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Abstract 

A drastic change can be witnessed while screening the competency of bank employees, because 

of the structural changes over the past two decades in the banking sector. To meet the organizational 

goals and to fortify customer satisfaction the bank employees are facing maximum work pressures while 

offering timely service. Quality of work life plays a vital role in improving working conditions, career 

growth, work atmosphere, interpersonal relationship etc. The result of the study highlights that banks 

should improve the work life policies of bank employees in order to increase their job satisfaction, 

commitment and efficiency.   
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I.  Introduction 

Quality of work life is elucidated as employee fulfilment with a variety of needs through 

amenities, activities and outcomes while discharging their duty in the work place. This definition appears 

to be integrated as it clubs many aspects of other domains such as family life, social life and financial 

life. Quality of work life is the contented relationship between employees and their total working 

environment. Moreover it deals explicitly with subjective wellbeing. In connection with this concept, 

employees’ perception of safety and suitability; with regard to psychological and physical work 

environment varies. Therefore, there are different perceptions for analysing the Quality of work life. 

Quality of work life is essential to banking business results as it aims at two objectives: (i) to intensify 

level of productivity and (ii) to improve the level of satisfaction among the employees. The present study 

is an attempt on to assess the Quality of work life and job satisfaction among the private sector bank 

employees. It analyses different factors like working conditions, career growth, etc., among the 

employees of private banks. 

II. Review of Literature 
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Fangtao Liu (2017) analysed the effects of employee satisfaction and demographic indicators on 

employee commitment to organizational culture at the organizational level. With data from a survey of 

3029 employees from 27 government-owned enterprises, a hierarchical linear model (HLM) was isused 

to identify the influencing factors of employee commitment to organizational culture at the organizational 

level. An empirical study indicated the involvement of other factors of employee satisfaction and 

demographic background such as four contextual variables of enterprises, namely, comprehensive 

management, energy intensity, cost-income ratio, and capacity-load ratio. It also influenced commitment 

to organizational culture. 

Ayesha Tabassum (2011), aimed to make a comparative study of the existing QWL between the 

employees of the local private and foreign commercial banks through quantitative survey on the 

employees of 50 local banks and 50 foreign ones. The study revealed the existence of difference between 

the two categories of employees over QWL and in the following factors of QWL; adequate and fair 

compensation, work and total life space, opportunity to develop human capacities, flexible work schedule 

and job assignment, andemployee relations. 

Snell S, Bohlander G (2010), suggested that the quality of work life referrred to the continuous 

acquisition of knowledge, learning and developing new skills as the employees always wanted to 

improve their performance. It is necessary for the employees to keep themselves updated through 

continuous learning and skill development, since new technologies emerge with much frequency.  

Rethinam G.S, Maimunah (2008), found that the European foundation considered that job 

security was the most important factor in improving life and working condition of the employees with the 

view of an effort to design a measurement framework for the level of quality in work. It is also the central 

feature which gives strength to the organization in providing permanent and stable environment for the 

employee’sregardless to the change in the working environment conditions. 

Wan H.L (2007), suggested that monetary compensation was another key factor which was an 

indicator of quality of work life and also had a profound effect on the level of job satisfaction of the 

employees. He also stated that the managers used remuneration to retain as well as motivate the 

employees. The managers also used remuneration in order to achieve organizational goals and 

productivity and also believes it to be an important aspect for an organization’s success. 

Kazemi. H (2001), stated that extrinsic factors such as salary and benefits were found to be more 

important in supporting the quality of work life. The extrinsic factors were helpful in determining the 
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quality of work life effects, which resulted on the different monetary system including poor performance, 

job stress, absenteeism and turnover. 

M.Ekramul Hoque and Alinoor Rohmen (1999) considered Quality of work life more important 

as it supported factors which played an important part in determining the overall well-being of the 

organization. Factors included performance, turnover and labour management relation and such other 

factors which played an important part in determining the overall progress of any organization. 

M.Z. Haque (1992) showed that the “Quality of working life and job satisfaction of industrial 

employees were related to the size of the organization.” The statement resulted that the working life was 

correlated positively with the level of job satisfaction. 

Shamir B, Salomon I (1985), recommended that “the concept of quality of work life has always 

been used as an index of quality of human experience in a working environment”. It was a 

comprehensive term which revealed the employees’ job related factors for well-being and the extent to 

which the work experiences were satisfactory, rewarding, fulfilling and excluded from job stress and 

other negative personal consequences and experiences. 

David A. Nadler and Edward E. Lawler (1983), suggested that the Quality of work life was 

concerned about the impact of work on the people working there as well as the organization’s 

effectiveness including the idea of participating in the organizational problem-solving and decision-

making. 

III.Significance of the study 

This study was done in order to analyse the level of job satisfaction of the employees working 

under the banking sector in Ernakulam district. It was based on the opinions and views from the stand of 

the bank employees alone. This study analysed the structure or the mental frame work of the bank 

employees to motivate and create a good ambience for working effectively. This also helped in providing 

the employees a better chance of exposure and job satisfaction for the employees in the banking sector. It 

would greatly help the bank and also benefit the employees and also provide the employees valuable 

information on the level of job satisfaction. 

IV. Statement of the problem 

In developing countries like India, a huge portion of our country’s population lies below the 

poverty line and is also, most of the time, denied formal financial services. Hence, the banking sector 

plays a crucial role in the development of our country. The bank plays a vital role for provide financial 
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services at a reasonable rate. But in the present era, there is stiff competition among the banks in India in 

attracting the customers. A bank, in order to attract customers, should offer better services when 

compared to other banks. Unless it has all the essential facilities, the customers will not stay for long with 

it and will shift to other banks. In order to retain their old customers and also draw new customers, the 

role of employees becomes very much vital. The vital role of employees working in the banking sector is 

to provide needed services to the customers effectively. This is possible only if the employees discharge 

their duties effectively and efficiently which in turn enhances the quality of work. This necessitates the 

need for motivating the personnel who are working in the banks. 

V. Objective of the study 
 

 To study the level of job satisfaction of Private Sector Bank employees. 

 To find out the factors influencing job satisfaction of private sector Bank employees. 

 

 

VI. Methodology of the study 

For the study of Job satisfaction and Quality of work life simple random sampling method was 

adopted. The study was limited to a five selected private sector banks in Ernakulam district. Altogether 

one hundred and fifty were chosen from various private sector banks.The period of analysing the primary 

data were the months from June 2017 to February 2018. The reference period of survey was 2017 – 2018. 

The Chi - Square test was used to examine the levels of job satisfaction. 

Primary and secondary sources were the main tools used to collect data. The structured 

questionnaire and personal interviews were the main sources of collecting primary data. The articles and 

internet were the main source of collecting the secondary data. The questions were constructed with the 

aim to facilitate the respondents to recognize the forms of variables contributing to enrich the satisfaction 

of employees.  

VII. Data Analysis and Interpretation 

To identify the important factors that enhanced employee’s job satisfaction, Chi – Square Test 

was conducted. The following table shows the significant factors that are considered important by the 

employees. As the calculated P value is less than 0.05, the null hypothesis is rejected. As the calculated P 

value is greater than 0.05, the null hypothesis is accepted. 

 

Ho: Age is not associated with level of satisfaction  
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Age (Years) 
Level of Satisfaction 

Total 
Low Moderate High 

Up to 30 14 46 2 62 

 (22.6) (74.2) (3.2) (100.0) 

31 – 40 40 269 39 348 

 (11.5) (77.3) (11.2) (100.0) 

Above 40 11 50 29 90 

 (12.2) (55.6) (32.2) (100.0) 

Total 65 365 70 500 

Df:4 Chi-square : 38.097 P Value: .000 Significant 

 

Employees who are above the age of 40 years have high level of satisfaction. Employees, who are 

below 30 years, have low level of satisfaction. As the calculated P value is less than 0.05, there exists a 

significant association between age and level of satisfaction. Hence, the null hypothesis is rejected.  

 

Ho: Gender is not associated with level of satisfaction  

 

Gender 
Level of Satisfaction 

Total 
Low Moderate High 

Male 19 231 50 300 

 (6.3) (77.0) (16.7) (100.0) 

Female 46 134 20 200 

 (23.0) (67.0) (10.0) (100.0) 

Total 65 365 70 500 

Df:2 Chi-square : 31.094 P Value: .000 Significant 

 

Employees who are male, have high level of satisfaction. Employees, who are female, have low 

level of satisfaction. As the calculated P value is less than 0.05, there exists significant association 

between gender and level of satisfaction. Hence, the null hypothesis is rejected. 

 

Ho: Educational Qualification is not associated with level of satisfaction 

 

Educational 

Qualification  

Level of Satisfaction 
Total 

Low Moderate High 

UG 28 82 13 123 

 (22.8) (66.7) (10.6) (100.0) 

PG 10 91 33 134 

 (7.5) (67.9) (24.6) (100.0) 

Professional  27 192 24 243 

 (11.1) (79.0) (9.9) (100.0) 

Total 65 365 70 500 
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Df:4 Chi-square : 29.997 P Value: .000 Significant 

 

Employees who have postgraduate qualification have high level of satisfaction. Employees, who 

have professional qualification, have low level of satisfaction. As the calculated P value is less than 0.05, 

there exists significant association between educational qualification and level of satisfaction. Hence, the 

null hypothesis is rejected. 

 

Ho: Monthly Income is not associated with level of satisfaction 

 

Monthly 

Income (Rs.) 

Level of Satisfaction 
Total 

Low Moderate High 

Up to 25000 15 33 15 63 

 (23.8) (52.4) (23.8) (100.0) 

25001-40000 35 283 27 345 

 (10.1) (82.0) (7.8) (100.0) 

Above 40000 15 49 28 92 

 (16.3) (53.3) (30.4) (100.0) 

Total 65 365 70 500 

Df:4 Chi-square : 52.504 P Value: .000 Significant 

 

Employees who earn more than Rs 40,000 have high level of satisfaction; those who earn 

between Rs 25,001 and 40,000, have low level of satisfaction. As the calculated P value is less than 0.05, 

there exists significant association between monthly income and level of satisfaction. Hence, the null 

hypothesis is rejected. 

 

Ho: Bank is not associated with level of satisfaction 

 

Banks 
Level of Satisfaction 

Total 
Low Moderate High 

AXIS 9 77 14 100 

 (9.0) (77.0) (14.0) (100.0) 

Federal 14 72 14 100 

 (14.0) (72.0) (14.0) (100.0) 

HDFC 14 72 14 100 

 (14.0) (72.0) (14.0) (100.0) 

ICICI 14 72 14 100 

 (14.0) (72.0) (14.0) (100.0) 

SIB 14 72 14 100 

 (14.0) (72.0) (14.0) (100.0) 

Total 65 365 70 500 
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Df:8 Chi-square :1.812 P Value: .986 Not Significant 

 

Employees who are working in different banks like Axis bank, Federal bank, HDFC bank, ICICI 

bank and South Indian bank, have same level of satisfaction. As the calculated P value is greater than 

0.05, there does not exist any significant association between banks and level of satisfaction. Hence, the 

null hypothesis is accepted. 

 

Ho: Banking Experience is not associated with level of satisfaction 

 

Banking 

Experience  

Level of Satisfaction 
Total 

Low Moderate High 

Up to 5 20 56 10 86 

 (23.3) (65.1) (11.6) (100.0) 

6 to 15 35 263 31 329 

 (10.6) (79.9) (9.4) (100.0) 

Above 15 10 46 29 85 

 (11.8) (54.1) (34.1) (100.0) 

Total 65 365 70 500 

Df:4 Chi-square :45.365 P Value: .000 Significant 

 

 

Employees whose experience is more than 15 years have high level of satisfaction; those whose 

experience is between 6 years and 15 years, have low level of satisfaction. As the calculated P value is 

less than 0.05, there exists significant association between banking experience and level of satisfaction. 

Hence, the null hypothesis is rejected. 

 

Ho: Branch experience is not associated with level of satisfaction 

 

Branch 

Experience  

Level of Satisfaction 
Total 

Low Moderate High 

Up to 3 28 142 30 200 

 (14.0) (71.0) (15.0) (100.0) 

4 to 6 28 162 30 220 

 (12.7) (73.6) (13.6) (100.0) 

Above 6 9 61 10 80 

 (11.2) (76.2) (12.5) (100.0) 

Total 65 365 70 500 

Df:4 Chi-square :0.885 P Value: .927 Not Significant 
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Employees whose experience at the branch is more than 3 years, have high level of satisfaction; 

those whose experience exceeds 6 years, have low level of satisfaction. As the calculated P value is 

greater than 0.05, there does not exist any significant association between branch experience and level of 

satisfaction. Hence, the null hypothesis is accepted. 

 

Ho: Economic Aspects is not associated with level of satisfaction 

 

Economics 

Aspects  

Level of Satisfaction 
Total 

Low Moderate High 

Low 46 255 22 323 

 (14.2) (78.9) (6.8) (100.0) 

Moderate 9 82 48 139 

 (6.5) (59.0) (34.5) (100.0) 

High  10 28 0 38 

 (26.3) (73.7) (00.0) (100.0) 

Total 65 365 70 500 

Df:4 Chi-square : 74.522 P Value: .000 Significant 

 

Employees who expect moderate level of economic benefits at their working place have high 

level of satisfaction; those who expect high level of economic benefits at their working place, have low 

level of satisfaction. As the calculated P value is less than 0.05, there exists significant association 

between economic aspect and level of satisfaction. Hence, the null hypothesis is rejected.  

 

Ho: Working conditions are not associated with level of satisfaction 

 

Working 

Condition  

Level of Satisfaction 
Total 

Low Moderate High 

Low 0 59 1 60 

 (0.0) (98.3) (1.7) (100.0) 

Moderate 47 246 60 353 

 (13.3) (69.7) (17.0) (100.0) 

High  18 60 9 87 

 (20.7) (69.0) (10.3) (100.0) 

Total 65 365 70 500 

Df:4 Chi-square : 27.398 P Value: .000 Significant 

 

Employees who perceive moderate working condition have high level of satisfaction; those who 

perceive low level working condition, have low level of satisfaction. As the calculated P value is less 
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than 0.05, there exists significant association between working condition and level of satisfaction. Hence, 

the null hypothesis is rejected. 

 

Ho: Career growth is not associated with level of satisfaction 

 

Career 

Growth  

Level of Satisfaction 
Total 

Low Moderate High 

Low 9 72 2 83 

 (10.8) (86.7) (2.4) (100.0) 

Moderate 38 222 58 318 

 (11.9) (69.8) (18.2) (100.0) 

High  18 71 10 99 

 (18.2) (71.7) (10.1) (100.0) 

Total 65 365 70 500 

Df:4 Chi-square : 18.346 P Value: .001 Significant 

 

Employees who perceive moderate career growth have high level of satisfaction; those who 

perceive low level of career growth, have low level of satisfaction. As the calculated P value is less than 

0.05, there exists significant association between career growth and level of satisfaction. Hence, the null 

hypothesis is rejected. 

 

Ho: Work atmosphere is not associated with level of satisfaction 

 

Work 

Atmosphere  

Level of Satisfaction 
Total 

Low Moderate High 

Low 9 38 9 56 

 (16.1) (67.9) (16.1) (100.0) 

Moderate 47 287 51 385 

 (12.2) (74.5) (13.2) (100.0) 

High  9 40 10 59 

 (15.3) (67.8) (16.9) (100.0) 

Total 65 365 70 500 

Df:4 Chi-square : 2.065 P Value: .724 Not Significant 

 

Employees who have high level of work atmosphere have high level of satisfaction; those who 

have moderate level of work atmosphere, have low level of satisfaction. As the calculated P value is 

greater than 0.05, there does not exist any significant association between work atmosphere and level of 

satisfaction. Hence, the null hypothesis is accepted. 
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Ho: Work life balance is not associated with level of satisfaction 

 

Work Life 

Balance  

Level of Satisfaction 
Total 

Low Moderate High 

Low 0 96 10 106 

 (0.0) (90.6) (9.4) (100.0) 

Moderate 47 216 50 313 

 (15.0) (69.0) (16.0) (100.0) 

High  18 53 10 81 

 (22.2) (65.4) (12.3) (100.0) 

Total 65 365 70 500 

Df:4 Chi-square : 28.465 P Value: .000 Significant 

 

Employees who have moderate level of work life balance have high level of satisfaction; those 

who have low level of work life balance, have low level of satisfaction. As the calculated P value is less 

than 0.05, there exists significant association between work life and level of satisfaction. Hence, the null 

hypothesis is rejected. 

 

Ho: Social integration is not associated with level of satisfaction 

 

Social 

Integration  

Level of Satisfaction 
Total 

Low Moderate High 

Low  9 50 9 68 

 (13.2) (73.5) (13.2) (100.0) 

Moderate   37 260 39 336 

 (11.0) (77.4) (11.6) (100.0) 

High   19 55 22 96 

 (19.8) (57.3) (22.9) (100.0) 

Total 65 365 70 500 

Df:4 Chi-square : 15.416 P Value: .004 Significant 

 

Employees who have high level social integration have high level of satisfaction; those who have 

moderate level of social integration, have low level of satisfaction. As the calculated P value is less than 

0.05, there exists significant association between social integration and level of satisfaction. Hence, the 

null hypothesis is rejected. 

 

Ho: Interpersonal Relationship is not associated with level of satisfaction 

 

Interpersonal 

Relationship  

Level of Satisfaction 
Total 

Low Moderate High 
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Low 9 40 11 60 

 (15.0) (66.7) (18.3) (100.0) 

Moderate 56 221 58 335 

 (16.7) (66.0) (17.3) (100.0) 

High  0 104 1 105 

 (0.0) (99.0) (1.0) (100.0) 

Total 65 365 70 500 

Df:4 Chi-square : 45.950 P Value: .000 Significant 

 

Employees who have low interpersonal relationship have high level of satisfaction; those who 

have high interpersonal relationship have low level of satisfaction. As the calculated P value is less than 

0.05, there exists significant association between interpersonal relationship and level of satisfaction. 

Hence, the null hypothesis is rejected. 

 

VIII. Findings  

 
Result of the Chi – Square test disclosed that age, gender, educational qualification, monthly 

income, banking experience, economic aspects, working conditions, career growth, work life balance, 

social integration and inter personal relationship are associated with level of satisfaction of employees.  

IX Suggestions  

Based on the analysis, the following suggestions are provided as follows; 

 To revise the pay structure of the employee to help improve the job satisfaction 

 To improve the smooth working environment for increase the level of job satisfaction. 

 To introduce yoga to bank employees for balancing the work life effectively. 

 To provide a special training to employees who have less than five years of experience in 

banking.  

 

IX. Limitations of the Study 

This study is purely based on the opinion of the private bank employees in Ernakulam district. 

One cannot completely rely on their opinion as they are temporary and likely to change with time. 

Opinions are also affected by the difference in the temperament of the respondent. The major limitations 

are the psychological temperament of the employees, which acts as the biggest barrier even though the 

researcher has taken pain in acquiring the data. Therefore while generalizing the results care is to be 

taken while applying the results at different places and different period of time. 
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X. Conclusion 

The investigation provides that job satisfaction and quality of work life of employees in the 

private sector banks depends on different factors like age, gender, educational qualification, working 

conditions, career growth etc. Following these observations, many private sector banks have taken a 

number of steps to improve satisfaction level of employees. These steps include career growth, 

interpersonal relationship, work life balance, working conditions etc., which will contribute to better 

employee satisfaction. 
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