CHAPTER - I
1.1 INTRODUCTION OF THE STUDY
           The success of any organization heavily depends on the attitudes, perceptions, and satisfaction levels of its employees. In the dynamic and competitive business environment of today, understanding employee attitude has become a critical factor for organizational performance and long-term sustainability. This is particularly true in the textile industry, which is labor-intensive, fast-paced, and constantly adapting to changing market demands, fashion trends, and technological innovations. Employee attitude refers to the overall outlook, feelings, and mindset that employees hold towards their job, the organization, work environment, leadership, and their future within the company. A positive attitude among employees generally results in higher levels of motivation, productivity, job satisfaction, and loyalty. Conversely, a negative attitude can lead to absenteeism, low morale, reduced performance, and high turnover rates.
         Textiles (P) Limited, a reputed player in the textile manufacturing sector, employs a diverse workforce that plays a crucial role in its operations—from spinning and weaving to dyeing, finishing, and packaging. Given the nature of the industry, employees often work in shifts, face pressure to meet deadlines, and operate in physically demanding environments. In such settings, their attitude toward management, working conditions, compensation, peer relationships, and personal development opportunities becomes essential to study. Assessing employee attitude helps management identify the emotional and psychological climate of the organization and take corrective measures where necessary. It also facilitates better communication, encourages teamwork, and supports the creation of a positive workplace culture.
         This study aims to explore how employees at Textiles (P) Limited perceive their roles, responsibilities, and treatment within the organization. It seeks to evaluate factors that influence their attitudes, such as leadership style, HR policies, working hours, salary structure, training programs, and grievance redressal mechanisms. The findings of the study are expected to help the management understand employee expectations and develop more employee-centric strategies to improve engagement, retention, and organizational commitment. Furthermore, the study attempts to analyze whether demographic factors such as age, gender, educational background, and years of service have any significant impact on employee attitudes.
         As the textile industry continues to evolve with globalization, digitalization, and growing sustainability concerns, companies like Textiles (P) Limited must prioritize their human capital. This includes not only offering material benefits but also fostering emotional well-being and a sense of belonging among employees. A workforce that feels valued and respected is more likely to contribute positively, adapt to changes, and align with the company's goals. Therefore, this study serves as an important step toward understanding the human side of organizational growth. By examining the current attitude of employees and identifying areas of improvement, the research will support the company’s efforts in creating a more productive and harmonious work environment.
What are the benefits of a study on employee attitude?
· This study helps the management understand how employees perceive their roles, responsibilities, and the overall work environment. Such insight is essential to create policies that align with employee expectations and organizational goals.
· By identifying the factors that influence employee attitude—such as leadership style, communication, and recognition—the company can enhance job satisfaction and reduce turnover. Satisfied employees are more productive and loyal to the organization.
· The study encourages open communication between employees and management, which builds trust and transparency. This creates a more collaborative workplace where employees feel valued and heard.
· It supports better decision-making in HR planning by highlighting specific areas where employees may feel disengaged or dissatisfied. This allows management to take corrective actions in a timely and targeted manner.
· Understanding employee attitudes also contributes to improved team dynamics and workplace morale. A positive work culture promotes innovation, cooperation, and better performance outcomes.
· The findings of the study can serve as a benchmark for future employee engagement initiatives. Regular tracking of attitude trends ensures that the organization stays responsive to employee needs.
· This study can also improve customer satisfaction indirectly, as motivated and happy employees are more likely to deliver quality work and maintain higher standards in product output and service.
· Ultimately, the study helps build a healthier organizational culture where employees are aligned with the company’s mission and vision. This alignment strengthens organizational identity and supports long-term success.
A study on employee attitude advantages
· This study provides a deeper understanding of employee behavior and mindset within the organization. Such awareness allows the management to make more informed decisions that directly impact workforce morale and performance.
· It helps in identifying the strengths and weaknesses of current HR practices and organizational culture. With this knowledge, improvements can be made to boost employee satisfaction and productivity.
· The study offers valuable data that can be used to design targeted training, development, and incentive programs. These initiatives can help in addressing employee concerns and enhancing their engagement levels.
· By evaluating employee attitudes, the company can proactively manage potential conflicts, stress factors, or dissatisfaction. Early intervention reduces risks related to absenteeism and high attrition.
· The research assists in building a strong employer-employee relationship, which contributes to organizational stability. Employees who feel respected and supported tend to stay committed and loyal to the company.
· It also supports strategic planning by aligning employee interests with organizational goals. When attitudes are understood and managed effectively, overall business performance is likely to improve.
· This study creates a foundation for continuous improvement in work culture, communication, and leadership effectiveness. A positive attitude at work fosters innovation, collaboration, and sustained growth.





INDUSTRY PROFILE
          The textile industry is one of the oldest and most significant sectors in both global and Indian economies. It plays a vital role in generating employment, contributing to exports, and supporting allied industries like agriculture (cotton), chemicals (dyes), and machinery. The industry includes a wide range of activities such as spinning, weaving, knitting, dyeing, printing, and garment manufacturing. Due to its labor-intensive nature, the textile sector employs millions of people, making it one of the largest employers in the country, especially in rural and semi-urban areas.
          India’s textile industry is the second-largest manufacturer of textiles and garments in the world, and it contributes significantly to the country’s GDP and export earnings. The industry is broadly classified into two categories: the organized sector and the unorganized or decentralized sector. The organized sector includes large-scale mills and export-oriented units like Textiles (P) Limited, while the unorganized sector comprises small power loom units, handlooms, and home-based artisans. With a growing focus on modernization, sustainability, and global competitiveness, the industry is undergoing major transformations in technology and management practices.
          Textile companies today face the dual challenge of maintaining high quality and low production costs, while also ensuring employee satisfaction and retention. As global competition intensifies, companies must pay closer attention to workforce issues, including motivation, skill development, and workplace environment. In this context, understanding employee attitudes has become a strategic priority. Positive employee attitudes can lead to higher efficiency, lower absenteeism, and better customer satisfaction. On the other hand, unresolved employee concerns can result in low productivity, poor morale, and increased turnover.
          The textile sector also faces unique challenges related to seasonal demand, manual labor dependency, long working hours, and at times, outdated HR practices. These challenges emphasize the need for strong human resource management that focuses on creating a supportive and engaging work environment. Companies like Textiles (P) Limited are increasingly recognizing that employee attitudes have a direct impact on operational performance and organizational success.

1.4 STATEMENT OF THE PROBLEM
          In today’s competitive and fast-evolving textile industry, employee attitude plays a crucial role in determining the productivity, efficiency, and overall success of an organization. Despite the importance of human capital, many textile companies—including Textiles (P) Limited—face challenges in understanding and managing employee perceptions, expectations, and job satisfaction levels. A negative attitude among employees can lead to decreased motivation, low morale, absenteeism, and high turnover, all of which directly affect operational efficiency and profitability.
          Textiles (P) Limited operates in a labor-intensive environment where workers are often subjected to long working hours, repetitive tasks, and limited career advancement opportunities. These factors, if not addressed properly, can lead to dissatisfaction and a disengaged workforce. Moreover, management may not always be aware of the underlying causes of employee discontent due to a lack of effective feedback mechanisms or regular employee assessments.
          The problem becomes more pressing as the company aims to improve quality, meet customer expectations, and maintain competitiveness in both domestic and international markets. Without a clear understanding of employee attitudes, it becomes difficult for the organization to implement effective human resource strategies or build a positive work culture.
1.5 OBJECTIVES OF THE STUDY
1. To assess the general attitude of employees towards their work, management, and workplace environment at Textiles (P) Limited.
2. To identify the key factors that influence employee attitudes, such as leadership style, communication, compensation, recognition, and work-life balance.
3. To examine the level of job satisfaction among employees and its relationship with their performance and commitment.
4. To evaluate the effectiveness of current HR policies and welfare measures in shaping positive employee behavior.
5. To explore any significant differences in attitudes based on age, gender, department, job role, or experience within the organization.

1.6 SCOPE OF THE STUDY
          This study focuses on analyzing the attitudes of employees working in various departments of Textiles (P) Limited, including production, administration, quality control, and support functions. It aims to evaluate how employee perceptions and satisfaction levels influence organizational outcomes such as productivity, morale, and retention. The study includes both permanent and contract employees across different levels of the hierarchy, from floor-level workers to supervisory and managerial staff.
          The scope of the study is limited to one organizational unit—Textiles (P) Limited—which allows for an in-depth analysis of internal practices, employee behavior, and the effectiveness of management strategies. It covers a range of variables including working conditions, leadership approach, interpersonal relationships, communication effectiveness, reward systems, and opportunities for career growth.
          Geographically, the study is confined to the location(s) where the company operates, depending on access to data and employee availability. While the study is specific to one company, the findings may provide broader insights applicable to other firms within the textile sector that face similar workforce-related challenges.
           The study does not focus on external factors such as market trends or financial performance unless they directly impact employee attitude. Instead, it emphasizes internal organizational dynamics and employee perspectives, offering recommendations that are practical and relevant to HR policy and workplace management.
1.7 LIMITATIONS OF THE STUDY
          While this study provides valuable insights into the attitudes of employees at Textiles (P) Limited, several limitations exist that may influence the interpretation and general application of the results. These limitations arise due to practical constraints related to time, scope, resources, and respondent dynamics, which are common in organizational behavior research.
          One of the primary limitations of this study is that it focuses on a single organization—Textiles (P) Limited. Although the findings are useful for internal decision-making, they may not be fully applicable to other companies in the textile industry that differ in size, structure, management style, or geographical presence. Each organization has its own unique work culture, leadership approach, and employee dynamics, which can lead to variations in attitude and behavior.
          Another significant limitation lies in the subjective nature of data collection. The responses obtained from employees are based on their personal perceptions, opinions, and experiences, which may be influenced by recent events or temporary emotions. Some employees may provide socially desirable answers or hesitate to express dissatisfaction openly due to fear of backlash or mistrust, especially if anonymity is not strongly assured.
          Furthermore, time and resource constraints limited the sample size and depth of the study. Due to shift patterns, production deadlines, and availability of staff, it was not possible to include every department equally or conduct repeated observations. As a result, the study may not reflect the attitudes of all segments of the workforce, particularly those working in night shifts or remote units.
          The scope of analysis in this study primarily focuses on internal organizational factors such as leadership, work environment, compensation, and interpersonal relationships. However, external factors such as inflation, local job market conditions, personal financial stress, and family responsibilities—which may also significantly influence employee attitude—have not been covered in detail. These broader socio-economic influences fall outside the direct control of the organization but may impact employee perspectives nonetheless.
          Another limitation is the static nature of the data collected. Employee attitudes are dynamic and may change over time based on new company policies, leadership changes, or organizational events such as layoffs, expansions, or performance incentives. Since the study captures employee sentiment at a specific point in time, it may not fully reflect long-term trends or future shifts in workforce morale.
          Additionally, the study's reliance on structured questionnaires means that responses are confined to predefined questions and options, possibly missing nuanced feedback or unexplored areas that could have emerged through open-ended discussions or ethnographic observation.




CHAPTER – II
2. REVIEW OF LITERATURE
          A review of literature is essential to understand previous research, theoretical frameworks, and scholarly perspectives on employee attitude. It lays the foundation for the present study by offering insights into various factors influencing employee behavior, job satisfaction, motivation, and organizational commitment—particularly in the context of labor-intensive industries like textiles. This chapter summarizes key studies and research findings related to employee attitude, work environment, leadership influence, and human resource practices.
          Robbins, S.P. (2003) in his book Organizational Behavior emphasized that employee attitude significantly affects individual performance and organizational outcomes. According to him, attitude consists of cognitive, affective, and behavioral components, and a positive work attitude leads to better engagement and job satisfaction.
          Luthans, F. (2005) argued that employee attitude can be shaped through effective leadership, clear communication, and supportive work culture. He noted that employees who feel valued are more likely to develop a positive attitude and remain loyal to the organization.
          Herzberg, F. (1959) introduced the Two-Factor Theory, explaining that job satisfaction and dissatisfaction are influenced by two sets of factors: motivators (like recognition and achievement) and hygiene factors (such as salary and working conditions). His theory is widely used to understand employee attitude in manufacturing sectors, including textiles.
          Katz and Kahn (1978) emphasized the role of organizational systems and structure in shaping employee attitudes. Their research highlighted that rigid hierarchical systems without adequate employee involvement can lead to disengagement and resistance to change.
          Vroom, V.H. (1964) developed the Expectancy Theory of motivation, which suggests that employee attitude and effort are based on the expected outcomes of their actions. If employees believe their efforts will lead to desirable rewards, their attitude toward work becomes more positive.
          Spector, P.E. (1997) in his work on Job Satisfaction revealed that factors such as autonomy, workload, fairness, and interpersonal relationships strongly influence employee attitudes. His findings were particularly relevant for organizations that depend on teamwork and communication.
          Gupta & Joshi (2010) conducted a study on employee attitudes in Indian textile mills and concluded that lack of growth opportunities, poor working conditions, and low wages were major contributors to negative employee attitudes. They recommended periodic surveys to gauge employee satisfaction levels and adjust HR policies accordingly.
          Singh, R. (2012) studied employee engagement in medium-sized textile units and observed that a strong connection between employees and management enhanced trust, improved morale, and reduced attrition. He emphasized the need for consistent feedback and recognition systems.
          Chandrakumar & Sudha (2014) in their research on employee behavior in garment industries noted that demographic factors such as age, education, and work experience significantly affect attitudes toward job roles and supervisors. Their study highlighted the need for customized employee relations strategies.
          Khan & Mishra (2016) in their comparative study of public vs. private textile firms found that private-sector employees often showed better attitude scores due to flexible policies, modern management practices, and incentive-based systems. Public-sector employees, in contrast, had higher job security but often lower motivation.
          Priya & Ramesh (2019) explored employee attitude toward workplace safety in textile factories. Their findings revealed that clear safety policies, training, and emergency protocols greatly influenced employee trust and satisfaction.
          Ravi Kumar (2021) in a recent study on post-pandemic workplace changes in textile industries highlighted that remote communication, mental health support, and job stability had become key determinants of employee attitude. He suggested that management adapt to changing workforce expectations in a post-COVID world.




CHAPTER – III
3. RESEARCH METHODOLOGY
          Research methodology is the backbone of any study, guiding how the research is conducted and how data is collected, analyzed, and interpreted. This chapter outlines the procedures, tools, and techniques adopted in conducting the study on employee attitude towards Textiles (P) Limited. It describes the research design, data sources, sampling techniques, data collection methods, and the tools used for analysis.
3.1 Research Design
The study follows a descriptive research design, which is appropriate for understanding and evaluating the current attitudes, opinions, and perceptions of employees within the organization. This design helps in identifying various factors influencing employee behavior and assessing their impact on job satisfaction and organizational outcomes.
3.2 Area of the Study
The research was carried out at Textiles (P) Limited, a medium-to-large-scale textile manufacturing company. The study covered various departments such as production, quality control, administration, maintenance, and HR within the organization.
3.3 Population of the Study
The population for the study includes all employees working at Textiles (P) Limited, both permanent and contract workers, across all shifts and departments.
3.4 Sampling Method
A stratified random sampling method was adopted to ensure representation across different departments and job roles. This method helps in minimizing bias and ensures that the responses represent a cross-section of the organization.
3.5 Sample Size
The sample size for this study was 100 respondents, selected from various departments and job levels. This sample size was considered sufficient to draw meaningful conclusions based on the scope and objectives of the study.
3.6 Sources of Data
The study used both primary and secondary data sources.
· Primary Data: Collected directly from employees through structured questionnaires and personal interviews.
· Secondary Data: Obtained from company records, HR manuals, previous internal surveys, research journals, and online publications related to employee attitude and behavior.
3.7 Data Collection Instrument
A structured questionnaire was designed and distributed to the employees. The questionnaire consisted of both closed-ended and a few open-ended questions to gather opinions, suggestions, and general sentiments regarding work culture, management, motivation, job satisfaction, and workplace challenges.
The questionnaire was divided into sections covering:
· Demographic details (age, gender, experience, etc.)
· Work environment and conditions
· Management and leadership perception
· Job satisfaction and motivation
· Communication and recognition
· Suggestions for improvement
3.8 Tools for Analysis
The collected data was tabulated and analyzed using simple statistical tools such as:
· Percentage analysis
· Bar and pie charts for graphical representation
· Mean and frequency distribution for interpreting trends
These tools helped in presenting the data clearly and identifying common patterns in employee attitudes.

CHAPTER – IV
4. DATA ANALYSIS AND INTERPRETATION
AGE GROUP OF THE RESPONDNENTS
	AGE
	NO. OF RESPONDENTS 
	PERCENTAGE (%)

	Below 25
	12
	15%

	25 – 35
	30
	37.5%

	36 – 45
	24
	30%

	Above 45
	14
	17.5%

	Total
	80
	100%



INTERPRETATION: 
The table and chart above illustrate the distribution of respondents based on their age. It is evident that the majority of employees (37.5%) fall within the age group of 25–35 years. This is followed by 30% in the 36–45 years category, suggesting a fairly young to mid-career workforce in Textiles (P) Limited.
Only 15% of the respondents are below 25 years, indicating relatively few fresh entrants into the organization. Meanwhile, employees above 45 years constitute 17.5%, reflecting a modest presence of senior personnel.
This demographic pattern suggests that the company is primarily staffed with individuals in the prime of their careers, which may contribute positively to productivity and adaptability. Additionally, the spread across age groups allows for a blend of youthful enthusiasm and experienced perspectives in the organizational environment.




TABLE – 4.2
GENDER OF THE RESPONDNENTS
	GENDER
	NO. OF RESPONDENTS 
	PERCENTAGE (%)

	Male 
	52
	65%

	Female
	28
	35%

	Total
	80
	100%



INTERPRETATION:  
From the above table and chart, it is observed that a majority of the respondents are male (65%), while female employees make up 35% of the workforce surveyed at Textiles (P) Limited.
This suggests a male-dominated work environment, which may reflect industry norms, recruitment trends, or role-specific requirements within the textile sector. However, the presence of 35% female employees indicates a significant contribution by women, showing that the company provides employment opportunities to both genders.
Understanding gender distribution is crucial in assessing employee attitudes, as workplace experiences and expectations may vary across gender lines. Therefore, this demographic factor should be considered in analyzing satisfaction levels, work-life balance perceptions, and workplace inclusivity in the subsequent sections of the study.








CONCLUSION
          The study on employee attitude towards Textiles (P) Limited was undertaken to understand how employees perceive their work environment, management policies, and overall organizational culture. Through the data collected and analyzed, several observations and patterns have emerged, offering valuable insight into the organizational dynamics and employee mindset. The respondents covered various age groups, predominantly between 25 to 45 years, indicating a relatively young and active workforce. This age distribution reflects a balanced mix of both experience and adaptability. Gender representation showed that the majority of the workforce is male, although a considerable portion of female employees contributes to the company’s operations, reflecting growing diversity in the workplace.
          Most employees expressed a generally positive attitude towards their roles and responsibilities. They seemed satisfied with the working conditions, support from supervisors, and the overall team collaboration within departments. The presence of good interpersonal relationships among colleagues appears to be a significant factor contributing to this positive outlook. Employees felt that their work was stable, and job security was not a major concern, which positively influences their level of motivation and commitment to the organization.
          However, some aspects did indicate room for improvement. A portion of respondents expressed dissatisfaction with the current system of promotions and career advancement opportunities. They felt that recognition for good performance was not always adequate, and this lack of acknowledgment could impact their long-term motivation. Similarly, the need for better training and skill development programs was highlighted by a number of participants, suggesting that employees are eager to grow professionally and expect the company to support that growth through learning initiatives.
          Management policies were seen as moderately effective. While communication channels between management and staff were open in some areas, others felt that decision-making processes lacked transparency. This can lead to a sense of disconnect between employees and higher-level executives, potentially affecting morale and trust within the organization. Encouraging a more inclusive and participative management style may help bridge this gap.
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