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Abstract
This research endeavors to unravel the intricate relationships among educational, health, and economic incentives within the
Power Loom Industry and their consequential impacts on job satisfaction. Utilizing a quantitative approach, the study employs
regression analysis to interpret key coefficients and statistical parameters. The results indicate that economic incentives,
educational incentives, and health-related incentives significantly influence job satisfaction. Notably, educational incentives
emerges as the most impactful factor followed by health-related incentives, and economy incentives. These findings underscore
the importance of fostering fairness in organizational practices and providing diverse incentives to enhance overall job
satisfaction. The study contributes to the literature by providing nuanced insights into the interplay between incentives and job
satisfaction within the context of the Power Loom Industry. As industries seek to optimize workforce well-being, this research
serves as a valuable guide for decision-makers aiming to implement targeted policies and practices that cater to the multifaceted
needs of employees.
Keywords: Power Loom Industry, Job Satisfaction, Organizational Justice, Economy Incentives, Educational Incentives,
Health-related Incentives, Regression Analysis

1. Background
The textile industry in Pakistan is the country's most important industrial sector and the country's largest industrial sector. It also
makes a significant contribution to the economy of Pakistan as a whole. The textile industry in Pakistan is comprised of many
subsectors, one of which is the power loom industry. Because of its significant role in the textile industry, the power loom
industry provides job opportunities for millions of people (Fayaz. A., et al., 2013a). This industry is particularly essential in
rural regions because of its importance to the textile industry. The power loom sector of Pakistan is responsible for the production
of a diverse range of commodities, some of which include fabrics, household textiles, and industrial textiles. These are only few
of the products that are created by this industry. It serves Pakistan's domestic as well as its international markets, and it is a
significant contributor to the country's total volume of exports. According to the Pakistan Bureau of Statistics (PBS), the power
loom industry had a significant part in Pakistan's textile and garment exports, which totaled US$ 12.4 billion in the fiscal year
2020-21 (Fayaz. A., et al., 2021b).
Additionally, the industry of power looms in Pakistan is particularly important for the promotion of Pakistan's traditional
handicrafts, which have a very significant cultural past in Pakistan. These handicrafts include things like traditional weaving
and embroidery. Thanks to the provision of a platform for doing so by the industry, the traditional weaving methods and patterns
that have been handed down from generation to generation are able to be preserved and promoted. In addition to this, the sector
of power looms is vitally significant in Pakistan's struggle against poverty, especially in the rural areas of the country. According
to a research compiled by the International Labours Organisation (I1.L.O.), the power loom sector in Pakistan is responsible for
the employment of more than 3.5 million people, the majority of whom come from families with lower incomes. These workers
are provided with a means of subsistence by the industry, which also contributes to an improvement in their level of living
(Abuhashesh, et al., 2019; Sentiirk & Ali, 2021).
To summarize, the power loom business in Pakistan is of great importance to the country's economy, employment market,
international trade, and traditional handicrafts market. It is an essential means of subsistence for millions of people, particularly
those living in rural regions, and it plays an essential part in the fight against poverty (Aslam, et al., 2016a).

1.1. Social Justice and workplace
The goal of social programs is to eliminate existing disparities. Social justice can mean diverse things to different people and
societies. Therefore, different belief systems implement it differently. Justice's purpose is to uphold moral standards. Economic
and social justice is defined as the equitable distribution of a society's benefits and burdens. Equality is one of the fundamental
principles upon which justice is founded. Prior to anything else, a society's citizens must be politically equal. Sunal described
how Miller (1999) conceptualized the four components of social justice (Sunal & Miller, 1999).
In Industrial Operations (2008), he analyzed the work of 414 individuals to determine the relationship between organizational
justice and job satisfaction. An examination of the association between the individual characteristics of employees and their
perceptions of justice revealed that gender is linked to all categories of justice perspectives. The study evaluated education
levels, general perspectives, and belief systems holistically (Industrial Operations, 2008).
Consequently, social justice has gained prominence within the economic sector. In 2009, a team of Hacettepe University
researchers examined the legal aspect of social justice as a social privilege. Social work has been woven with justice and the
activities of the United Nations Commission on Human Rights. The concept of social service based on rights-based, egalitarian,
three-generation rights and stories of the liberation of human rights is one method of committing social infidelity, according to
the findings of the study. The 2009 research by former Supreme Military Administrative Court Justice Mustafa Oksar is an
outstanding analysis. The literary evaluation essay The Deportation of Social Justice to Tenth Village analyzed social justice
and human rights through the lens of the book Tenth Village by Fakir Bayburt (Hacettepe University, 2009).
Examined are social issues including the prevalence of festivals commemorating equality and social justice in a particular region
and the propensity of villagers to participate in social injustice? Enis Ksiiz evaluated the contributions of the "Philip
organization" and the social adjective based on papers presented at the organization's ""sociology conferences." With this system,
the most urgent social justice concerns of the Seljuk and Ottoman periods regarding production quality were resolved, thereby
resolving the issue of unity. In this conception of the state, the underlying assumptions of wealth have emerged as a central area
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of inquiry. He claimed that this organization had considerably influenced the nation's social policy history by establishing local
organizations and organizing producer conferences, among other things (Enis & Ksliz, 2016).

1.2. Education, Health and Economic Incentives at the workplace
Education is essential for improving the lives of power loom workers in Pakistan. Several studies have found that workers who
have received formal education are more likely to have better job opportunities, earn higher wages, and have better working
conditions (Saboor et al., 2021). Several educational incentives have been proposed or implemented to promote education among
power loom workers, including vocational training programs, scholarships, and access to formal education (Saboor et al., 2021).
Education is seen as an essential tool for improving the lives of power loom workers in Okara. Several studies have found that
workers who have received formal education are more likely to have better job opportunities, earn higher wages, and have better
working conditions several educational incentives have been proposed or implemented to promote education among power loom
workers, including vocational training programs, scholarships, and access to formal education (Ahmed et al., 2016).
Bukhari and Zafar (2019) studied the impact of vocational training programs on the well-being of power loom workers in Okara.
They found that workers who had completed the training program had higher job satisfaction, better working conditions, and
were more likely to receive promotions and salary increases (Bukhari and Zafar, 2019). Similarly, Ahmed et al. (2016) conducted
a study on the impact of scholarships on the education and well-being of female power loom workers in Okara. They found that
the scholarships improved the educational outcomes and well-being of the female workers (Ahmed et al., 2016; Sentiirk & Ali,
2021).
Access to healthcare facilities is one of the most significant health incentives for employees in the power loom industry.
Numerous industry workers originate from low-income households and have limited access to healthcare. Various organizations,
including government and private entities, have introduced initiatives to provide healthcare services to employees in the power
loom industry in order to address this issue. Some textile companies, for instance, have established health clinics within their
factories to provide employees with access to essential healthcare services like first aid, vaccinations, and checkups. Moreover,
numerous organizations have implemented initiatives to increase worker awareness of health-related issues. Some private and
non-profit organizations, for instance, conduct health education sessions and seminars to educate employees on personal
hygiene, nutrition, and disease prevention (Aslam & Kingdon, 2012).
In addition, numerous organizations have implemented programs to provide employees with personal protective equipment
(PPE) in order to ensure workplace safety. P.P.E., such as gloves, masks, and safety glasses, can protect workers from injuries,
health hazards, and respiratory problems caused by dust and fumes (Khalid et al., 2016).
Health incentives are seen as essential for improving the health outcomes and well-being of power loom workers in Pakistan.
Several studies have found that workers with access to healthcare, safety equipment, and safe working conditions are likelier to
have better health outcomes and well-being (Ali et al., 2023; Shair et al., 2023).
Economic incentives are seen as essential for improving the economic conditions of power loom workers in Pakistan. Several
studies have found that workers who are paid higher wages and have access to better working conditions are more likely to have
better health outcomes and well-being (Rehman et al., 2019).
Several policies and programs have been proposed or implemented to promote economic incentives, including minimum wage
laws, financial literacy programs, and access to credit (Awan et al. 2017) conducted a study on the impact of minimum wage
laws on the well-being of power loom workers in Pakistan. They found that workers who received higher wages had better
health outcomes, including a reduced prevalence of respiratory diseases and musculoskeletal disorders. Similarly, Rehman et
al. (2019) conducted a study on the impact of access to credit on the economic outcomes of power loom workers in Pakistan.
They found that access to credit improved the economic outcomes and well-being of the workers wage (Rehman et al., 2019).
Economic incentives are seen as an essential tool for improving the economic conditions of power loom workers in Okara.
Several studies have found that workers who are paid higher wages and have access to better working conditions are more likely
to have better health outcomes and well-being (Buch et al., 2019).
Several policies and programs have been proposed or implemented to promote economic incentives, including minimum wage
laws, financial literacy programs, and access to credit. Buch et al. (2019) conducted a study on the impact of minimum wage
laws on the well-being of power loom workers in Okara. They found that workers who received higher wages had better health
outcomes, including a reduced prevalence of respiratory diseases and musculoskeletal disorders (Mahmood et al., 2021).
Similarly, Mahmood et al. (2021) conducted a study on the impact of financial literacy programs on the economic outcomes of
female power loom workers in Okara. They found that the programs improved female workers' financial knowledge and well-
being. (Mahmood et al. 2021)

1.3. Job satisfaction and organizational justice
Job satisfaction and organizational fairness in Okara's power loom business are understudied. Job satisfaction and organizational
justice research in similar industries or environments can provide some general insights (Spector, 1997)
Employment satisfaction includes salaries, working conditions, employment security, career progression prospects, and the work
environment. These factors can greatly affect Okara power loom workers' job happiness (Judge et al., 2001).

1.4. Objectives of the studies
To examine the relationship between education, health and economic incentives and job satisfaction among workers

2. Methods and Materials

Research Methods are the umbrella term that encompasses all of these different approaches. Given the importance that is placed
on method selection, it should not come as a surprise that the issue over method selection has repeatedly resurfaced in discussions
across a wide variety of academic topics, and not only social science (Blackstone, 2012).

Broadly speaking the study used quantitative research technique to find out the relationship between education, health and
economic incentives on the job satisfaction. Survey method was used to study the above topic, as it is the most suited method
to carry out such studies where broad range of data is required on the multiple areas of the study as in the case of the current
study.
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2.1. Population of the study
Participants in this study were individuals who were employed in the power loom sector in Okara. The population of this
recent study consisted of all working employees, both male and female.

2.2. Sample size
As there is no sampling frame available, therefore sample of 100 was randomly selected. The number of participants in this
study totaled 100 (male and female workers), and this number remained constant until data saturation was achieved (Vasileiou
et al., 2018). For the selection of the respondents non-probability sampling technique was applied and researcher visited various
power looms and collected the data from the participants who were willing to be the part of the study. The data was gathered
through the use of a questionnaire. Before beginning the survey, individuals indicated their permission to participate. Accurate
replies were provided by staff members who chose to take part in this survey and answered honestly any and all questions. The
raw data that had been acquired were first cleaned, processed, classified, and tabulated before the analysis was carried out. In
order to process all of the data, Researcher were making use of the Microsoft Office productivity suite in conjunction with the
Statistical Package for Social Science version 24 (SPSS 24). In order to facilitate its incorporation into the application, a
numerical code representation of the data was crafted in preparation. In order to conduct an analysis of the data, Researcher
made use of both descriptive statistics and inferential statistics. The distribution of frequency values, the percentage of total
values, the mean value, and the standard deviation are some examples of descriptive statistics. Other examples include the mean
value and the standard deviation. Examples of inferential statistics include the analysis of variance, the analysis of multiple
regression, the analysis of Pearson's correlation, and the F-statistics for significance. All of these analyses are used to draw
conclusions from the data (Arkkelin, 2014).

3. Analysis and findings
In the first place socio-demographic features were presented.

Table 1: Socio-Demographic Variables (n=100)

Demographic variables Number of Participants
Participants
Female 50
Male 50
Age (Years)
Female
18-23 25
24-29 25
Male
21-30 20
31-40 20
41-50 10
Family Structure
Extended 30
Nuclear 70

3.1. Regression Analysis
Regression analysis was applied to determine the relationship between independent and dependent variables. Before applying
the regression analysis, all the assumptions were checked and verified.

Table 2 Model Summary
Model R R Square Adjusted R Square Std. The error in the Estimate

1 4412 192 174 45692
a. Predictors: (Constant),Economy justice, Educational incentives, Health incentives

R (Multiple Correlation Coefficient): 0.441

This represents the correlation between the observed and predicted values of the dependent variable (not squared).
It indicates the strength and direction of the linear relationship between the predictors and the dependent variable.
R Square (Coefficient of Determination): 0.192

This represents the proportion of the variance in the dependent variable (job satisfaction) that can be explained by the
independent variables (Economy justice, Educational incentives, and Health incentives).

In this case, the predictors account for approximately 19.2% of the variability in job satisfaction.

Adjusted R Square: 0.174

This is a modification of R Square that adjusts for the number of predictors in the model.

It penalizes the inclusion of unnecessary predictors that do not significantly improve the model fit.

Accuracy:

Standard Error of the Estimate: 0.45692
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This provides an estimate of the variability of the actual scores around the predicted scores.

It gives an indication of how well the model's predictions match the actual data.

Overall Interpretation:

The R Square value of 0.192 indicates that the model explains about 19.2% of the variance in job satisfaction based on the
predictors included.

The Adjusted R Square, which considers the number of predictors, is slightly lower at 0.174.

The R value of 0.441 suggests a moderate positive correlation between the predictors and job satisfaction.

The standard error of the estimate (0.45692) gives an idea of the average amount by which the predicted job satisfaction scores
may differ from the actual scores.

In summary, the model provides a modest fit to the data, explaining a proportion of the variability in job satisfaction. Further
examination of individual predictors and consideration of additional variables may improve the model's explanatory power.

Table 3 Regression Model coefficient

Model Unstandardized Standardized t Sig. 95% Confidence
Coefficients Coefficients Interval for B
B Std. Error Beta Lower Upper
Bound Bound
Economic incentives .093 .045 A71 2.071 .040 .004 .182
Educational incentives .194 .054 .296 3.596 .000 .087 301
Health related incentives 216 .064 .280 3.385 .001 .090 .342

a. Dependent Variable: Job satisfaction

The table provides the coefficients and related statistics for a multiple regression model with economic incentives, educational
incentives, and health-related incentives as predictors for the dependent variable, job satisfaction.

Economy Incentives: The coefficient (0.093) indicates that a one-unit increase in economy incentives is associated with a
0.093 unit increase in job satisfaction.

Educational Incentives: The coefficient (0.194) implies that a one-unit increase in educational incentives is associated with a
0.194 unit increase in job satisfaction.

Health-related Incentives: The coefficient (0.216) suggests that a one-unit increase in health-related incentives is associated
with a 0.216 unit increase in job satisfaction.

The model suggests that organizational justice, economy incentives, educational incentives, and health-related incentives are
positively associated with job satisfaction, and these relationships are statistically significant. The standardized coefficients
(Beta) provide a measure of the relative strength of each predictor in influencing job satisfaction.

4. Conclusion

In conclusion, the multiple regression analysis reveals significant positive associations between organizational justice, economy
incentives, educational incentives, and health-related incentives with job satisfaction. The coefficients indicate the expected
change in job satisfaction for a one-unit increase in each predictor. These findings underscore the importance of fostering
organizational justice and providing diverse incentives to enhance job satisfaction. The study suggests that attention to factors
such as fair treatment, economic rewards, educational opportunities, and health-related benefits can contribute positively to
employees' overall job satisfaction. Organizations that prioritize these aspects may create a conducive work environment,
fostering employee well-being and potentially improving overall organizational performance.

References

Abuhashesh, M., Al-Dmour, R., & Masa“deh, R. (2019). Factors that affect Employees Job Satisfaction and Performance to
Increase Customers Satisfactions. Journal of Human Resources Management Research, 2019, 1-23.

Ali, A, Khokhar, B. Sulehri, F. A. (2023). Financial Dimensions of Inflationary Pressure in Developing Countries: An In-depth
Analysis of Policy Mix. Journal of Asian Development Studies 12 (3), 1313-1327.

Arif, S., Kundi, O., and Khan, M. S. (2020). What is the effect of Organizational Justice and Perceived Organizational and
Supervisor Support on Employee’s Level of Trust? Seis. J. Manag. 3, 47-63.
Arkkelin, D. (2014). Using SPSS to Understand Research and Data Analysis. Psychology Curricular Materials 2014, 194.
Arnéguy, E., Ohana, M., and Stinglhamber, F. (2018). Organizational justice and readiness for change: a concomitant
examination of the mediating role of perceived organizational support and identification. Front. Psychol. 9, 1172.
Arnéguy, E., Ohana, M., and Stinglhamber, F. (2021). Readiness for change: which source of justice and support really matters?
Employ. Relat, 2021:225.

Asfaw, E. W. (2017). Literature Review of Readiness for Change in Ethiopia: In Theory One Thing; In Reality Another. Manag.
Chal. Diff. Types Afr. Firms 8, 59-70.

Aslam, U., Arfeen, M., Mohti, W., & Rahman, U. U. (2015). Organizational cynicism and its impact on privatization (evidence
from federal government agency of Pakistan). Transforming Government: People, Process and Policy, 9(4), 401-425.

Aslam, U., llyas, M., Imran, M. K., & Rahman, U. U. (2016). Detrimental effects of cynicism on organizational change: an
interactive model of organizational cynicism (a study of employees in public sector organizations). Journal of
Organizational Change Management, 29(4), 580-598.

638



Babic, A., Stinglhamber, F., and Hansez, I. (2015). Organizational justice and perceived organizational support: impact on
negative work-home interference and well-being outcomes. Psychol. Bel. 55, 134-158.

Bell, E., Bryman, A., & Harley, B. (2018). Business research methods. Oxford university press.

Bilal, R.A, Mugadas, F., & Khalid, S. (2015). Impact of Organizational Justice on Job Satisfaction with Mediating Role of
Psychological Ownership. Global Management Journal for Academic & Corporate Studies, 5(2), 63-74.

Bilal, R.A., Rafi, N., & Khalid, S., (2017). Detrimental Causes and Consequences of Organizational Injustice in the Workplace
(Evidence from Public Sector Organizations). Pakistan Business Review, 19(1), 114-137.

Blackstone, A. (2012). Qualitative or quantitative? Some specific considerations. Principles of Sociological Inquiry: Qualitative
and Quantitative Methods.

Cropanzano, R., Martinez-Tur, V., & Moliner, C. (2017). Challenges for an organizational justice research agenda. In
Organizational Justice (pp. 15-26). Routledge.

Dovidio, J. F., Piliavin, J. A., Schroeder, D. A., & Penner, L. A. (2017). The social psychology of prosocial behavior. Psychology
Press.

Elo, S., Kéaridinen, M., Kanste, O., Polkki, T., Utriainen, K., & Kyngas, H. (2014). Qualitative Content Analysis. SAGE Open,
4(1), 215824401452263.

Etikan, I. (2016). Comparison of Convenience Sampling and Purposive Sampling. American Journal of Theoretical and Applied
Statistics, 5(1), 1.

Faheem, M. A., & Mahmud, N. (2015). The Effects of Organizational Justice on Workplace Deviance and Job Satisfaction of
Employees: Evidence from a Public Sector Hospital of Pakistan. Mediterranean Journal of Social Sciences, 6(5), 342-
352.

Greenberg, J., & Cohen, R. L. (Eds.). (2014). Equity and justice in social behavior. Academic Press.

Holland, P., Cooper, B., & Sheehan, C. (2017). Employee voice, supervisor support, and engagement: the mediating role of
trust. Human Resource Management, 56(6), 915-929.

Hussain, S. T., Lei, S., Akram, T., Haider, M. J., Hussain, S. H., & Ali, M. (2018). Kurt Lewin's change model: A critical review
of the role of leadership and employee involvement in organizational change. Journal of Innovation & Knowledge, 3(3),
123-127.

Kim, S., Tam, L., Kim, J. N., & Rhee, Y. (2017). Determinants of employee turnover intention: Understanding the roles of
organizational justice, supervisory justice, authoritarian organizational culture and organization-employee relationship
quality. Corporate Communications: An International Journal, 22(3), 308-328.

Komodromos, M., & Halkias, D. (2016). Organizational justice during strategic change: The employee’s perspective.
Routledge.

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L., Stewart, K. A., & Adis, C. S. (2017). Perceived organizational
support: A meta-analytic evaluation of organizational support theory. Journal of Management, 1854-1884

Lee, D., Johansen, M., and Bae, K. B. (2021). Organizational justice and the inclusion of LGBT federal employees: A quasi-
experimental analysis using coarsened exact matching. Rev. Public Person. Adm. 41, 700-722.

Levi, A., Shapiro, D. L., Fried, Y., Markoczy, L., & Noghani, F. (2019). When Everyone Works Harder for Fewer Rewards, Is
It Fair? Implications of “OrganizationWide Hardship” for Managing and Studying Organizational Fairness. Group &
Organization Management, 1059601119837045.

Lim, B. T., & Loosemore, M. (2017). The effect of inter-organizational justice perceptions on organizational citizenship
behaviors in construction projects. International Journal of Project Management, 35(2), 95-106.

Mone, E. M., & London, M. (2018). Employee engagement through effective performance management: A practical guide for
managers.

Nechanska, E., Hughes, E., & Dundon, T. (2018). Towards an integration of employee voice and silence. Human Resource
Management Review.

Routledge. Moon, K. K. (2017). Fairness at the organizational level: Examining the effect of organizational justice climate on
collective turnover rates and organizational performance. Public Personnel Management, 46(2), 118-143

Rupp, D. E., Wright, P. M., Aryee, S., & Luo, Y. (2015). Organizational justice, behavioural ethics, and corporate social
responsibility: Finally, the three shall merge. Management and Organization Review, 11(1), 15-24.

Schwarzmdller, T., Brosi, P., Duman, D., & Welpe, 1. M. (2018). How does the digital transformation affect organizations? Key
themes of change in work design and leadership. Mrev Management Revue, 29(2), 114-138.

Sentiirk, 1., & Ali, A. (2021). Socioeconomic Determinants of Gender Specific Life Expectancy in Turkey: A Time Series
Analysis. Sosyoekonomi, 29(49), 85-111.

Senturk, 1., & Ali, A. (2022). The Relationship between Institutional Quality and Welfare: Panel-SUR Analysis on BRICS-T
Countries. Journal of Policy Research, 8(1), 45-52.

Shair, W., Majeed, M. T., & Ali, A. (2023). Labor participation decision and preferences towards different employment status
in response to remittances in Pakistan. Iranian Economic Review, 27(1), 135-152.

Shazli T, Munir. (2014). Female Work Participation in Handloom Industry-A Case Study of Mubarakpur Town, Azamgarh
District, U.P. Journal of Education & Social Policy, 1:1.

Slevitch, L. (2011). Qualitative and quantitative methodologies compared: Ontological and epistemological perspectives.
Journal of Quality Assurance in Hospitality and Tourism, 12(1), 73-81.

Vasileiou, K., Barnett, J., Thorpe, S., & Young, T. (2018). Characterising and justifying sample size sufficiency in interview-
based studies: Systematic analysis of qualitative health research over a 15-year period. BMC Medical Research
Methodology, 18(1).

639



