 
employees’ organizational involvement, workplace satisfaction, and motivational orientation. Furthermore, 
very limited studies have examined gender-based differences among executive and non-executive employees 
within public tea garden organizations. Bakker and Demerouti (2021), Saks (2022), and Gagné et al. (2022) 
emphasized that workplace involvement, employee satisfaction, and motivational orientation significantly 
influence organizational effectiveness and employee well-being. Similarly, Powrel and Mishra (2024), Porkodi 
and Pundhir (2025), and Chandra et al. (2024) observed that supportive welfare systems and organizational 
culture positively influence employee morale and workplace adjustment within labour-intensive industries. 
Therefore, the present study attempts to address this research gap by examining job involvement, job 
satisfaction, and employee motivation among public tea garden employees from a gender-based perspective. 
Objective of the study  
1. To examine gender-based differences in job involvement, job satisfaction, and employee motivation between 

executive employees working in public tea gardens of Dibrugarh district, Assam. 
2. To examine gender-based differences in job involvement, job satisfaction, and employee motivation between 

non-executive employees working in public tea gardens of Dibrugarh district, Assam. 
Hypotheses 
H01: There is significant difference between male and female executive employees regarding job involvement, 
job satisfaction, and employee motivation in public tea gardens of Dibrugarh district, Assam. 
H02: There is significant difference between male and female non-executive employees regarding job 
involvement, job satisfaction, and employee motivation in public tea gardens of Dibrugarh district, Assam. 
Methods of the study 
The present study adopted an exploratory research design to examine job involvement, job satisfaction, and 
employee motivation among executive and non-executive employees working in public tea gardens of 
Dibrugarh district, Assam. The study employed quantitative methods to obtain systematic and reliable findings 
regarding employees’ workplace behaviour, organizational involvement, and motivational orientation. 
Study Area 
The study was carried out in selected public tea gardens of Dibrugarh district, Assam. Dibrugarh is one of the 
important tea producing districts of Assam and is significant in the tea economy of India. The tea plantation in 
this area is a source of jobs for a large number of people and plays an important role in the socio-economic 
development of the region.  
Sample and Sampling Technique.  
The study was carried out on a total sample of 284 tea garden employees of which 62 were executives and 222 
were non-executives. Of the executives, 50 were male and 12 were female employees. Likewise, 190 of the non-
executives were male and 32 female employees. Random sampling technique was used to select the respondents 
to ensure adequate representation of employees from different occupational categories and gender groups. To 
get more stable responses on organizational behaviour, job involvement and motivational orientation, 
employees with less than 5 years of work experience were excluded from the study.  
Tools Used for Data Collection  
The following standardized instruments were used for collecting data from the respondents:  
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1.The Job Involvement Scale (Kanungo, 1982) The Job Involvement Scale developed by Kanungo (1982) was 
used to measure job involvement. The scale measures the degree of psychological identification and personal 
involvement of employees with their work. It evaluates the cognitive and emotional relationship of employees 
with their work duties, work involvement and professional commitment. The scale is structured statements 
with a Likert-type response format and has been extensively used in organizational behaviour and industrial 
psychology studies.  
2.Job Satisfaction Scale (Muthayya, 1984) The Job Satisfaction Scale developed by Muthayya (1984) was used 
to measure job satisfaction. The scale assesses the satisfaction of employees with the conditions of their work, 
the environment of the organization, their professional duties, the welfare facilities, and their experiences at 
work. It evaluates employees’ emotional orientation and overall satisfaction toward their organizational roles. 
The scale has been extensively employed in organizational and behavioural research to measure employee 
satisfaction in the workplace. 3.Employee Motivation Scale (Srivastava, 1988) The Employee Motivation Scale 
developed by Srivastava (1988) was used to measure the employee motivation. The scale assesses different 
aspects of employee motivation such as personal growth, achievement orientation, self-control, monetary gains, 
non-financial gains, social affiliation, autonomy and self-actualization. The scale is used to evaluate the 
motivational orientation, occupational aspiration, organizational involvement and psychological needs of 
employees in the workplace. The instrument has been extensively used in organizational and motivational 
research studies.  
Analysis of the Data 
The collected data were systematically analyzed using IBM SPSS Statistics Version 27. Both descriptive and 
inferential statistical techniques were employed for data analysis. Mean and standard deviation were used to 
describe the nature and distribution of responses. Independent sample t-test was employed to examine gender-
based differences between male and female executive employees and male and female non-executive employees 
separately. 
Table-1 Significance of the mean differences between public Executive male and female in the tea garden in the 
district Dibrugarh district of Assam on Job involvement, Job satisfaction and Employee motivation. 

Name of the variable Public limited tea 
garden Male 
Executives 
N=50 

Public limited tea 
garden Female 
executives 
N=12  

‘t’ 
value 

Level of 
Significance 

Mean 
value 

SD Mean value 
 

SD 

Job Involvement 35.40 2.52 36.08 2.61 0.83 NS 
Job Satisfaction 108.36 7.86 108.67 6.36 0.12 NS 
Need for personal growth 33.70 1.70 33.75 0.75 0.10 NS 
Need for achievement 33.30 1.01 33.76 1.06 1.37 NS 
Need for Self-control 31.32 2.11 31.25 0.75 0.11 NS 
Need for Monetary gains 34.22 1.17 34.42 1.16 0.52 NS 
Need for non-financial gains 34.12 1.15 34.08 1.50 0.09 NS 
Need for Social affiliation 33.16 1.33 33.67 2.22 1.03 NS 
Need for autonomy and self-
actualization 

32.80 2.47 33.00 0.85 
 

0.28 NS 

Table 1 depicts there is no significance of mean differences between male and female executives working in 
public tea gardens of the Dibrugarh district, Assam, across variables including job involvement, job satisfaction, 
and various dimensions of employee motivation. 
 
Table-2 Significance of the mean differences between public non-executive male and female in the tea garden in 
the district Dibrugarh district of Assam on Job involvement, Job satisfaction and Employee motivation. 

Name of the variable Public limited tea 
garden male Non 
executives N=190 

Public limited tea 
garden female non-
executives  
N=32  

‘t’ value Level of 
signature 
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Mean 
value 

SD Mean 
value 

SD 

Job Involvement 32.30 2.26 32.50 3.17 0.43 NS 
Job Satisfaction 106.34 6.92 105.94 7.79 0.30 NS 
Need for personal growth 33.20 1.95 33.81 1.59 0.66 NS 
Need for achievement 31.61 2.43 31.78 4.91 0.30 NS 
Need for Self-control 26.28 3.22 26.93 4.47 1.01 NS 
Need for Monetary gains 33.94 1.67 33.72 2.45 0.66 NS 
Need for non-financial gains 34.29 2.75 34.94 .80 1.31 NS 
Need for Social affiliation 31.80 4.12 32.19 3.15 0.50 NS 
Need for autonomy and self-
actualization 

33.45 3.90 33.72 2.58 0.38 NS 

Table 2 examines mean no significance differences between male and female non-executives employed in 
public tea gardens. 
Results and discussion 
Table 1 indicates no significant difference between male and female executives regarding job involvement (t = 
0.83, NS). Female executives scored slightly higher (M = 36.08, SD = 2.61) than male executives (M = 35.40 SD = 
2.52), indicating relatively similar psychological attachment, workplace participation, and organizational 
commitment among both groups. Public tea garden executive positions may provide comparatively similar 
opportunities for administrative participation, workplace involvement, leadership exposure, and 
organizational interaction irrespective of gender. Huang et al. (2019), Salessi and Omar (2021), Ting (2011), and 
Demir (2020) similarly observed that organizational role and professional identity influence job involvement 
more strongly than demographic characteristics. Bakker and Demerouti (2021), Saks (2022), Gagné et al. (2022), 
and Van den Broeck et al. (2021) further emphasized that supportive organizational systems, autonomy-
supportive work environments, and workplace participation positively contribute toward workplace 
involvement and organizational commitment. Therefore, relatively similar organizational responsibilities, 
administrative exposure, and professional participation may explain the non-significant gender differences in 
job involvement among public tea garden executive employees. 
Table 1 further indicates no significant difference between male and female executives regarding job satisfaction 
(t = 0.12, NS). Female executives obtained slightly higher mean scores (M = 108.67, SD = 6.36) compared to male 
executives (M = 108.36, SD = 7.86), suggesting relatively similar emotional orientation, workplace satisfaction, 
organizational adjustment, and professional stability among both groups. Public tea garden executive 
employees may experience comparatively similar workplace conditions, administrative responsibilities, 
organizational recognition, welfare facilities, and professional exposure irrespective of gender. Judge et al. 
(2020), Lee and Kim (2020), Perry et al. (2021), and Boamah et al. (2018) observed that supportive workplace 
systems, organizational support, and participative management practices positively strengthen employees’ 
workplace satisfaction and professional commitment. Chandra et al. (2024), Dave et al. (2024), and Porkodi and 
Pundhir (2025) similarly emphasized that welfare-oriented management systems and supportive workplace 
climate positively contribute toward employee morale and workplace satisfaction. Therefore, comparable 
workplace exposure, welfare-oriented organizational systems, and supportive administrative practices may 
explain the absence of significant gender differences in job satisfaction among public tea garden executive 
employees. 
Table 1 indicates no significant difference between male and female executives regarding need for personal 
growth (t = 0.10, NS). Female executives scored slightly higher (M = 33.75, SD = .75) than male executives (M = 
33.70, SD = 1.70), indicating relatively similar orientation toward professional development, competence 
enhancement, self-improvement, and workplace advancement among both groups. Public tea garden executive 
positions may provide comparatively similar opportunities for organizational participation, leadership 
development, and professional growth irrespective of gender. Gagné et al. (2022), Van den Broeck et al. (2021), 
Wen and Tahir (2024), and Ryan and Deci (2020) observed that competence development and supportive 
organizational systems positively strengthen employees’ growth orientation and workplace motivation. Deci et 
al. (2020), Locke and Latham (2020), and Bakker et al. (2023) similarly emphasized that autonomy-supportive 
work environments and developmental opportunities positively influence employees’ psychological growth 
and motivational orientation. Therefore, similar professional exposure and organizational opportunities may 
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explain the non-significant gender difference in need for personal growth among public tea garden executive 
employees. 
Table 1 indicates no significant difference between male and female executives regarding need for achievement 
(t = 0.71, NS). Female executives obtained slightly higher mean scores (M = 33.76, SD = 1.06) than male executives 
(M = 33.30, SD = 1.01), suggesting relatively similar achievement orientation, workplace aspiration, professional 
ambition, and commitment toward organizational goals among both groups. Public tea garden executive 
employees may experience comparatively similar organizational expectations, administrative participation, and 
performance responsibilities irrespective of gender. Herzberg (1966), Ryan and Deci (2020), Bakker et al. (2023), 
and Locke and Latham (2020) observed that achievement orientation and workplace motivation are strongly 
associated with responsibility, professional involvement, and organizational participation. Gupta et al. (2024), 
Chandra et al. (2024), and Perry et al. (2021) similarly emphasized that empowerment-oriented workplace 
systems positively strengthen employees’ confidence, workplace aspiration, and professional commitment. 
Therefore, similar organizational expectations and professional responsibilities may explain the absence of 
significant gender differences in need for achievement among public tea garden executive employees. 
Table 1 further indicates no significant difference between male and female executives regarding need for self-
control (t = 0.11, NS). Female executives scored slightly higher (M = 31.25, SD = .75) compared to male executives 
(M = 31.32 SD = 2.11), indicating relatively similar emotional stability, behavioural discipline, workplace 
adjustment, and psychological regulation among both groups. Public tea garden executive positions may 
require comparatively similar organizational discipline, emotional adjustment, and professional behaviour 
irrespective of gender. Hülsheger and Schewe (2021), Singh and Chaturvedi (2023), Demir (2020), and Hasan 
et al. (2021) similarly observed that emotionally supportive workplace environments positively influence 
employees’ psychological well-being and organizational adjustment. Bakker and Demerouti (2021), Saks 
(2022), and Gagné et al. (2022) further emphasized that positive workplace climate and supportive 
organizational systems significantly strengthen employees’ emotional stability and workplace behaviour. 
Therefore, similar workplace exposure and administrative responsibilities may explain the non-significant 
gender differences in need for self-control among public tea garden executive employees. 
Table 1 indicates no significant difference between male and female executives regarding need for monetary 
gains (t = 0.52, NS). Female executives scored slightly higher (M = 34.42, SD = 1.16) than male executives (M = 
34.33, SD = 1.17), suggesting relatively similar economic expectations, financial security orientation, workplace 
stability, and occupational motivation among both groups. Public tea garden executive employees may 
experience comparatively similar salary structures, economic benefits, and welfare-oriented administrative 
systems irrespective of gender. Ceccarelli (2018), Ahmad et al. (2025), and Singh and Bajaj (2025) observed that 
financial security and economic incentives positively influence employees’ workplace commitment and 
professional motivation. Locke and Latham (2020), Ryan and Deci (2020), and Herzberg (1966) similarly 
emphasized that financial stability and organizational rewards positively strengthen workplace motivation and 
occupational involvement. Therefore, comparable economic expectations and welfare-oriented organizational 
systems may explain the absence of significant gender differences in need for monetary gains among public tea 
garden executive employees. 
Table 1 further indicates no significant difference between male and female executives regarding need for non-
financial gains (t = 0.09, NS). Male executives obtained slightly higher mean scores (M = 34.12, SD = 1.15) 
compared to female executives (M = 34.08, SD = 1.50), indicating relatively similar orientation toward 
organizational recognition, workplace appreciation, social respect, and psychological satisfaction among both 
groups. Public tea garden executive employees may experience comparatively similar opportunities for 
organizational recognition and professional appreciation irrespective of gender. Saks (2022), Hilton et al. (2021), 
D’Silva et al. (2024), and Perry et al. (2021) similarly emphasized that recognition systems, supportive 
workplace culture, and employee-centered management practices positively strengthen workplace involvement 
and organizational attachment. Bakker and Demerouti (2021), Gagné et al. (2022), and Van den Broeck et al. 
(2021) further emphasized that supportive organizational climate positively contributes toward employees’ 
psychological satisfaction and professional effectiveness. Therefore, relatively similar organizational 
appreciation and workplace recognition may explain the non-significant gender differences in need for non-
financial gains among public tea garden executive employees. 
Table 1 indicates no significant difference between male and female executives regarding need for social 
affiliation (t = 1.03, NS). Female executives scored slightly higher (M = 33.67  SD = 2.22) than male executives (M 
= 33.16, SD = 1.33), indicating relatively similar interpersonal orientation, social interaction, workplace 
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communication, and organizational adjustment among both groups. Public tea garden executive positions may 
provide comparatively similar opportunities for workplace interaction, teamwork, and organizational 
participation irrespective of gender. Hasan et al. (2021), Perry et al. (2021), Ting (2011), and Peng et al. (2024) 
observed that supportive organizational climate and positive workplace relationships significantly strengthen 
social affiliation and workplace adjustment among employees. Chandra et al. (2024), Dave et al. (2024), and Lee 
and Kim (2020) similarly emphasized that participative management systems positively contribute toward 
organizational attachment and workplace communication. Therefore, relatively similar organizational 
interaction and workplace participation may explain the absence of significant gender differences in need for 
social affiliation among public tea garden executive employees. 
Table 1 indicates no significant difference between male and female executives regarding autonomy and self-
actualization (t = 0.28, NS). Female executives scored slightly higher (M = 33.00, SD = 0.85) than male executives 
(M = 32.80, SD = 2.47), suggesting relatively similar aspirations for autonomy, creativity, leadership, and 
personal fulfillment among both groups. Public tea garden executive positions may provide relatively similar 
opportunities for administrative participation, decision-making, and professional advancement irrespective of 
gender. Deci et al. (2020), Van den Broeck et al. (2021), Gagné et al. (2022), Bakker et al. (2023), and Herzberg 
(1966) emphasized that autonomy, supportive work environments, responsibility, and psychological growth 
positively contribute toward self-actualization and workplace motivation. Therefore, relatively similar 
professional opportunities, administrative participation, and organizational exposure may explain the non-
significant gender differences in autonomy and self-actualization among public tea garden executive 
employees. 
Table 2 indicates no significant difference between male and female non-executive employees regarding job 
involvement (t = 0.60, NS). Male non-executive employees scored slightly higher (M = 34.22, SD = 1.34) than 
female non-executive employees (M = 34.00, SD = .85), indicating relatively similar workplace participation, 
psychological attachment, and organizational commitment among both groups. Public tea garden non-
executive employees may experience comparatively similar occupational conditions, workplace responsibilities, 
and organizational expectations irrespective of gender. Demir (2020), Peng et al. (2024), Ting (2011), and Igbaria 
et al. (1994) similarly observed that organizational support and workplace environment significantly influence 
employees’ job involvement irrespective of demographic characteristics. Bakker and Demerouti (2021), Saks 
(2022), and Van den Broeck et al. (2021) further emphasized that supportive organizational systems positively 
strengthen workplace participation and professional commitment among employees. Therefore, relatively 
similar occupational responsibilities, workplace interaction, and organizational exposure may explain the non-
significant gender differences in job involvement among public tea garden non-executive employees. 
Table 2 further indicates no significant difference between male and female non-executive employees regarding 
job satisfaction (t = 0.04, NS). Female non-executive employees scored slightly higher (M = 111.80, SD = 4.99) 
than male non-executive employees (M = 111.74, SD = 5.15), indicating relatively similar workplace satisfaction, 
emotional adjustment, occupational stability, and organizational commitment among both groups. Public tea 
garden non-executive employees may experience comparatively similar occupational conditions, welfare 
dependence, organizational support systems, workplace interaction, and administrative exposure irrespective 
of gender. Judge et al. (2020), Lee and Kim (2020), and Perry et al. (2021) observed that supportive 
organizational climate and positive workplace relationships significantly strengthen employees’ emotional 
satisfaction and workplace stability. Boamah et al. (2018), Bakker and Demerouti (2021), and Hülsheger and 
Schewe (2021) similarly emphasized that supportive workplace systems, organizational justice, and 
emotionally healthy work environments positively contribute toward employee satisfaction and psychological 
well-being. Powrel and Mishra (2024), Chandra et al. (2024), and Porkodi and Pundhir (2025) further observed 
that welfare-oriented management systems and employee-centered organizational practices positively 
influence workplace morale and organizational attachment among plantation employees. Therefore, relatively 
similar workplace exposure, welfare facilities, organizational support, and occupational expectations may 
explain the non-significant gender differences in job satisfaction among public tea garden non-executive 
employees. 
Table 2 indicates no significant difference between male and female non-executive employees regarding need 
for personal growth (t = 0.03, NS). Male non-executive employees scored slightly higher (M = 34.28, SD = 1.59 ) 
than female non-executive employees (M = 34.27, SD =1.58), indicating relatively similar orientation toward self-
development, competence enhancement, and workplace advancement among both groups. Public tea garden 
non-executive positions may provide comparatively similar opportunities for organizational participation, skill 
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development, and workplace learning irrespective of gender. Gagné et al. (2022), Van den Broeck et al. (2021), 
Wen and Tahir (2024), and Ryan and Deci (2020) observed that supportive organizational systems positively 
strengthen employees’ competence development and growth orientation. Deci et al. (2020), Bakker et al. (2023), 
and Locke and Latham (2020) similarly emphasized that autonomy-supportive workplace environments 
positively influence professional development and motivational orientation among employees. Therefore, 
similar organizational opportunities and workplace participation may explain the absence of significant gender 
differences in need for personal growth among public tea garden non-executive employees. 
Table 2 further indicates no significant difference between male and female non-executive employees regarding 
need for achievement (t = 0.95, NS). Male non-executive employees obtained slightly higher mean scores (M = 
33.28, SD = 2.29) compared to female non-executive employees (M = 32.60, SD = 2.87), suggesting relatively 
similar workplace aspiration, achievement orientation, and commitment toward occupational responsibilities 
among both groups. Public tea garden non-executive employees may experience comparatively similar 
organizational expectations, performance responsibilities, and workplace participation irrespective of gender. 
Herzberg (1966), Ryan and Deci (2020), Bakker et al. (2023), and Locke and Latham (2020) observed that 
achievement orientation is positively associated with workplace responsibility, professional participation, and 
organizational recognition. Gupta et al. (2024), Chandra et al. (2024), and Perry et al. (2021) similarly 
emphasized that supportive workplace systems positively contribute toward employee aspiration and 
workplace motivation. Therefore, relatively similar occupational expectations and organizational participation 
may explain the non-significant gender differences in need for achievement among public tea garden non-
executive employees. 
Table 2 indicates no significant difference between male and female non-executive employees regarding need 
for self-control (t = 0.29, NS). Female non-executive employees scored slightly higher (M = 27.87, SD = 3.18) than 
male non-executive employees (M = 27.46, SD = 5.21), indicating relatively similar emotional regulation, 
behavioural discipline, workplace adjustment, and psychological stability among both groups. Public tea 
garden non-executive employees may experience comparatively similar workplace discipline, occupational 
exposure, and organizational adjustment irrespective of gender. Hülsheger and Schewe (2021), Singh and 
Chaturvedi (2023), Hasan et al. (2021), and Demir (2020) observed that emotionally supportive workplace 
environments positively contribute toward employees’ psychological well-being and organizational 
adjustment. Bakker and Demerouti (2021), Saks (2022), and Gagné et al. (2022) similarly emphasized that 
supportive workplace climate positively strengthens emotional stability and behavioural adjustment among 
employees. Therefore, relatively similar occupational conditions and workplace exposure may explain the non-
significant gender differences in need for self-control among public tea garden non-executive employees. 
Table 2 further indicates no significant difference between male and female non-executive employees regarding 
need for monetary gains (t = 0.59, NS). Female non-executive employees obtained slightly higher mean scores 
(M = 34.93, SD = 3.41) compared to male non-executive employees (M = 34.58, SD = 1.39), indicating relatively 
similar financial expectations, workplace security orientation, and economic motivation among both groups. 
Public tea garden non-executive employees may experience comparatively similar wage structures, welfare 
facilities, and economic expectations irrespective of gender. Ceccarelli (2018), Ahmad et al. (2025), and Singh 
and Bajaj (2025) observed that financial stability and organizational rewards positively influence employees’ 
workplace commitment and motivational orientation. Locke and Latham (2020), Herzberg (1966), and Ryan 
and Deci (2020) similarly emphasized that economic security and occupational stability positively contribute 
toward workplace motivation and organizational involvement. Therefore, relatively similar financial 
expectations and welfare-oriented organizational systems may explain the non-significant gender differences 
in need for monetary gains among public tea garden non-executive employees. 
Table 2 indicates no significant difference between male and female non-executive employees regarding need 
for non-financial gains (t = 0.19, NS). Male non-executive employees scored slightly higher (M = 34.56, SD = 1.43) 
than female non-executive employees (M = 34.47, SD = 2.42), indicating relatively similar orientation toward 
workplace appreciation, social respect, organizational recognition, and psychological satisfaction among both 
groups. Public tea garden non-executive employees may experience comparatively similar opportunities for 
recognition and workplace appreciation irrespective of gender. Saks (2022), Hilton et al. (2021), D’Silva et al. 
(2024), and Perry et al. (2021) emphasized that employee-centered management systems and supportive 
workplace culture positively strengthen employees’ workplace morale and organizational attachment. Bakker 
and Demerouti (2021), Gagné et al. (2022), and Van den Broeck et al. (2021) similarly observed that supportive 
workplace climate positively contributes toward employees’ emotional satisfaction and workplace 
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effectiveness. Therefore, relatively similar organizational recognition and workplace interaction may explain 
the absence of significant gender differences in need for non-financial gains among public tea garden non-
executive employees. 
Table 2 further indicates no significant difference between male and female non-executive employees regarding 
need for social affiliation (t = 0.28, NS). Female non-executive employees obtained slightly higher mean scores 
(M = 33.07, SD = 2.46) compared to male non-executive employees (M = 32.92, SD = 1.55), suggesting relatively 
similar interpersonal orientation, workplace communication, social interaction, and organizational adjustment 
among both groups. Public tea garden non-executive employees may experience comparatively similar 
opportunities for teamwork, workplace communication, and social interaction irrespective of gender. Hasan et 
al. (2021), Perry et al. (2021), Ting (2011), and Peng et al. (2024) observed that supportive organizational climate 
and positive workplace relationships significantly strengthen employees’ social affiliation and workplace 
adjustment. Chandra et al. (2024), Lee and Kim (2020), and Dave et al. (2024) similarly emphasized that 
participative workplace systems positively contribute toward organizational attachment and workplace 
communication. Therefore, relatively similar workplace interaction and organizational participation may 
explain the non-significant gender differences in need for social affiliation among public tea garden non-
executive employees. 
Table 2 indicates no significant difference between male and female non-executive employees regarding 
autonomy and self-actualization (t = 0.12, NS). Male non-executive employees scored slightly higher (M = 33.14, 
SD = 1.88) than female non-executive employees (M = 33.06, SD = 2.60), indicating relatively similar orientation 
toward workplace participation, psychological independence, creativity, and personal accomplishment among 
both groups. Public tea garden non-executive positions may provide comparatively similar opportunities for 
workplace participation, organizational exposure, and occupational self-development irrespective of gender. 
Deci et al. (2020), Van den Broeck et al. (2021), Ryan and Deci (2020), and Bakker et al. (2023) emphasized that 
autonomy-supportive workplace systems positively strengthen employees’ self-development and motivational 
orientation. Herzberg (1966), Gagné et al. (2022), and Wen and Tahir (2024) similarly observed that professional 
participation, responsibility, and supportive workplace environments positively contribute toward 
psychological growth and self-actualization among employees. Therefore, relatively similar workplace 
exposure and organizational participation may explain the non-significant gender differences in autonomy and 
self-actualization among public tea garden non-executive employees. 
Gender related outcome  
The findings of the present study revealed no statistically significant gender-based differences among executive 
and non-executive employees regarding job involvement, job satisfaction, and employee motivation. Both male 
and female employees demonstrated relatively similar workplace attitudes, organizational participation, 
emotional adjustment, workplace satisfaction, and motivational orientation. The absence of significant gender 
differences may be attributed to relatively similar organizational structure, occupational responsibilities, 
welfare exposure, workplace conditions, administrative systems, and organizational participation available to 
employees within public tea garden organizations irrespective of gender. 
Public tea garden organizations generally function under structured administrative systems where 
organizational policies, welfare facilities, workplace discipline, salary structures, and occupational expectations 
remain comparatively uniform for both male and female employees. Consequently, employees may experience 
relatively similar workplace exposure, organizational interaction, psychological involvement, and occupational 
dependence irrespective of gender. Bakker and Demerouti (2021), Van den Broeck et al. (2021), and Gagné et 
al. (2022) similarly observed that supportive organizational systems and participative workplace environments 
positively strengthen employee involvement and workplace adjustment irrespective of demographic 
characteristics. 
The absence of significant gender differences may also be associated with welfare-oriented organizational 
systems and supportive workplace culture within public tea garden organizations. Lee and Kim (2020), Perry 
et al. (2021), and Saks (2022) observed that supportive organizational climate, organizational fairness, employee 
recognition, and participative management systems positively influence workplace satisfaction and 
organizational commitment among employees irrespective of gender. Hülsheger and Schewe (2021), Singh 
and Chaturvedi (2023), and Demir (2020) similarly emphasized that emotionally supportive workplace 
environments positively strengthen emotional stability, psychological adjustment, and organizational 
attachment among both male and female employees. 



 
  
290/ Journal of Daoist Studies 19-4s (2026) 
 
 
Another possible reason for the absence of significant gender differences may be the collectivistic and welfare-
dependent occupational environment commonly observed within plantation organizations. Tea garden 
employees often depend heavily upon organizational systems for occupational security, welfare facilities, social 
interaction, and workplace stability. Consequently, employees may develop relatively similar workplace 
attitudes and motivational orientation irrespective of gender. Bhowmik (2021), Powrel and Mishra (2024), and 
Porkodi and Pundhir (2025) similarly observed that labour welfare systems and occupational dependence 
significantly influence workplace behaviour and organizational attachment among tea plantation employees. 
Implication of the study 
The findings of the present study possess important implications for tea garden management authorities, 
organizational administrators, policy makers, academicians, and human resource professionals. The study 
highlights the importance of supportive organizational climate, welfare-oriented management systems, 
participative administration, employee recognition practices, and developmental opportunities for 
strengthening workplace involvement, job satisfaction, and motivational orientation among plantation 
employees. 
The findings further suggest that tea garden organizations should strengthen welfare-oriented workplace 
systems, leadership behaviour, organizational communication, and employee-centered management practices 
to improve workplace morale and organizational commitment among employees. Since no significant gender 
differences were observed, management authorities should continue emphasizing equal workplace 
opportunities, balanced welfare support systems, and supportive organizational culture for both male and 
female employees. 
Summary and conclusion 
Job involvement, job satisfaction, and employee motivation continue to remain important determinants of 
organizational effectiveness, workplace stability, professional commitment, and employee well-being within 
labour-intensive industries such as tea plantations. The findings of the present study revealed that both male 
and female employees working in public tea gardens of Dibrugarh district possess relatively similar workplace 
attitudes, organizational involvement, workplace satisfaction, and motivational orientation. 
The absence of significant gender-based differences indicates that organizational systems, welfare facilities, 
occupational responsibilities, administrative practices, workplace participation, and organizational climate 
influence employees in a relatively similar manner within plantation organizations. Public tea garden 
organizations generally provide comparatively similar workplace exposure, welfare-oriented administrative 
systems, occupational expectations, and organizational participation opportunities for both male and female 
employees. Consequently, employees may develop relatively similar workplace attitudes and psychological 
orientation irrespective of gender. 
The findings support the observations of Bakker and Demerouti (2021), Gagné et al. (2022), Van den Broeck et 
al. (2021), and Saks (2022), who emphasized that supportive organizational culture, welfare-oriented 
management systems, participative workplace culture, and employee-centered organizational practices 
positively contribute toward workplace involvement, emotional satisfaction, and organizational commitment. 
Similarly, Bhowmik (2021), Powrel and Mishra (2024), and Porkodi and Pundhir (2025) observed that welfare 
facilities and occupational dependence significantly influence workplace adjustment and organizational 
attachment among tea plantation employees. 
The study therefore concludes that organizational role, workplace environment, welfare-oriented management 
systems, and organizational climate influence employee behaviour more strongly than gender differences 
within public tea garden organizations. Consequently, tea garden management authorities should continue 
emphasizing supportive workplace culture, employee welfare systems, participative administration, 
organizational fairness, and developmental opportunities for improving employee motivation, workplace 
satisfaction, organizational commitment, and long-term organizational effectiveness within plantation 
industries. 
References 
Ahmad, N., Khan, R., & Ali, S. (2025). Workplace recognition and employee motivation in labour-intensive 

industries. International Journal of Organizational Psychology, 18(2), 112–129. 
Bakker, A. B., & Demerouti, E. (2021). Job demands–resources theory: Taking stock and looking forward. Journal 

of Occupational Health Psychology, 26(1), 1–18. https://doi.org/10.1037/ocp0000276 



 
Job involvement, job satisfaction, and employee 

motivation among executive and non-executive public tea 
garden employees in the district of Dibrugarh, Assam: A 

study on gender comparison. 
Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. I. (2023). Burnout and work engagement: The JD–R approach. 

Annual Review of Organizational Psychology and Organizational Behavior, 10, 167–193. 
https://doi.org/10.1146/annurev-orgpsych-120920-053151 

Bhowmik, S. K. (2021). Labour relations and welfare practices in Indian tea plantations. Indian Journal of Labour 
Economics, 64(2), 211–226. 

Boamah, S. A., Laschinger, H. K. S., Wong, C., & Clarke, S. (2018). Effect of transformational leadership on job 
satisfaction and patient safety outcomes. Nursing Outlook, 66(2), 180–189. 
https://doi.org/10.1016/j.outlook.2017.10.004 

Chandra, R., Verma, P., & Singh, A. (2024). Employee wellness and organizational effectiveness in labour-
intensive industries. International Journal of Organizational Analysis, 32(4), 785–803. 

Dave, R., Mehta, S., & Kulkarni, P. (2024). Welfare-oriented organizational practices and employee satisfaction 
in public sector organizations. Journal of Human Values, 30(2), 154–169. 

Deci, E. L., Olafsen, A. H., & Ryan, R. M. (2020). Self-determination theory in work organizations: The state of a 
science. Annual Review of Organizational Psychology and Organizational Behavior, 7, 19–43. 
https://doi.org/10.1146/annurev-orgpsych-012119-044753 

Demir, M. (2020). Organizational support and job involvement among employees. International Journal of 
Contemporary Management, 19(1), 41–56. 

D’Silva, J., Fernandez, P., & Kumar, A. (2024). Workplace dignity and employee well-being in labour-intensive 
sectors. International Journal of Human Resource Studies, 14(1), 95–111. 

Food and Agriculture Organization. (2022). FAOSTAT statistical database. https://www.fao.org/faostat/en/ 
Gagné, M., Deci, E. L., & Ryan, R. M. (2022). Self-determination theory and work motivation. Journal of 

Organizational Behavior, 43(5), 789–803. https://doi.org/10.1002/job.2618 
Gupta, P., Sharma, R., & Dey, S. (2024). Participative management practices and employee involvement in 

Indian organizations. Indian Journal of Industrial Relations, 59(3), 401–417. 
Hasan, M., Ali, K., & Rahman, T. (2021). Organizational culture and social affiliation among industrial 

employees. International Journal of Organizational Analysis, 29(4), 911–927. 
Herzberg, F. (1966). Work and the nature of man. Cleveland, OH: World Publishing Company. 
Hilton, M., Arora, P., & Gupta, R. (2021). Workplace participation and organizational attachment among 

employees. Journal of Management Development, 40(7), 645–661. 
Huang, W., Luo, Z., & Wang, Y. (2019). Job involvement, career commitment, and job performance: Evidence 

from Chinese professionals. Frontiers in Psychology, 10, 1397. https://doi.org/10.3389/fpsyg.2019.01397 
Hülsheger, U. R., & Schewe, A. F. (2021). Emotional labour, psychological well-being, and workplace 

adjustment: A meta-analytic review. Journal of Occupational Health Psychology, 26(5), 405–421. 
Igbaria, M., Parasuraman, S., & Badawy, M. K. (1994). Work experiences, job involvement, and quality of work 

life among information systems personnel. MIS Quarterly, 18(2), 175–201. 
Judge, T. A., Weiss, H. M., Kammeyer-Mueller, J. D., & Hulin, C. L. (2020). Job attitudes, job satisfaction, and 

affect: A century of continuity and change. Journal of Applied Psychology, 105(4), 349–352. 
https://doi.org/10.1037/apl0000462 

Kanungo, R. N. (1982). Measurement of job and work involvement. Journal of Applied Psychology, 67(3), 341–349. 
https://doi.org/10.1037/0021-9010.67.3.341 

Khairuddin, N. A., Abdullah, N. A., & Hamid, N. A. (2024). Organizational support and employee commitment 
in labour-intensive industries. International Journal of Productivity and Performance Management, 73(4), 1021–
1038. 

Lee, Y., & Kim, S. (2020). Organizational support and job satisfaction among employees. Asia Pacific Management 
Review, 25(3), 145–153. 

Locke, E. A., & Latham, G. P. (2020). Building a practically useful theory of goal setting and task motivation. 
American Psychologist, 75(3), 285–302. https://doi.org/10.1037/amp0000612 

Perry, S. J., Richter, J. P., & Beauvais, L. L. (2021). Workplace support and employee engagement. Journal of 
Organizational Effectiveness, 8(2), 204–219. 

Peng, J., Lee, Y., & Lu, H. (2024). Workplace support, job involvement, and organizational commitment among 
industrial employees. Current Psychology, 43(6), 5321–5336. 

Porkodi, S., & Pundhir, V. (2025). Employee welfare and job satisfaction in labour-intensive industries. 
International Journal of Human Capital Management, 9(1), 44–59. 



 
  
292/ Journal of Daoist Studies 19-4s (2026) 
 
 
Powrel, B., & Mishra, S. (2024). Labour welfare and workplace satisfaction among tea garden workers in Assam. 

Indian Journal of Labour Economics, 67(1), 145–162. 
Ryan, R. M., & Deci, E. L. (2020). Intrinsic motivation and self-determination in human behavior. Springer. 

https://doi.org/10.1007/978-1-4899-2271-7 
Saks, A. M. (2022). Caring human resources management and employee engagement. Human Resource 

Management Review, 32(3), 100835. https://doi.org/10.1016/j.hrmr.2021.100835 
Salessi, S., & Omar, A. (2021). Job involvement revisited: Conceptual boundaries and measurement challenges. 

Papeles del Psicólogo, 42(1), 20–29. https://doi.org/10.23923/pap.psicol2021.2959 
Singh, A., & Bajaj, R. (2025). Welfare-oriented management practices and employee satisfaction. Indian Journal 

of Industrial Relations, 60(2), 244–259. 
Singh, P., & Chaturvedi, R. (2023). Emotional regulation and organizational adjustment among industrial 

employees. Psychological Studies, 68(4), 502–514. 
Srivastava, A. K. (1988). Manual of the Employee Motivation Scale. Agra: National Psychological Corporation. 
Tea Board of India. (2023). Annual report 2022–2023. Ministry of Commerce and Industry, Government of India. 
Ting, Y. (2011). Organizational commitment and job involvement among employees. Public Personnel 

Management, 40(2), 101–115. 
Van den Broeck, A., Ferris, D. L., Chang, C. H., & Rosen, C. C. (2021). A review of self-determination theory’s 

basic psychological needs at work. Journal of Management, 47(1), 5–32. 
https://doi.org/10.1177/0149206320911598 

Wen, T. B., & Tahir, A. H. M. (2024). Employee competence development and motivational orientation in 
organizations. International Journal of Productivity and Performance Management, 73(5), 1211–1228. 


