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CHAPTER 1

Introduction

Problem Definition

IN today’s era, Human Resources
are the most important resource

for any organization. To maintain
the level of commitment of
human resources, it  is very
important to make them satisfied
with their job. Job satisfaction is
a very complex concept which is
influenced by many factors. In
our study, the main thrust has
been given to the working
conditions provided by State
Bank of India to its employees.

This study includes how working
conditions influences the job
satisfaction level of the employees
of the same organization. Apart
from studying the impact of
working conditions, we have
studied the impact of
demographic features for each
employee like their age, gender,
marital status, tenure,
educational background, etc. This
study shows that working
conditions give a significant
impact on the job satisfaction
level of the employees. These two
variables have a positive relation
with each other. In the end, we
have given some suggestions for
State Bank of India to augment
the job satisfaction level of its
employees.

The Concept of Working
Conditions

Working conditions are at the
core of paid work and employment
relationships. In a layman’s
language, working conditions
means the conditions/facilities that
are provided to the employees at
their workplace but working
conditions are not just confined to
the physical amenities provided,
these cover a broad range of topics
and issues, from working time
(hours of work, rest periods, and
work schedules) to remuneration,
as well as the physical conditions
and mental demands that exist in
the workplace.

Working conditions refers to
the working environment and

In today’s era, Human Resources are the most important resource for any organization. To
maintain the level of commitment of these resources, it is very important to make them
satisfied with their job. Job satisfaction is a very complex concept and is influenced by many
factors. In our study, the main thrust has been given to the working conditions provided by
State Bank of India to its employees. This study includes how working conditions influence
the job satisfaction level of the employees of the this organization. Through this study, we
conclude that working conditions have a significant impact on the job satisfaction level of the
employees. These two variables have a positive relation with each other. There is a significant
relationship of sub-variables (Demand, Control, Managerial Support, Peer Support,
Relationships, Role, Change) of working conditions with sub-variables  (Opportunities and
Rewards, Supervisions, Fringe Benefits, Operating rules and procedures, Co-workers, Nature
of work performed, Organizational support for training, Employee’s feelings about training
and development, Employee’s satisfaction with training) of job satisfaction. Fostering these
sub-variables of working conditions can act as a catalyst to increase job satisfaction among
employees and in organization can in turn positively influence its performance. Implications
for both strategic human resource management and future research are discussed
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aspects of an employee’s terms
and conditions of employment.
This covers such matters as: the
organization of  work  and  work
activities; training, skills and
employability; health, safety and
well-being; and working time and
work-life balance.

Components of Working
Conditions

Demand: This scale measures
issues like workload, work patterns
and the work environment. It
measures what is expected out of
the employees. How much work
they are expected to do and what
are the expectations of the
management from the employees.
It consists of eight items (see items
10, 17, 18, 20, 23, 24, 25, 26).
Cronbach’s alpha reliability for the
Demands scale was found to be .87,
which is similar to the value of .89
found in the original analysis by
Cousins et al. (2004).

Control: Control reflects how
much say a person has in the way
they do their work. In other words,
we can say that it refers to the
independence and autonomy given
to the employees in the
organization for performing their
tasks without the intervention by
the superiors/management. This
scale has six items (see items 1, 9,
21, 22, 29, 34). Reliability analysis
produced an alpha value of .82 for
this factor. Alpha reported for this
scale by Cousins et al. (2004) was
.78.

Managerial Support: This factor
measures encouragement,
sponsorship and resources
provided by the employer. It refers
to the mental support given by the
employer to the employee. It refers

to how much a person feels
comfortable with the employer and
can look up to him for help/
support. The five items reflecting
this scale can be seen in questions
(see items 15, 19, 28, 32, 33).
Reliability analysis produced a
value of .88 for the present data set
and for Cousins et al. (2004) this
was .87.

Peer Support: Peer Support
measures colleague encourage-
ment and support at work. It refers
to how much support a person gets
at work from his/her co-workers/
colleagues. It measures the level of
cooperation and cohesiveness.
Questions 27, 30, 31 and 35 reflect
this four-item scale. Cronbach’s
alpha showed a reliability value of
.82, similar to the .81 reported by
Cousins et al. (2004).

Relationships: Promoting
positive working to avoid conflict
and dealing with unacceptable
behaviour is represented by
Relationships. It measures the
reaction of a person for a particular
conflicting situation, how one deals
with such a situation whether one
talks it out or withdraws from such
unacceptable situation. It is
represented by the HSE factor
Relationships. This scale consists of
four items (4, 7, 8, and 12).
Reliability value for this factor is
.78, the same as for Cousins et al.
(2004).

Role: This factor asks
employees whether they
understand their job role and
whether their employer ensures
that they do not have conflicting
roles. Role conflict arises when a
person has contradictory roles in
the organization i.e. they’re
expected two totally opposite

things which are detrimental to
each other. Five questions reflect
role (see items 1, 2, 3, 4, 5 and 6).
Cronbach’s alpha produced a value
of .83 for this scale, the same as that
reported by Cousins et al. (2004).

Change: This scale measures
how organizational change is
managed and communicated at
work. How effectively an
organization can bring a change
with ease without much opposition
from the employees. How well an
employee adapts to the changes in
the organization and accepts
innovations. This final factor
contains three questions (11, 13 and
14). Reliability analysis produced
an alpha value of .80, whereas
Cousins et al. (2004) reported a
value of .83 for this scale.

The seven scales above all
produce good internal reliabilities
and compare well with findings
produced by Cousins et al. (2004).
Overall scale reliability for the 35
item measure was .92 which is high
(De Vellis, 2003, p. 96), and
provides strong evidence that the
scale is reliable and consistent.

Job Satisfaction

Job satisfaction or employee
satisfaction has been defined in
many different ways. Some believe
it is simply how content an
individual is with his or her job, in
other words, whether or not they
like the job or individual aspects or
facets of jobs, such as nature of
work or supervision.

The concept of job satisfaction
has been developed in many ways
by many different researchers and
practitioners. One of the most
widely used definitions in
organizational research is that of
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vacation, insurance, etc. These are
usually given together with the
monetary benefits. Questions
related to this factor: 4, 12, 20 and
27.

Operating Rules and Procedures:
These are the rules that a person is
obliged to follow while working in
the organization. It refers the
defined set of rules, regulations and
procedures which every person
working within that organization
is expected to follow. Questions
related to this factor:  6, 14, 22, 29.

Coworkers: This factor
measures the degree of support
and cooperation received from the
fellow workers. It refers to how
helpful and cooperating the
employees are in the organization.
Questions related to this factor: 23,
34 and 40.

The Nature of Work Performed:
This includes the type of work
performed like whether an
employee performs more
paperwork, etc. This includes
whether a person has to perform
monotonous work. Questions
related to this factor:  8, 15, 25 and
33.

Organizational Support for
Training: It measures the support
the employees receive to undergo
the training programmes
conducted by the organization. It
refers to the mental support given
by the employer to encourage an
employee by making clear to him
the need and importance of
undergoing a particular training
programme. Questions related to
this factor: 7, 16, 28 and 35.

Employee Feelings about Training
and Development: It measures the
attitude and behaviour of the

Locke (1976), who defines job
satisfaction as “a pleasurable or
positive emotional state resulting
from the appraisal of one’s job or
job experiences” Others have
defined it as simply how content an
individual is with his or her job;
whether he or she likes the job or
not. It is assessed at both the global
level (whether or not the individual
is satisfied with the job overall), or
at the facet level (whether or not the
individual is satisfied with
different aspects of the job). Job
satisfaction for individuals reflects
the degree of pleasure or happiness
their job in general induces.

Components of Job Satisfaction

Opportunities and Rewards: This
includes the monetary benefits
given to the employees for their
performance. It includes
promotion, bonus, salary
increments, etc. Usually better the
performance of an employee
higher are the chances of the
opportunities and rewards.
Questions related to this factor: 1,
2, 5, 9, 10, 13, 17, 18, 21, 30 and 42.

Supervision: This includes the
level of supervision on the
employee. This refers to how much
a person is being supervised and
given instructions to accomplish a
particular task. More the
supervision lesser the autonomy
and independence. Questions
related to this factor: 3, 19, 36 and
38.

Fringe Benefits: Fringe benefits
(perks) include most benefits given
to employees in addition to their
salary or wages. You should also
be aware of attributed and non-
attributed benefits. These are the
non-monetary benefits like leave,

employees towards the training
and development programmes. It
refers to how much an employee
readily accepts to undergo such
programmes. Whether an
employee resists such things or
happily accepts it. Questions
related to this factor: 11, 32, 37 and
39.

Employee Satisfaction with
Training: It measures the satisfac-
tion an employee gets after under-
going the training programme.
This will include the opportunities
he will receive as a benefit for such
training. This includes increase in
his skills, intelligence and also
future promotion prospects.
Questions related to this factor:  24,
26, 41 and 42.

CHAPTER 2

Review of Literature
A review of past studies is

useful in understanding the
concept and formulating
methodology clearly and
objectively. The literature of this
study includes work undertaken in
India and outside India on impact
of working conditions on job
satisfaction.

Studies Related to Working
Conditions

• Roelofsen (2002) examined that
the working environment is a
key root causing employee’s
engagement or disengagement.
His research indicates that
improving the working environ-
ment reduces complaints and
absenteeism while increasing
productivity.

• Dr. Chandrasekar (2011)  Work-
place environment plays a vital
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role in motivating employees to
perform their assigned work.
Since money is not a sufficient
motivator in encouraging the
workplace performance
required in today’s competitive
business environment.

• Shikdar and Sawaqed (2003)
investigated ergonomic factors
which lead to low worker
productivity in six different
industries by applying
questionnaires to 50 production
managers. In this study,
measures related to perfor-
mance were productivity,
quality, and absenteeism, and
environmental factors including
heat, humidity, noise, light, dust,
and pollution.

• Ali Yassin Sheikh Ali (2013) in
this study,  he analyzed working
condition and employee
productivity in manufacturing
companies with the objective of
investigating the effects of
working condition especially
working hours and workload on
employee’s productivity and
whether there is a relationship
between working condition and
employee’s productivity in
Mogadishu manufacturing
industry.

• Kyko (2005) according to his
study there are two types of
working environment, condu-
cive and toxic work environ-
ments. Former contributes to
higher productivity where as the
latter one contributes to low
productivity.

• Kohun (1992) defines that work
environment as ‘an entirely’
which comprises the totality of
forces, actions and other
influential factors that are

currently and, or potentially
contending with the employee’s
activities and performance.

Studies Related to Job
Satisfaction

• Nimalathasan (2003) had
examined job satisfaction of the
employees of bank in Jaffna
Peninsula, Sri Lanka and also
the factors that causes job
satisfaction. The results showed
a positive and moderating
relationship between the factors
such as pay, less supervision,
working conditions and
performance of employee.

• Artz (1999) analyzed the
relationship between the fringe
benefits and job satisfaction
among all employed youths
ignoring the self-employed
ones. The results showed that
there is a relationship between
the both.

• Clark A. (1996) examined that
opposite picture we found in
history that both job satisfaction
and job performance has
negative impact on each other.
Working timing may get the
more work from employees and
their performance may be going
better but their job satisfaction
level must be decreasing.
However, negative correlation
between working hours and job
satisfaction also find and also
workers are dissatisfied with
their working hours.

• Bhatt (1997) examined the level
between, on the one hand the
characteristics of particular jobs
and tasks and job satisfaction on
social demographics features of
the employees. Findings showed

that positive relationship
between job satisfaction and
psychological well being,
personnel satisfaction.

• Kamal (2008) analyzed the
degree of overall job satisfaction
among the bank employees.
According to the study, a strong
relation with subordinate staff,
work related training facilities,
culture, ethics religious and
behavioral difference was found
on job satisfaction.

Studies Related to the Working
Conditions and Job Satisfaction

• Dr. Ruchi Jain examined the
impact of working
environment on job
satisfaction level of employees
of Domino’s in Jaipur. The
result of the study indicates
that workload, stress,
overtime, fatigue, boredom are
some factors to increase job
dissatisfaction. On the other
hand, good working condition,
refreshment & recreation
facility, health & safety facility,
fun at workplace increase the
degree of job satisfaction.

• Danica Bakotic (2013) analyzed
the relationship between
working conditions and job
satisfaction, it was found out
that the satisfaction with
working conditions is higher in
the case of workers who work
in the administration than in
the case of workers who work
in difficult working conditions.
And finally, it is discovered
that in the case of workers who
work under difficult working
conditions, the working
conditions are important factor
of their overall job satisfaction.
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• Rothstein (1990) have argued
that new employees should be
evaluated only after a certain
time has passed because
supervisors need adequate
opportunities to observe
subordinates’ behaviors. In this
study, the employees were those
who are working in the
company much longer than four
months so that they can be
assessed fairly by their own
supervisors. Job experience
(number of years that employee
is working in the company) and
education level of each ratee
were obtained from the
company’s archival sources. The
average length was 8.61 (s.d. ¼
5.52) years for experience.
Among them, the majority (91)
had graduated from high
schools or below. Education
level was a grouped measure
that was coded from 1 (high
school or below) to 4 (junior
college— two years university).

CHAPTER 3

Research Methodology
Area of Study: This study has

been conducted in NCR.

Source of Data:  Primary data
has been used for the study. Data

was collected with the help of
questionnaires, which was based
on the Five-Point scale (likert scale)
from strongly disagree (1) to
strongly agree (5). Questionnaire
consisted of three parts, in the first
part basic information about the
respondents was asked such as
his/her age, gender, marital status,
tenure, level at which he/she is
working. In the second and third
part of the questionnaire, questions
about overall working conditions
and job satisfaction were asked
respectively.

Following are the different
variables on which questionnaire is
based (Table 1):

Sample Design: This study is
conducted on the basis of sample
of 45 employees of various
branches of ‘State Bank of India’
located in NCR.

Sampling Technique: Snow
bowling technique has been
adopted for the collection of
data.

Mode of Analysis of Data: The
collected data was analyzed and
processed using appropriate
statistical methods, such as
Independent T-Test, one way
Anova, Correlation and Linear
Regression. These statistical results

were derived using computer
software SPSS.

Objectives of the Study

1. To discern the working
conditions provided by State
Bank of India to its employees
and the job satisfaction level of
its employees.

2. To be familiar with the
relationship of each sub-variable
of working conditions like
demand, control, managerial
support, etc. with all the sub-
variables of job satisfaction like
opportunities and rewards,
operating rules and procedures,
etc.

3. To discern the impact of each
sub-variable of working
conditions on the job satisfaction
level of the employees.

4. To be acquainted with the
impact of demographic
variables like age, gender,
marital status on work-
ing conditions and job
satisfaction.

Data Analysis and Interpretation

1. Impact of demographic factors
on the working conditions and
job satisfaction:

(a)Impact of Age on working
conditions and job satisfac-
tion:

Since, the level of significance
is 0.05 and in Table 2, we can see
that all the impact of Age on the
sub-variables of working
conditions and the sub-variables
of job satisfaction is insignificant
because the significance values of
all the sub-variables is above
0.05.

Working Condition Job Satisfaction

• Demand • Opportunities and Rewards

• Control • Supervision

• Managerial support • Fringe Benefits

• Peer support • Operating Rules and Procedures

• Relationships • Coworkers

• Role • The nature of work performed

• Change

TABLE 1



28 FOCUSWTO.IB • April-June (Vol. 22 No. 2)

ARTICLES

TABLE 2

ANOVA

Sum of Squares Df Mean Square F Sig.

WCA Mean Between Groups .366 3 .122 .314 .815

Within Groups 15.559 40 .389

Total 15.924 43

WCB Mean Between Groups .229 3 .076 .210 .889

Within Groups 14.560 40 .364

Total 14.790 43

WCC Mean Between Groups .160 3 .053 .149 .930

Within Groups 14.305 40 .358

Total 14.465 43

WCD Mean Between Groups .226 3 .075 .169 .916

Within Groups 17.823 40 .446

Total 18.050 43

WCE Mean Between Groups .189 3 .063 .094 .963

Within Groups 26.804 40 .670

Total 26.993 43

WCF Mean Between Groups .528 3 .176 .596 .622

Within Groups 11.831 40 .296

Total 12.359 43

WCG Mean Between Groups 2.574 3 .858 1.738 .175

Within Groups 19.750 40 .494

Total 22.323 43

JSA Mean Between Groups 1.825 3 .608 1.724 .177

Within Groups 14.114 40 .353

Total 15.939 43

JSB Mean Between Groups 1.121 3 .374 .670 .576

Within Groups 22.326 40 .558

Total 23.447 43

JSC Mean Between Groups 2.689 3 .896 2.097 .116

Within Groups 17.095 40 .427

Total 19.784 43

JSD Mean Between Groups .574 3 .191 .977 .413

Within Groups 7.835 40 .196

Total 8.409 43
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Sum of Squares Df Mean Square F Sig.

JSE Mean Between Groups .299 3 .100 .206 .892

Within Groups 19.338 40 .483

Total 19.636 43

JSF Mean Between Groups .514 3 .171 .512 .677

Within Groups 13.388 40 .335

Total 13.902 43

JSG Mean Between Groups .805 3 .268 .669 .576

Within Groups 16.053 40 .401

Total 16.858 43

JSH Mean Between Groups .622 3 .207 .586 .628

Within Groups 14.155 40 .354

Total 14.777 43

JSI Mean Between Groups .516 3 .172 .443 .724

Within Groups 15.545 40 .389

Total 16.061 43

Level of significance is 0.05

(b) Impact of Gender on
working conditions and job
satisfaction

Because the level of
significance is 0.05, so we
interpret that the impact of
gender has its impact on just one
sub-variable of working
conditions i.e. demand as its level
of significance is 0.48 (Table 3).
Another impact of working
conditions is on only one sub-
variable of job satisfaction level of
employees is i.e. co-workers. So,
same type of work is not
demanded from males and
females in the bank. Also, there
is a lot of difference between
males and females on satisfaction
level with the co-workers. Gender
gives no impact on either of the
rest of sub-variables of working

conditions or on the rest of sub-
variables of job satisfaction.

(c) Impact of marital status on
working conditions and job
satisfaction

The level of significance is
lower than 0.05 i.e. 0.48 only on the
second sub-variable of working
conditions i.e. control. It means that
same level of freedom in work
speed, choice in decided the
amount and way of doing task,
working time, etc. is not given to
married and unmarried employees
of the bank. Also, marital status of
employees has no impact on either
of the rest of the sub-variables of
working conditions or on any of the
sub-variable of job satisfaction
level of employees of State Bank of
India (Table 4).

(d) Impact of Tenure on
working conditions and
job satisfaction

The level of significance is
lower than 0.05 i.e. 0.033 only on
the fourth sub-variable of
satisfaction which is Operating
rules and Procedures. It means that
there is a difference in the
satisfaction level of employees of
State Bank of India regarding the
rules and procedures among the
employees of different tenure of
working in the bank (Table 5).

(e) Impact of Education on
working conditions and job
satisfaction

Impact of education level is
significant on third and fourth sub-
variable of working conditions i.e.
managerial support and peer
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TABLE 3

INDEPENDENT SAMPLE TESTS

Levene’s Test for Equality
of Variances

F Sig. T Df Sig. (2-tailed)

WCA Mean Equal variances assumed 2.797 .102 2.035 42 .048

Equal variances not assumed 2.262 37.516 .030

WCB Mean Equal variances assumed .981 .328 -.152 42 .880

Equal variances not assumed -.137 21.691 .892

WCC Mean Equal variances assumed .618 .436 .504 42 .617

Equal variances not assumed .524 31.603 .604

WCD Mean Equal variances assumed .326 .571 1.110 42 .273

Equal variances not assumed 1.051 24.547 .304

WCE Mean Equal variances assumed .697 .408 .359 42 .721

Equal variances not assumed .352 26.910 .728

WCF Mean Equal variances assumed 1.025 .317 1.089 42 .282

Equal variances not assumed 1.194 36.315 .240

WCG Mean Equal variances assumed .614 .438 -1.680 42 .100

Equal variances not assumed -1.620 25.779 .117

JSA Mean Equal variances assumed .797 .377 -.046 42 .964

Equal variances not assumed -.043 24.084 .966

JSB Mean Equal variances assumed .013 .908 1.142 42 .260

Equal variances not assumed 1.257 36.652 .217

JSC Mean Equal variances assumed .719 .401 -.969 42 .338

Equal variances not assumed -.904 23.620 .375

JSD Mean Equal variances assumed .167 .685 .405 42 .688

Equal variances not assumed .399 27.337 .693

JSE Mean Equal variances assumed .974 .329 2.321 42 .025

Equal variances not assumed 2.287 27.333 .030

JSF Mean Equal variances assumed .331 .568 .596 42 .554

Equal variances not assumed .600 28.931 .553

JSG Mean Equal variances assumed .017 .897 .051 42 .959

Equal variances not assumed .052 29.185 .959

JSH Mean Equal variances assumed .004 .952 1.116 42 .271

Equal variances not assumed 1.094 26.921 .284

JSI Mean Equal variances assumed 1.033 .315 -.390 42 .698

Equal variances not assumed -.409 32.264 .685

Level of significance is 0.05
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TABLE 4

INDEPENDENT SAMPLE TESTS

Levene’s Test for Equality
of Variances

F Sig. T Df Sig. (2-tailed)

WCA Mean Equal variances assumed .769 .386 -.603 42 .550

Equal variances not assumed -.528 19.005 .604

WCB Mean Equal variances assumed 1.626 .209 2.040 42 .048

Equal variances not assumed 1.922 22.138 .068

WCC Mean Equal variances assumed .151 .699 .080 42 .936

Equal variances not assumed .083 27.852 .934

WCD Mean Equal variances assumed .007 .934 -.129 42 .898

Equal variances not assumed -.133 27.465 .895

WCE Mean Equal variances assumed .012 .914 -.023 42 .982

Equal variances not assumed -.023 25.729 .982

WCF Mean Equal variances assumed 1.153 .289 .081 42 .936

Equal variances not assumed .088 31.240 .930

WCG Mean Equal variances assumed 1.273 .266 -.690 42 .494

Equal variances not assumed -.741 30.543 .464

JSA Mean Equal variances assumed .126 .724 .146 42 .885

Equal variances not assumed .149 27.152 .882

JSB Mean Equal variances assumed .643 .427 1.083 42 .285

Equal variances not assumed 1.046 23.443 .306

JS1C Mean Equal variances assumed .089 .767 -.054 42 .958

Equal variances not assumed -.056 28.987 .955

JSD Mean Equal variances assumed .004 .948 -.280 42 .781

Equal variances not assumed -.281 25.740 .781

JSE Mean Equal variances assumed .012 .913 -.504 42 .617

Equal variances not assumed -.501 25.132 .621

JSF Mean Equal variances assumed .813 .372 -.365 42 .717

Equal variances not assumed -.373 26.978 .712

JSG Mean Equal variances assumed 5.170 .028 -.360 42 .720

Equal variances not assumed -.426 38.405 .673

JSH Mean Equal variances assumed .228 .636 -.329 42 .744

Equal variances not assumed -.337 27.130 .738

JSI Mean Equal variances assumed .005 .945 -.429 42 .670

Equal variances not assumed -.438 26.819 .665

Level of significance is 0.05
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TABLE 5

ANOVA

Sum of Squares Df Mean Square F Sig.

WCA Mean Between Groups .685 3 .228 .600 .619
Within Groups 15.239 40 .381
Total 15.924 43

WCB Mean Between Groups .868 3 .289 .832 .484
Within Groups 13.922 40 .348
Total 14.790 43

WCC Mean Between Groups 1.222 3 .407 1.230 .312
Within Groups 13.244 40 .331
Total 14.465 43

WCD Mean Between Groups 1.032 3 .344 .809 .497
Within Groups 17.018 40 .425
Total 18.050 43

WCE Mean Between Groups 1.912 3 .637 1.016 .396
Within Groups 25.081 40 .627
Total 26.993 43

WCF Mean Between Groups 1.729 3 .576 2.169 .107
Within Groups 10.630 40 .266
Total 12.359 43

WCG Mean Between Groups .283 3 .094 .171 .915
Within Groups 22.041 40 .551
Total 22.323 43

JSA Mean Between Groups .377 3 .126 .323 .809
Within Groups 15.562 40 .389
Total 15.939 43

JSB Mean Between Groups 1.849 3 .616 1.142 .344
Within Groups 21.598 40 .540
Total 23.447 43

JSC Mean Between Groups .379 3 .126 .261 .853
Within Groups 19.405 40 .485
Total 19.784 43

JSD Mean Between Groups 1.635 3 .545 3.217 .033
Within Groups 6.775 40 .169
Total 8.409 43

JSE Mean Between Groups 1.172 3 .391 .846 .477
Within Groups 18.464 40 .462
Total 19.636 43

JSF Mean Between Groups .352 3 .117 .347 .792
Within Groups 13.550 40 .339
Total 13.902 43
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Sum of Squares Df Mean Square F Sig.

JSG Mean Between Groups 1.912 3 .637 1.706 .181

Within Groups 14.946 40 .374

Total 16.858 43

JSH Mean Between Groups .905 3 .302 .870 .465

Within Groups 13.872 40 .347

Total 14.777 43

JSI Mean Between Groups .056 3 .019 .047 .986

Within Groups 16.004 40 .400

Total 16.061 43

Level of significance is 0.05

TABLE 6

INDEPENDENT SAMPLE TESTS

Levene’s Test for Equality
of Variances

F Sig. T Df Sig. (2-tailed)

WCA Mean Equal variances assumed .009 .925 1.107 41 .275

Equal variances not assumed 1.114 35.072 .273

WCB Mean Equal variances assumed .383 .540 .456 41 .651

Equal variances not assumed .481 39.665 .633

WCC Mean Equal variances assumed .000 .986 2.080 41 .044

Equal variances not assumed 2.017 30.769 .053

WCD Mean Equal variances assumed 1.743 .194 2.695 41 .010

Equal variances not assumed 2.541 27.692 .017

WCE Mean Equal variances assumed 2.284 .138 1.488 41 .144

Equal variances not assumed 1.402 27.583 .172

WCF Mean Equal variances assumed 5.403 .025 1.546 41 .130

Equal variances not assumed 1.438 26.302 .162

WCG Mean Equal variances assumed .035 .852 1.783 41 .082

Equal variances not assumed 1.785 34.460 .083

JSA Mean Equal variances assumed .005 .943 1.041 41 .304

Equal variances not assumed 1.061 36.562 .295

JSB Mean Equal variances assumed 9.007 .005 2.589 41 .013

Equal variances not assumed 2.292 21.899 .032

JSC Mean Equal variances assumed 2.390 .130 .743 41 .462

Equal variances not assumed .802 40.841 .427
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support respectively. The level of
significance is 0.044 for
managerial support and 0.010 for
peer support. We can interpret
from Table 6 that the support,
feedback, encouragement by the
manager as well as the colleagues
is different for the employees
of professional education
background and employees of
non-professional education
background. There is a significant
level of impact of education on
the second sub-variable of job
satisfaction i.e. supervision. It
means that employees who
have professional education
background have different
satisfaction level regarding their
supervisor as compared to
the employees who have
unprofessional background. Also,
education background does not
give impact on any of the rest of

the sub-variables of working
conditions and job satisfaction.

2 Relationship Between Sub-
variables of Working
Condition and Sub-variables
of  Job Satisfaction

Correlation tells us the
relationship between two
variables. So, this technique has
been adopted to know the degree
of correlation between the sub-
variables of working conditions
and sub-variables of job
satisfaction.

Table 7 shows the correlation
of above mentioned sub-variables.

1. Although the first sub-variable
of working conditions i.e.
demand is positively correlated
with the first sub-variable of job
satisfaction i.e. opportunities
and rewards as the correlation

between the two is 0.224 but
this correlation is insignificant
for our study. Its level of
significance is higher than 0.05
as it is 0.145. So, we do not
consider this correlation in our
study.

2 The first sub-variable of
working conditions i.e. demand
has a very significant level of
correlation with second sub-
variable of job satisfaction i.e.
supervision. 0.030 tells us the
strong level of significance of
this correlation. 0.328 is the
correlation of these two sub-
variables depicts that demand
is positively correlated with
supervision. Because demand is
a negative variable so we
interpret that if the bank
demands a lower amount of
task, lower level of the difficulty
level of the tasks, achievable

JSD Mean Equal variances assumed .531 .470 -.097 41 .923

Equal variances not assumed -.095 31.840 .925

JSE Mean Equal variances assumed 2.086 .156 1.836 41 .074

Equal variances not assumed 1.723 27.233 .096

JSF Mean Equal variances assumed 4.036 .051 1.211 41 .233

Equal variances not assumed 1.137 27.216 .266

JSG Mean Equal variances assumed .014 .907 -.249 41 .805

Equal variances not assumed -.246 33.051 .807

JSH Mean Equal variances assumed .086 .771 1.998 41 .052

Equal variances not assumed 1.994 34.091 .054

JSI Mean Equal variances assumed .147 .703 .800 41 .428

Equal variances not assumed .809 35.652 .424

Level of significance is 0.05

Levene’s Test for Equality
of Variances

F Sig. T Df Sig. (2-tailed)
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deadlines, low level of time
burden, etc. the employees will
be highly satisfied by the
supervision of their seniors. It
means that supervisors should
lower the amount as well as
difficulty level of the work so
that the employees will be
satisfied with their supervisors.

3. Although the first sub-variable of
working conditions i.e. demand
is negatively correlated with the
third sub-variable of job

satisfaction i.e.  fringe benefits as
the correlation between the two
is -0.220 but this correlation is
insignificant for our study. Its
level of significance is higher than
0.05 as it is 0.193. So, we do not
consider this correlation in our
study.

4. There is a significant and
positive relationship between
first sub-variable of working
conditions i.e. demand and
fourth sub-variable of job

satisfaction i.e. operating rules
and procedures as the
correlation between them is
0.407 which means that if the
bank demands more from the
employees in terms of task
difficulty, work speed, etc. the
employee’s satisfaction with
regards to operating rules and
procedures will augment. The
level of is significant as the level
of significance is 0.05 and in the
case it is less than 0.01 i.e. 0.006.

TABLE 7

CORRELATION

JSA JSB JSC JSD JSE JSF JSG JSH JSI
Mean Mean Mean Mean Mean Mean Mean Mean  Mean

WCA Pearson Correlation .224 .328* -.200 .407** .374* .040 -.164 .207 -.140
Mean Sig. (2-tailed) .145 .030 .193 .006 .012 .797 .287 .178 .366

N 44 44 44 44 44 44 44 44 44

WCB Pearson Correlation .351* .422** .192 .112 .197 .170 .341* .431** .147
Mean Sig. (2-tailed) .019 .004 .211 .467 .200 .271 .024 .003 .339

N 44 44 44 44 44 44 44 44 44

WCC Pearson Correlation .377* .640** .106 .047 .641** .580** .429** .590** .274
Mean Sig. (2-tailed) .012 .000 .495 .764 .000 .000 .004 .000 .072

N 44 44 44 44 44 44 44 44 44

WCD Pearson Correlation .357* .601** .140 .089 .682** .558** .295 .437** .291
Mean Sig. (2-tailed) .017 .000 .363 .566 .000 .000 .052 .003 .055

N 44 44 44 44 44 44 44 44 44

WCE Pearson Correlation .399** .574** .052 .177 .590** .362* -.004 .326* .013
Mean Sig. (2-tailed) .007 .000 .737 .250 .000 .016 .979 .031 .933

N 44 44 44 44 44 44 44 44 44

WCF Pearson Correlation .328* .670** .256 .078 .596** .642** .468** .522** .342*

Mean Sig. (2-tailed) .030 .000 .093 .617 .000 .000 .001 .000 .023

N 44 44 44 44 44 44 44 44 44

WCG Pearson Correlation .539** .273 .521** -.008 .136 .219 .479** .577** .272
Mean Sig. (2-tailed) .000 .073 .000 .957 .380 .153 .001 .000 .074

N 44 44 44 44 44 44 44 44 44

*.Correlation is significant at the 0.05 level (2-tailed).

**.Correlation is significant at the 0.01 level (2-tailed).
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5. There is a significant and a
positive correlation between the
first sub-variable of working
conditions and the fifth sub-
variable of job satisfaction i.e.
demand and co-workers
respectively. The correlation
between the two is 0.374 and it is
highly significant because its
level of significance is below 0.05
i.e. 0.012. If the bank demands
more from the employees in
terms of task difficulty, work
speed, etc. the employee’s
satisfaction with regards to co-
workers will augment.

6. Although the first sub-variable
of working conditions i.e.
demand is positively correlated
with the sixth sub-variable of
job satisfaction i.e. nature of
work performed as the
correlation between the two is
0.40 but this correlation is
insignificant for our study. Its
level of significance is higher
than 005. as it is 0.797. So, we
do not consider this correlation
in our study.

7. Although the first sub-variable of
working conditions i.e. demand is
negatively correlated with the
seventh sub-variable of job
satisfaction i.e. organizational
support for training as the
correlation between the two is -
0.164 but this correlation is
insignificant for our study. Its level
of significance is higher than 0.05
as it is 0.287. So, we do not consider
this correlation in our study.

8. Although the first sub-variable
of working conditions i.e.
demand is positively correlated
with the eighth sub-variable of
job satisfaction i.e. employees
feeling about training and

development as the correlation
between the two is 0.207 but
this correlation is insignificant
for our study. Its level of
significance is higher than 0.05
as it is 0208. So, we do not
consider this correlation in our
study.

9. Although the first sub-variable of
working conditions i.e. demand
is negatively correlated with the
nineth sub-variable of job
satisfaction i.e. employee
satisfaction with training as the
correlation between the two is -
0.140 but this correlation is
insignificant for our study. Its
level of significance is higher than
0.05 as it is 0366. So, we do not
consider this correlation in our
study.

10. The second sub-variable of
working conditions i.e. control
has a positive and a significant
correlation with the first sub-
variable of job satisfaction i.e.
opportunities and rewards. The
correlation between the two sub-
variables is 0.351 which is
positive correlation. Its level of
significance is 0.019 which
indicates that this correlation is
very significant for our study
because it is higher than 0.05. We
can interpret that if the
employees of the State Bank of
India are given more control and
freedom of deciding their
quantity of work, way of
accomplishing a task, deciding
the work speed, etc. they will be
more satisfied by the
opportunities given to them and
the rewards granted to them.

11. There is a significant and a
positive correlation between
the second sub-variable of

working conditions and the
second sub-variable of job
satisfaction i.e. control and
supervision respectively. The
correlation between the two is
0.422 and it is highly significant
because its level of significance
is below 0.01 i.e. 0.004. If the
employees are given more
freedom in deciding what to do
and how to do, the employees
satisfaction regarding the
supervision will augment.

12. Although the second sub-
variable of working conditions
i.e. control is positively
correlated with the third sub-
variable of job satisfaction i.e.
fringe benefits as the correlation
between the two is 0.192 but
this correlation is insignificant
for our study. Its level of
significance is higher than 0.05
as it is 0.211. So, we do not
consider this correlation in our
study.

13. Although the second sub-
variable of working conditions
i.e. control is positively correlated
with the fourth sub-variable of
job satisfaction i.e. operating
rules and procedures as the
correlation between the two is
0.112 but this correlation is
insignificant for our study. Its
level of significance is higher than
0.05 as it is 0.467. So, we do not
consider this correlation in our
study.

14. Although the second sub-
variable of working conditions
i.e. control is positively correlated
with the fifth sub-variable of job
satisfaction i.e. co-workers as the
correlation between the two is
0.197 but this correlation is
insignificant for our study. Its
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level of signifi-cance is higher
than 0.05 as it is 0.200. So, we do
not consider this correlation in
our study.

15. Although the second sub-
variable of working conditions
i.e. control is positively
correlated with the sixth sub-
variable of Job satisfaction i.e.
the nature of work performed
as the correlation between the
two is 0.170 but this correlation
is insignificant for our study. Its
level of significance is higher
than 0.05 as it is 0.271. So, we
do not consider this correlation
in our study.

16. The second sub-variable of
working conditions is positively
correlated with the seventh sub-
variable of job satisfaction i.e.
control and organizational
support for training. The
correlation between the two sub-
variables is 0.341 which shows
that there is positive relationship
between the two.  The level of
significance is below 0.5, here, it
is 0.024 so we can say that  there
is a significant and a positive
correlation between the above
mentioned sub-variables. So, we
can interpret that if the
employees will be given freedom
to set their own goals, decide the
amount and way of work, decide
the work speed, there satisfaction
level regarding the
organizational support for
training will enhance.

17. Although the second sub-
variable of working conditions
i.e. control is positively
correlated with the eighth sub-
variable of job satisfaction i.e.
employee feelings about
training and development as

the correlation between the two
is 0. 431 but this correlation is
insignificant for our study. Its
level of significance is higher
than 0.01 as it is 0.003. So, we
do not consider this correlation
in our study.

18. Although the second sub-
variable of working conditions
i.e. control is positively correlated
with the ninth sub-variable of job
satisfaction i.e. employee
satisfaction with trainings. The
correlation between the two is 0.
147 but this correlation is
insignificant for our study. Its
level of signifi-cance is higher
than 0.05 as it is 0.339. So, we do
not consider this correlation in
our study.

19. The third sub-variable of
working conditions i.e.
managerial support and the first
sub-variable of the job
satisfaction i.e. opportunities and
rewards is positively and
significantly correlated. The
correlation between the aforesaid
sub-variables is 0.377 and the
level of significance is lower than
0.05 which is 0.012. It shows that
the correlation between these two
sub-variables gives an impact on
our study. We can interpret from
this information that if the
managers start supporting their
subordi-nates, the employee
satisfaction regarding
opportunities and rewards will
increase.

20. The third sub-variable of
working conditions i.e.
managerial support and the
second sub-variable of the job
satisfaction i.e. supervision is
positively and significantly
correlated. The correlation

between the aforesaid sub-
variables is 0.640 and the level of
significance is lower than 0.01
which is 0.000 which shows a
very strong significance level. It
shows that the correlation
between these two sub-variables
gives an impact on our study. We
can interpret that if the support
from managers to their
employees increase, the
satisfaction level of employees
regarding the supervision will
augment. They will start liking
their supervisor.

21. Although the third sub-variable
of working conditions i.e.
managerial support is
positively correlated with the
third sub-variable of job
satisfaction i.e. fringe benefits
as the correlation between the
two is 0. 106 but this correlation
is insignificant for our study. Its
level of significance is higher
than 0.05 as it is 0.495. So, we
do not consider this correlation
in our study.

22. Although the third sub-variable
of working conditions i.e.
managerial support is positively
correlated with the fourth sub-
variable of job satisfaction i.e.
operating rules and procedures
as the correlation between the
two is 0.47 but this correlation is
insignificant for our study. Its
level of significance is higher than
0.05 as it is 0.764. So, we do not
consider this correlation in our
study.

23. There is a significant and a
positive correlation between
the third sub-variable of
working conditions and the
fifth sub-variable of job
satisfaction i.e. managerial
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support and co-workers. The
correlation between the two is
0.641 and it is highly significant
because its level of significance
is below 0.05 i.e. 0.000. So, if the
managers start supporting their
employees, a positive impact
will be on the employee’s
satisfaction regarding their co-
workers.

24. There is a significant and a
positive correlation between the
third sub-variable of working
conditions and the sixth sub-
variable of job satisfaction i.e.
managerial support and the
nature of work performed. The
correlation between the two is
0.580 and it is highly significant
because its level of significance
is below 0.05 i.e. 0.000.

25. There is positive correlation
between the third sub-variable of
working conditions i.e.
managerial support and the
seventh sub-variable of job
satisfaction i.e. organizational
support for training as shown by
the value 0.429. As the level of
significance is less than 0.05 i.e.
0.004 hence this relationship is
also very significant. So, if the
managerial support is given to
employees, the employees will
feel more satisfied regarding
organizational support.

26. The third sub-variable of
working conditions i.e.
managerial support is positively
correlated with the eighth sub-
variable of job satisfaction i.e.
employee feelings towards
training and satisfaction as the
correlation between the two is 0.
590. Its level of significance is
lower than 0.05 as it is 0 which
indicates a highly significant

relationship. So, if the managerial
support is given to employees,
the employees will feel more
satisfied regarding training.

27. Although the third sub-variable
of working conditions i.e.
managerial support is positively
correlated with the nineth sub-
variable of job satisfaction i.e.
employee satisfaction with
training as the correlation
between the two is 0.274 but this
correlation is insignificant for our
study. Its level of significance is
higher than 0.05 as it is 0.072. So,
we do not consider this
correlation in our study.

28. The fourth sub-variable of
working conditions i.e. peer
support is positively correlated
with the first sub-variable of job
satisfaction i.e. opportunities
and rewards as the correlation
between the two is 0.357, this
correlation is insignificant for
our study. Its level of
significance is higher than 0.01
as it is 0.017.

29. The fourth sub-variable of
working conditions i.e. peer
support is positively correlated
with the second sub-variable of
job satisfaction i.e. supervision as
the correlation between the two
is 0. 601. Its level of significance
is lower than 0.05 as it is 0.000
which indicates a highly
significant relationship. So, if the
peer support is given to
employees, the employees will
feel more satisfied regarding
their supervision.

30 Although the fourth sub-variable
of working conditions i.e. peer
support is positively correlated
with the third sub-variable of Job
satisfaction i.e. fringe benefits as

the correlation between the two
is 0.14 but this correlation is
insignificant for our study. Its
level of significance is higher than
0.05 as it is 0.363. So, we do not
consider this correlation in our
study.

31. Although the fourth sub-variable
of working conditions i.e. peer
support is positively correlated
with the fourth sub-variable of
job satisfaction i.e. operating
rules and procedures as the
correlation between the two is
0.089 but this correlation is
insignificant for our study. Its
level of significance is higher than
0.05 as it is 0.566. So, we do not
consider this correlation in our
study.

32. The fourth sub-variable of
working conditions i.e. peer
support is positively correlated
with the fifth sub-variable of job
satisfaction i.e. co-workers as
the correlation between the two
is 0.682. Its level of significance
is lower than 0.05 as it is 0 which
indicates a highly significant
relationship. So, if the peer
support is given to employees,
the employees will feel more
satisfied regarding their
coworkers.

33. The fourth sub-variable of
working conditions i.e. peer
support is positively correlated
with the sixth sub-variable of job
satisfaction i.e. the nature of work
performed as the correlation
between the two is 0. 558. Its level
of significance is lower than 0.05
as it is 0 which indicates a highly
significant relationship. So, if the
peer support is given to
employees, the employees will
feel more satisfied regarding the
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nature of work performed by
them.

34. Although the fourth sub-variable
of working conditions i.e. peer
support is positively correlated
with the seventh sub-variable of
job satisfaction i.e. organizational
support for training as the
correlation between the two is
0.295 but this correlation is
insignificant for our study. Its
level of significance is higher than
0.05 as it is 0.052. So, we do not
consider this correlation in our
study.

35. The fourth sub-variable of
working conditions i.e. peer
support is positively correlated
with the eighth sub-variable of
job satisfaction i.e. employee
feelings towards training and
development as the correlation
between the two is 0. 437. Its
level of significance is lower
than 0.05 as it is 0.003 which
indicates a highly significant
relationship. So, if the peer
support is given to employees,
the employees will feel more
satisfied regarding training and
development.

36. Although the fourth sub-variable
of working conditions i.e. peer
support is positively correlated
with the ninth sub-variable of job
satisfaction i.e.  employee
satisfaction with training as the
correlation between the two is
0.291 but this correlation is
insignificant for our study. Its
level of significance is higher than
0.05 as it is 0.055. So, we do not
consider this correlation in our
study.

37. The fifth sub-variable of
working conditions i.e.
relationships is positively

correlated with the first sub-
variable of job satisfaction i.e.
opportunities and rewards as
the correlation between the two
is 0. 399. Its level of significance
is lower than 0.05 as it is 0.007
which indicates a highly
significant relationship. So, if
the positive working environ-
ment is provided to employees
to deal with conflicts is given to
employees, the employees will
feel more satisfied regarding
opportunities and rewards.

38. The fifth sub-variable of working
conditions i.e. relationships is
positively correlated with the
second sub-variable of job
satisfaction i.e. supervision as the
correlation between the two is 0.
574. Its level of significance is
lower than 0.05 as it is 0 which
indicates a highly significant
relationship. So, if the positive
working environment is
provided to employees to deal
with conflicts is given to
employees, the employees will
feel more satisfied regarding
supervision.

39. Although the fifth sub-variable
of working conditions i.e.
relationships is positively
correlated with the third sub-
variable of job satisfaction i.e.
fringe benefits as the correlation
between the two is 0.052 but
this correlation is insignificant
for our study. Its level of
significance is higher than 0.05
as it is 0.737. So, we do not
consider this correlation in our
study.

40. Although the fifth sub-variable
of working conditions i.e.
relationships is positively
correlated with the fourth sub-

variable of job satisfaction i.e.
operating rules and procedures
as the correlation between the
two is 0.177 but this correlation
is insignificant for our study. Its
level of significance is higher
than 0.05 as it is 0.25. So, we do
not consider this correlation in
our study.

41. The fifth sub-variable of working
conditions i.e. relationships is
positively correlated with the
fifth sub-variable of job
satisfaction i.e. co-workers as the
correlation between the two is 0.
590. Its level of significance is
lower than 0.05 as it is 0 which
indicates a highly significant
relationship. So, if the positive
working environment is
provided to employees to deal
with conflicts is given to
employees, the employees will
feel more satisfied regarding co-
workers.

42. The fifth sub-variable of
working conditions i.e.
relationships is positively
correlated with the fifth sub-
variable of job satisfaction i.e.
nature of work performed as
the correlation between the two
is 0362. Its level of significance
is lower than 0.05 as it is 0.016
which indicates a highly
significant relationship. So, if
the positive working
environment is provided to
employees to deal with conflicts
is given to employees, the
employees will feel more
satisfied regarding the nature of
work performed by them.

43. Although the fifth sub-variable of
working conditions i.e.
relationships is negatively
correlated with the seventh sub-
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variable of job satisfaction i.e.
organizational support for
training as the correlation
between the two is -0.004 but this
correlation is insignificant for our
study. Its level of significance is
higher than 0.05 as it is 0.979. So,
we do not consider this
correlation in our study.

44. The fifth sub-variable of working
conditions i.e. relationships is
positively correlated with the
fifth sub-variable of job
satisfaction i.e. employee feelings
towards training and develop-
ment as the correlation between
the two is 0326. Its level of
significance is lower than 0.05 as
it is 0.031 which indicates a highly
significant relationship. So, if the
positive working environment is
provided to employees to deal
with conflicts is given to
employees, the employees will
feel more satisfied regarding
their feeling towards training and
development.

45. Although the fifth sub-variable of
working conditions i.e.
relationships is positively
correlated with the ninth sub-
variable of job satisfaction i.e.
employee satisfaction with
training as the correlation
between the two is 0.013 but this
correlation is insignificant for our
study. Its level of significance is
higher than 0.01 as it is 0.933. So,
we do not consider this
correlation in our study.

46. The sixth sub-variable of
working conditions i.e. role is
positively correlated with the
first sub-variable of job
satisfaction i.e. opportunities and
rewards as the correlation
between the two is 0.328. Its level

of significance is lower than 0.05
as it is 0.03 which indicates a
highly significant relationship.

47. Although the sixth sub-variable
of working conditions i.e. role
is positively correlated with the
second sub-variable of job
satisfaction i.e. supervision as
the correlation between the two
is 0.067 but this correlation is
insignificant for our study. Its
level of significance is higher
than 0.01 as it is 0.000. So, we
do not consider this correlation
in our study.

48. Although the sixth sub-variable
of working conditions i.e. role is
positively correlated with the
third sub-variable of job
satisfaction i.e. fringe benefits as
the correlation between the two
is 0.256 but this correlation is
insignificant for our study. Its
level of significance is higher than
0.01 as it is 0.093. So, we do not
consider this correlation in our
study.

49. Although the sixth sub-variable
of working conditions i.e. role is
positively correlated with the
fourth sub-variable of job
satisfaction i.e. operating rules
and procedures as the correlation
between the two is 0.078 but this
correlation is insignificant for our
study. Its level of significance is
higher than 0.01 as it is 0.613. So,
we do not consider this
correlation in our study.

50. The sixth sub-variable of
working conditions i.e. role is
positively correlated with the
fifth sub-variable of job
satisfaction i.e. co-workers as
the correlation between the two
is 0. 596. Its level of significance
is lower than 0.05 as it is 0 which

indicates a highly significant
relationship.

51. The sixth sub-variable of
working conditions i.e. role is
positively correlated with the
sixth sub-variable of job
satisfaction i.e. the nature of work
performed as the correlation
between the two is 0. 642. Its level
of significance is lower than 0.05
as it is 0 which indicates a highly
significant relationship.

52. The sixth sub-variable of
working conditions i.e. role is
positively correlated with the
seventh sub-variable of job
satisfaction i.e. organizational
support for training as the
correlation between the two is
0. 468. Its level of significance
is lower than 0.05 as it is 0.001
which indicates a highly
significant relationship.

53. The sixth sub-variable of
working conditions i.e. role is
positively correlated with the
eighth sub-variable of job
satisfaction i.e. employee feelings
towards training and develop-
ment as the correlation between
the two is 0. 522. Its level of
significance is lower than 0.05 as
it is 0 which indicates a highly
significant relationship.

54. Although the sixth sub-variable
of working conditions i.e. role
is positively correlated with the
ninth sub-variable of job
satisfaction i.e. employee
satisfaction with training as the
correlation between the two is
0.342 but this correlation is
insignificant for our study. Its
level of significance is higher
than 0.01 as it is 0.023. So, we
do not consider this correlation
in our study.
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55. The seventh sub-variable of
working conditions i.e. change is
positively correlated with the
first sub-variable of job
satisfaction i.e. opportunities and
rewards as the correlation
between the two is 0. 539. Its level
of significance is lower than 0.05
as it is 0 which indicates a highly
significant relationship.

56. Although the seventh sub-
variable of working conditions
i.e. change is positively correlated
with the second sub-variable of
job satisfaction i.e.  supervision
as the correlation between the
two is 0.273 but this correlation
is insignificant for our study. Its
level of significance is higher than
0.01 as it is 0.073. So, we do not
consider this correlation in our
study.

57. The seventh sub-variable of
working conditions i.e. change
is positively correlated with the
third sub-variable of job
satisfaction i.e. fringe benefits
as the correlation between the
two is 0.521. Its level of
significance is lower than 0.05
as it is 0 which indicates a
highly significant relationship.

58. Although the seventh sub-
variable of working conditions
i.e. change is negatively
correlated with the fourth sub-
variable of job satisfaction i.e.
operating rules and procedures
as the correlation between the
two is -0.008 but this correlation
is insignificant for our study. Its
level of significance is higher
than 0.05 as it is 0.957. So, we
do not consider this correlation
in our study.

59. Although the seventh sub-
variable of working conditions

i.e. change is positively correlated
with the fifth sub-variable of job
satisfaction i.e.  co-workers as the
correlation between the two is
0.136 but this correlation is
insignificant for our study. Its
level of significance is higher than
0.05 as it is 0.38. So, we do not
consider this correlation in our
study.

60. Although the seventh sub-
variable of working conditions
i.e. change is positively correlated
with the sixth sub-variable of job
satisfaction i.e. the nature of work
performed as the correlation
between the two is 0.219 but this
correlation is insignificant for our
study. Its level of significance is
higher than 0.05 as it is 0.153. So,
we do not consider this
correlation in our study.

61. The seventh sub-variable of
working conditions i.e. change
is positively correlated with the
seventh sub-variable of job
satisfaction i.e. organizational
support for training the
correlation between the two is
0. 479. Its level of significance
is lower than 0.05 as it is 0.001
which indicates a highly
significant relationship.

62. The seventh sub-variable of
working conditions i.e. change is
positively correlated with the
eighth sub-variable of job
satisfaction i.e. employee feelings
towards training and develop-
ment the correlation between the
two is 0.577. Its level of
significance is lower than 0.05 as
it is 0 which indicates a highly
significant relationship.

63. Although the seventh sub-
variable of working conditions
i.e. change is positively correlated
with the ninth sub-variable of job
satisfaction i.e.  employee satis-
faction with training, the
correlation between these two is
0.136 but this correlation is
insignificant for our study. Its
level of significance is higher than
0.05 as it is 0.38. So, we do not
consider this correlation in our
study.

3. Relationship of Total Working
Conditions Provided by State
Bank of India and the Total
Job Satisfaction Level of its
Employees

Because the correlation is
significant at the 0.01 level and
Table 8 shows that the correlation

TABLE 8
CORRELATIONS

WC TOTAL JS TOTAL

WC TOTAL Pearson Correlation 1 .683 **

Sig. (2-tailed) .000

N 44 44

JS TOTAL Pearson Correlation .683 ** 1

Sig. (2-tailed) .000

N 44 44

**.Correlation is significant at the 0.01 level (2-tailed).
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between the working conditions
and job satisfaction is quite
significant. The correlation
between the two variables is 0.683
which is very high. It means that
there is a strong positive
correlation between working
conditions and job satisfaction of
employees of State Bank of India.
If better quality of working
conditions are provided by the
bank, the job satisfaction level of its
employees will augment.

TABLE 10

COEFFICIENTSa

Model Unstandardized Standardized T Sig.
Coefficients Coefficients

B Std. Error Beta

1 (Constant) .902 .342 2.636 .012

WCA Mean -.010 .077 -.016 -.130 .897

WCB Mean .003 .078 .005 .042 .966

WCC Mean .026 .135 .039 .192 .848

WCD Mean .132 .108 .221 1.223 .229

WCE Mean .070 .059 .143 1.192 .241

WCF Mean .295 .097 .409 3.043 .004

WCG Mean .164 .060 .306 2.749 .009

 a Dependent Variable: JS MEAN.

 b Independent Variable: WCA Mean, WCB Mean, WCC Mean, WCD Mean,
WCE Mean, WCF Mean, WCG Mean.

4. Impact of Each Sub-variable of
Working Conditions on Job
Satisfaction Level of
Employees of State Bank of
India

To calculate the job satisfaction
level of employees, we have
computed the means of all the
means of sub-variables of job
satisfaction. (Tables 9 and 10).

1. There is no impact of demand
sub-variable of working condition

on the job satisfaction level of
employees of State Bank of India
because the significance level is
higher than 0.05 i.e. 0.897.

2.  There is no impact of control sub-
variable of working condition on
the job satisfaction level of
employees of State Bank of India
because the significance level is
higher than 0.05 i.e. 0.966.

3. There is no impact of managerial
support sub-variable of working
condition on the job satisfaction
level of employees of State Bank
of India because the significance
level is higher than 0.05 i.e. 0.848.
So, hypothesis (67) is not rejected.

4. There is no impact of peer
support sub-variable of working
condition on the job satisfaction
level of employees of State Bank
of India because the significance
level is higher than 0.05 i.e.
0.229.

5. There is no impact of
relationships sub-variable of
working condition on the job
satisfaction level of employees
of State Bank of India because
the significance level is higher
than 0.05 i.e. 0.241.

6. The role sub-variable has a
significant impact on the job
satisfaction level of employees of
the bank because the significance
level is lower than 0.05 which is
0.004. It means that if the tasks,
duties, responsibility is made
clear to the employee and if he
understands that how his role fits
into the organization, his job
satisfaction level will increase.
There is a significant impact of
role on the job satisfaction.

7. The change sub-variable has a
significant impact on the job

TABLE 9

ANOVAa

Model Sum of Df Mean F Sig.
Squares Square

1 Regression 4.428 7 .633 11.276 000b

Residual 2.020 36 .056

Total 6.448 43

a Dependent Variable: JS MEAN.
b Predictors: (Constant), WCG Mean, WCA Mean, WCF Mean, WCB Mean,
WCE Mean, WCD Mean, WCC Mean.
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satisfaction level of employees
of the bank because the
significance level is lower than
0.05 which is 0.009. It means that
if the employee is made aware
about any change prevailing in
this organization and if he is
consulted about the changes in
the organization, his job
satisfaction level will increase.
There is a significant impact of
change on the job satisfaction.

5. Impact of total working
conditions on the total job
satisfaction level of
employees

To calculate the working
conditions, we have computed the
means of the means of all the sub-
variables of the working
conditions.

The level of significance is 0.05.
In Tables 11 and 12 we can see that
the level of significance is 0.000

which means that the level of
significance is very strong. It shows
that the working conditions
provided by the State bank of India
to its employees give a huge impact
on the job satisfaction level of its
employees.

CHAPTER 4

Results and Discussions

Conclusion

There is a significant
relationship of sub-variables
(Demand, Control, Managerial
Support, Peer Support,
Relationships, Role, Change) of
working conditions with sub-
variables  (Opportunities and
Rewards, Supervisions, Fringe
Benefits, Operating Rules and
Procedures, Coworkers, Nature of
Work Performed, Organizational
Support for Training, Employee’s
Feelings about Training and

Development, Employee’s
Satisfaction with Training) of job
satisfaction. It reveals that
organization should focus on more
on variables of working conditions
to have a positive impact on
different dimensions of job
satisfaction. Fostering these sub-
variables of working conditions
can act as a catalyst to increase job
satisfaction among employees and
in organization can in turn
positively influence its
performance.
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TABLE 12
COEFFICIENTSa

Model Unstandardized Standardized T Sig.
Coefficients Coefficients

B Std. Error Beta

1 (Constant) 44.804 15.558 2.880 .006

WC Total .775 .128 .683 6.063 .000

a Dependent Variable: JS Total.

TABLE 11
ANOVAa

Model Sum of Df Mean F Sig.
Squares Square

1 Regression 5666.104 1 5666.104 36.766 .000b

Residual 6472.805 42 154.114

Total 12138.909 43
a Dependent Variable: JS Total.
b Predictors: (Constant), WC Total.
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APPENDIX A

Reference Number _______________

RESEARCH SURVEY
Dear Sir/Madam

We are conducting a research on ‘A study on the impact of working conditions on job satisfaction of
employees of State Bank of India in NCR’. We need your co-operation in the form of encircling the responses
given below. We assure you that the information given by you will be used for academic purposes only and will
be kept confidential.

Basic information of the respondent:

Age (years) 21-30 31-40 41-50 51 onwards

Gender Male Female

Marital Status Married Unmarried/ Single

Tenure (years) 0-5 5-10 10-15 15 onwards

Education Professional Non-Professional

Level at Working       _________________________________________

Part – A
Working Conditions

Working conditions are at the core of paid work and employment relationships. Generally speaking, working
conditions cover a broad range of topics and issues, from working time (hours of work, rest periods, and work
schedules) to remuneration, as well as the physical conditions and mental demands that exist in the workplace.

Instructions

Below are given statements which describe about the possible feelings of working conditions and job satisfaction
in your organization. Please indicate your response by encircling only one of the five alternatives against each
statement.

• Strongly Disagree (SD) : 1

• Disagree (DA) : 2

• Neutral (N) : 3

• Agree (A) : 4

• Strongly Agree (SA) : 5
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QUESTIONNAIRE

Sl. No. SD D N A SA

1. I am clear what is expected of me at work. 1 2 3 4 5

2. I am clear about the goals and objectives for my department at work. 1 2 3 4 5

3. I know how to go about getting my job done at work. 1 2 3 4 5

4. There is friction or anger between colleagues at work. 1 2 3 4 5

5. I am clear what my duties and responsibilities are at work. 1 2 3 4 5

6. I understand how my work fits into the overall aim of the organization. 1 2 3 4 5

7. I am subject to personal harassment in the form of unkind words 1 2 3 4 5
or behaviour at work.

8. I am subject to bullying at work. 1 2 3 4 5

9. I have a choice in deciding how I do my work. 1 2 3 4 5

10. I have unrealistic time pressures at work. 1 2 3 4 5

11. Staff is consulted about change at work. 1 2 3 4 5

12. Relationships at work are strained. 1 2 3 4 5

13. I have sufficient opportunities to question managers about change 1 2 3 4 5
at work.

14. When changes are made at work, I am clear how they will work out 1 2 3 4 5
in practice.

15. My line manager encourages me at work. 1 2 3 4 5

16. I can decide when to take a break at work. 1 2 3 4 5

17. I am pressured to work for long hours. 1 2 3 4 5

18. I have unachievable deadlines at work. 1 2 3 4 5

19. I am given supportive feedback on the work. 1 2 3 4 5

20. I have to work very intensively at work. 1 2 3 4 5

21. I have a say in my own work speed. 1 2 3 4 5

22. I have a choice in deciding what I do at work. 1 2 3 4 5

23. I have to work very fast at work. 1 2 3 4 5
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Sl. No. SD D N A SA

24. I have to neglect some tasks because I have too much to do at work. 1 2 3 4 5

25. Different groups at work demand things from me that are hard 1 2 3 4 5
to combine.

26. I am unable to take sufficient breaks at work. 1 2 3 4 5

27. If the work gets difficult, my colleagues will help me. 1 2 3 4 5

28. I can rely on my line manager to help me out with a work problem. 1 2 3 4 5

29. I have some say over the way I work. 1 2 3 4 5

30. I receive the respect I deserve from my colleagues at work. 1 2 3 4 5

31. I get the help and support I need from colleagues at work. 1 2 3 4 5

32. I can talk to my line manager about something that has upset or 1 2 3 4 5
annoyed me about work.

33. I am supported through emotionally demanding work. 1 2 3 4 5

34. My working time can be flexible. 1 2 3 4 5

35. My colleagues at work are willing to listen to my work related 1 2 3 4 5
problems.

Part – B

Job Satisfaction

Job satisfaction shows how much an employee likes his work as well as the level of his preoccupation with
work. Generally, it can be stated that job satisfaction is a sense of comfort and positive experience that an
employee have related to his job.

QUESTIONNAIRE

Sl. No. SD D N A SA

1. I feel I am being paid a fair amount for the work I do. 1 2 3 4 5

2. There is really too little chance for promotion on my job. 1 2 3 4 5

3. My supervisor is quite competent in doing his/her job. 1 2 3 4 5

4. I am not satisfied with the benefits I receive. 1 2 3 4 5

5. When I do a good job, I receive the recognition for it that I should receive. 1 2 3 4 5
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Sl. No. SD D N A SA

6. Many of our rules and procedures make doing a good job difficult. 1 2 3 4 5

7. My department provides learning/training opportunities to meet 1 2 3 4 5
the changing needs of my workplace.

8. I sometimes feel my job is meaningless. 1 2 3 4 5

9. Raises are too few and far between. 1 2 3 4 5

10. Those who do well on the job stand a fair chance of being promoted. 1 2 3 4 5

11. I view my education on-the-job as a continuous, lifelong endeavor. 1 2 3 4 5

12. The benefits we receive are as good as most other organisations offer. 1 2 3 4 5

13. I do not feel that the work I do is appreciated. 1 2 3 4 5

14. My efforts to do a good job are seldom blocked by red tape. 1 2 3 4 5

15. I like doing the things I do at work. 1 2 3 4 5

16. In my department, learning is planned and purposeful rather 1 2 3 4 5
than accidental.

17. I feel unappreciated by the organization when I think about what 1 2 3 4 5
they pay me.

18. People get ahead as fast here as they do in other places. 1 2 3 4 5

19. My supervisor shows too little interest in the feelings of 1 2 3 4 5
subordinates.

20. The benefit package we have is equitable. 1 2 3 4 5

21. There are few rewards for those who work here. 1 2 3 4 5

22. I have too much to do at work. 1 2 3 4 5

23. I enjoy my coworkers. 1 2 3 4 5

24. Overall, the on-job-the job training I receive is applicable to my job. 1 2 3 4 5

25. I feel a sense of pride in doing my job. 1 2 3 4 5

26. Overall, the training I receive on the job meets my needs. 1 2 3 4 5

27. There are benefits we do not have which we should have. 1 2 3 4 5

28. In my department, people are interested in both personal and 1 2 3 4 5
professional development.
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Sl. No. SD D N A SA

29. I have too much paperwork. 1 2 3 4 5

30. I don’t feel my efforts are rewarded the way they should be. 1 2 3 4 5

31. I am satisfied with my chances for promotion. 1 2 3 4 5

32. I am proactive in seeking ways to improve what I do. 1 2 3 4 5

33. My job is enjoyable. 1 2 3 4 5

34. I like the people I work with. 1 2 3 4 5

35. Training and development are encouraged and rewarded in 1 2 3 4 5
my department.

36. I like my supervisor. 1 2 3 4 5

37. I deliberately seek out learning opportunities rather than waiting 1 2 3 4 5
to be sent to training.

38. My supervisor is unfair to me. 1 2 3 4 5

39. I have learning goals designed to enhance my current work 1 2 3 4 5
assignment and to prepare me for future positions.

40. There is too much bickering and fighting at work. 1 2 3 4 5

41. Overall, I am satisfied with the amount of training I receive on the job. 1 2 3 4 5

42. I feel satisfied with my chances for salary increases. 1 2 3 4 5

•
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