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Abstract:  Job satisfaction can be defined as extent of positive feelings or attitudes that 

individuals have towards their jobs.  When a person says that he has high job satisfaction, it 

means that he really likes his job, feels good about it and values his job dignity.  Job 

satisfaction is important technique used to motivate the employees to work harder.  It often 

said that “ A HAPPY OR SATISFIED EMPLOYEE IS A POSITIVE PRODUCTIOVE AND 

PROGRESSIVE EMPLOYEE”.  This paper investigates the level of job satisfaction of Public 

and private Sector Bank employees in Rayalaseema of Andhra Pradesh.  Based on a survey, 

the paper attempts to gain insights into the satisfaction level from the perspective of the Bank 

employees.  Factors including salary of employees, performance system, promotional 

strategies, employee’s relationship with management and other co-employees, training and 

development program, work burden and working hours are found important for improving 

job satisfaction of bank employees in banks.   

Keywords:  public sector bank, Private sector bank, job satisfaction, employee’s satisfaction, 

employee’s retention.   

 

INTRODUCTION 

Human life has become very complex in now-a-days.  In modern society the needs and 

requirements of the people are ever increasing and ever changing.  When the people are ever 

increasing and ever changing and the people needs are not fulfilled they become dissatisfied.  

Dissatisfied people are likely to contribute very little for any purpose.  Job satisfaction is one 

of the most popular and widely researched topics in the field of organization psychology 

(Spector 1997).  Locke (1976) defines job satisfaction as a pleasurable or positive emotional 

state resulting from the appraisal of one’s job or job experiences.  Job satisfaction has been 

studied both as a consequence of many individual and work environment characteristics and 

as an antecedent to many outcomes.  Employees who have higher job satisfaction are usually 
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less absent, less likely to leave, more productive, more likely to display organizational 

commitment and more likely to be satisfied with their lives (Lease, 1998).  Job satisfaction of 

industrial workers is very important for the industry to function successfully 

ABOUT BANKING: 

A bank is a financial institution and a financial intermediary that accepts deposits and 

channels those deposits into lending activities, either directly by loaning or indirectly through 

capital markets. 

Banking activities include Retail banking, Business banking, Corporate banking, Private 

banking and Investment banking.  Banking in India originated in the 18
th

 century.  The first 

banks were Bank of Hindustan (1770-1829) and The General Bank of India, established 

1786.  Banks were nationalized in 1960s by Smt. Indira Gandhi, the then Prime Minister of 

India, issued an ordinance i.e. Banking Companies Acquisition and Transfer of Undertakings 

Ordinance, 1969 and nationalized the 14 largest commercial banks with effect from the 

midnight of 19 July 1969. 

In the early 1990s, on a policy of liberalization, the government of India licensed a small 

number of private banks.  This move along with the rapid growth in the economy of India 

revitalized the banking sector in India, which has seen rapid growth from all the three sectors.  

The next stage for the Indian banking has been set up with the proposed relaxation in the 

norms for Foreign Direct Investment, where all Foreign Investors in banks may be given 

voting rights which could exceed the present cap of 10%, at present it has gone up to 74% 

with some restrictions. 

Public sector banks in India are banks where a majority stake (i.e. more than 50%) is held by 

a Government.  The shares of these banks are listed on stock exchanges. 

Private sector banks in India are banks where the part of the economy (>51%) that is not state 

controlled and is run by individuals and companies for profit. 

History: 

In ancient India there was evidence of loans from the Vedic period (beginning 1750 BC).  

Later during the Maurya dynasty (321 to 185 BC), an instrument called adesha was in use, 

which was an order on a banker desiring him to pay the money of the note to a third person, 

which corresponds to the definition of a bill of exchange as we understand it today.  During 
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the Buddhist period, there was considerable use of these instruments.  Merchants in large 

towns gave letters of credit to one another. 

Colonial era: 

During the period of British rule merchants established the Union Bank of Calcutta in 1829, 

first as a private joint stock association, then partnership.  Its proprietors were the owners of 

the earlier Commercial Bank and the Calcutta Bank, who by mutual consent created Union 

Bank to replace these two banks.  In 1840 it established an agency at Singapore, and closed 

the one at Mirzapore that it had opened in the previous year.  Also in 1840 the Bank revealed 

that it had been the subject of a fraud by the bank’s accountant.  Union Bank was 

incorporated in 1845 but failed in 1848, having been insolvent for some time and having used 

new money from depositors to pay its dividends. 

The Allahabad Bank, established in 1865 and still functioning today, is the oldest  

Joint Stock bank in India.  That honour belongs to the Bank of Upper India, which was 

established in 1863, and which survived until 1913, when it failed, with some of its assets and 

liabilities being transferred to the Alliance Bank of Simla. 

Foreign banks too started to appear, particularly in Calcutta, in the 1860s.  The Comptoir 

d’Escompte de Paris opened a branch in Calcutta in 1860, and another in Bombay in 1862: 

branches in Madras and Pondicherry, then a French Possession, followed.  HSBC established 

itself in Bengal in 1869.  Calcutta was the most active trading part in India, mainly due to the 

trade of the British Empire, and so became a banking centre. 

The first entirely Indian joint stock bank was the Oudh Commercial Bank, established in 

1881 in Faizabad.  It failed in 1958.  The next was the Punjab national Bank, established in 

Lahore in 1895, which has survived to the present and is now one of the largest banks in 

India. 

Around the turn of the 20
th

 century, the Indian economy was passing through a relative period 

of stability.  Around five decades had elapsed since the Indian Mutiny, and the social, 

industrial and other infrastructure had improved.  Indians had established small banks, most 

of which served particular ethnic and religious communities. 

All these banks operated in different segments of the economy.  The exchange banks, mostly 

owned by Europeans, concentrated on financing foreign trade.  India joint stock banks were 
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generally undercapitalized and lacked the experience 19 and maturity to compete with the 

presidency and exchange banks.  This segmentation let Lord Curzon to observe, “In respect 

of banking it seems we are being the times.  We are like some old fashioned sailing ship, 

divided by solid wooden bulkheads into separate and cumbersome compartments”. 

The period between 1906 and 1911, saw the established of banks inspired by the Swadeshi 

Movement.  The Swadeshi movement inspired local businessmen and political figures to find 

banks of and for the Indian community.  A number of banks established then have survived to 

the present such as bank of India, Corporation Bank, Indian Bank, Bank of Baroda, Canara 

Bank and Central bank of India. 

The fervor of Swadeshi movement lead to establishing of many private banks in Dakshina 

Kannada and Udupi district which were unified earlier and known by the name South Canara 

district.  Four nationalized banks started in this district and also a leading private sector bank.  

Hence undivided Dakshina Kannada district is known as “Cradle of Indian Banking”. 

During the First World War (1914 – 1918) through the end of the Second World War (1939 – 

1945), and two years thereafter until the independence of India were challenging for Indian 

banking.  The years of the First World War were turbulent, and it took its toll with banks 

simply collapsing despite the Indian economy gaining indirect boost due to war-related 

economic activities.  At least 94 banks in India failed between 1913 and 1918. 

Post – Independence: 

The partition of India in 1947 adversely impacted the economies of Punjab and West Bengal, 

paralyzing banking activities for months.  India’s independence marked the end of a regime 

of the Laissez-faire for the Indian banking.  The Government of India initiated measures to 

play an active role in the economic life of the nation, and the Industrial Policy Resolution 

adopted by the government in 1948 envisaged a mixed economy.  This resulted into greater 

involvement of the state in different segments of the economy including banking and finance. 

Having an understanding of the relationship between age and job performance is important to 

industrial organizational psychologists, due to the potential economic effect it may have on 

the workplace.  When the wages of older workers exceed their productivity, this represents a 

loss to the organization (Skirbekk, 2004), several aspects need to be considered when 

attempting to determine age-related declines in productivity.  Including physical abilities, 
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mental abilities, education and job experience which form an employee’s potential for job 

performance. 

The banking and financial sector in India underwent a significant process in the early 1990s.  

which led to reforms in the banking and financial sector and changed the Indian banking 

structure.  During the period from 1992to 1997, interest rates were liberalized and banks were 

allowed to fix lending rates.  By 1997 CRR was reduced to 9.5% and SLR was reduced to 

25%.  As a sequel to these reforms, new private sector banks were allowed in the market.  

Many of these private sector banks brought with them new technologies.  Private sector 

banks initiated product innovation.  Even then Indians preferred nationalized banks for their 

services.  The failure of Global Trust Bank made Indian depositors to question the 

sustainability of private secotr banks.  This research was conducted by Dharmendra Singh 

& Garima Kohli (2006), to understand SWOT analysis of 20 old and 10 new private sector 

banks.  These banks were ranked on the basis of financial data for the years 2003, 2004 & 

205.  The study used CAMEL model for evaluating these banks.  The objectives being to 

benchmark the Indian banks for the future, to assess the performance of Indian banks on the 

basis of CAMEL model, to give rating to top five and bottom five banks on the basis of their 

performance, to know the status of technological advancement in private sector banks and to 

measure the growth of private sector banks in India. 

Naval Bajpal & Deepak Srivastava (2004) examined the degree of job satisfaction of 2 public 

and 2 private sector banks in India.  For this they have conducted a survey using random 

sampling by taking 100 employees (25 from each bank) of managerial and non-managerial 

cadres.  From the survey it was found that employees of private sector banks were less 

satisfied with their jobs compared to public sector banks.  it was concluded that apart from 

job security, challenging environment, better scope for promotion and transfer led to a high 

degree of job satisfaction . 

Ali Crossman & Bassem Abou-Zaki (2003), conducted a research to identify the relationships 

between job satisfaction, individual job factors, socio-demographic variables & job 

performance in the Lebanese Commercial banking sections.  A sample of 202 non-

managerial employees was taken from 11 commercial banks by using stratified random 

sampling.  A structured questionnaire was used to collect the primary data.  The major 

findings conveyed that job satisfaction is not independent in all job facets and that 
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satisfaction with one facet might lead to satisfaction with another.  The research concluded 

that female employees were found to be less satisfied with all factors except pay. 

Derak C Man & Simon S K Lam (2003), conducted a research to examine the effect of group 

cohesiveness, the moderating effects of individualism and collectivism.  The sample consists 

of 381 teams deawn from the Hong Kong and US branches of an international bank.  The five 

factors included were job complexity; job Autonomy, Group cohesiveness, Collectivism & 

Group Performance.  The findings indicate that an increase in job complexity and task 

autonomy will increase group cohesiveness, which subsequently translates to better 

performance.  The positive effects of job complexity and autonomy on group cohesiveness 

are found to b more prominent for individualistic rather than collectivistic work groups.  It 

was concluded that due to the large sample size and the confidentiality of the data held by the 

financial institutions in the current study, all the groups from the different sections have been 

lumped together with no differentiation between them on the basis of the level of tasks which 

they generally performed. 

Vathsala M  Akuratiyagamage & H H D N P Opatha (2002), conducted a research to explore 

grievances suffered by commercial bank branch managers in Colombo district.  Though the 

main emphasis was given to the identification of causes of grievances, other related factors 

such as grievances, other related factors such as grievance handling procedures were also 

investigated.  By drawing upon research evidence from 100 branch managers of five 

commercial banks (two state sector owned and three private sectors owned) in Colombo 

district, they identified five major causes and 21 causes of grievance.  In the analysis, it was 

found that the major cause is the job itself followed by number of duties.  The major 

grievances included were issues related to incentives, promotion, work hours, performance 

evaluation, authority, transfer, salary and welfare.  It was concluded that the major causes, 

causes of grievances and the extent of grievance CBBM suffer could differ with the 

organizational cultural differences. 

Although women constituted nearly half of the workforce (Dept. of Labour Women’s 

Beureau, 2005), they hold only one-third of the total management jobs.  A substantial 

difference in career progression, based on gender appears to be the room.  Segal (1992) 

indicates that only 3% of women in the workforce hold senior management positions.  When 

career progression based on gender differences was examined, it demonstrated that men.s 

salaries inceased faster, than women’s, even when both genders were matched on experience 
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and education (Stroh, Bret & Reilly, 1992).  Not only are women underrepresented in the 

highest ranks of business, but also they earned less than their male counterparts in similar 

occupations (Federal Glass Ceiling Commission, 1995).  A difference in representation and 

advancement has been shown to the result of both ender discrimination and gender-related 

job preferences (Green,Jegadeesh & Tang,2007). 

Like motivation, job satisfaction has numerous variables that have been used to ifine and 

gauge its impact on tother factors.  In order to quantify job satisfaction, Sepctor(1994), came 

up with a nine-facet scale, used in the current study.  Spector’s criteria comprised pay 13, 

promotion14, supervision, fringe benefits, contingent rewards, operating conditions, co-

workers, nature of work and communication. 

Prior researchers tended to carve up aspects of job motivation and job satisfaction into 

numerous detailed elements, which may have diluted the convergent effect of these factors on 

job performance.  Although these variables describe influences on job performance, the 

combined influence of these variables demonstrates the overall effect of both job motivation 

and job performance has been investigated by researchers such as Van Knippenberg (2000),  

showing a positive correlation, while the connection between satisfaction and job 

performance has been evaluated and minimized by both Moorman (1993) and Fisher (2003).  

In the specific case of job satisfaction, conflicting evidence exists in the literature as to the 

magnitude of job satisfaction’s effect on job performance. 

Bank employees faced myriad concerns specific to their field, including low pay, high 

turnover and problems with job motivation and job satisfaction.  Kelly (1990) found  

That bank tellers, in particular, tended to be less satisfies and less motivated than employees 

in other lines of wok that require direct customer contact.  Other researchers have reached 

similar conclusions, including Durkin & Bennet (1999) who found that bank employees 

demonstrate low levels of commitment in their work as well as an inability to embrace new 

change initiatives. 

Salary is a contributing factor to the job satisfaction and motivation in bank employees.  The 

report on salary and benefits (2009) from payscale.com, a leading internet website that 

documents average salaries across careers, shows the median salary for bank tellers to be 

between $15,000 and $35,000 per year. Personal bankers make somewhat more, with a 

median salary of $30,000 to $50,000 per year.  When compared to other industries wages 
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were low in 2006: the average annual wage for all US workers was $42,881 (“Average 

annual wage,”2009) 

The banking industry also suffered from high employee turnover rate.  In 2007, Bank of 

America, which boasts of 1,88,000 employees, had an employee turnover rate of 48% 

(Nelson, 2007), Branhan (2005) reports a 25% turnover rate among all bank employees, with 

turnover rate as high as 40% specifically among tellers.  Branhan attributes this high turnover 

rate to low pay, workload and job insecurity.  Stress in another contributor to high turnover.  

Employees with high level of stress are much more likely to leave their organizations (Chen 

& Lien, 2008). 

The global economic turndown in the world brought new woes to bank employees.  Due to 

banks response to the financial crisis, bank employees experienced a decline in working 

conditions and a rise in layoffs (Gennard, 2009).  When examining the solvency of banks, a 

clear relationship was emerged among bank employees who are in healthy banks versus those 

in distressed banks.  Employees in healthy banks were more satisfied in their jobs and 

experienced lower levels of anxiety than employees in distressed banks (Samuel, Osinowo & 

Chipunza, 2009).  In addition to issues that have already added to low job motivation and job 

satisfaction the current economic conditions have worsened these problems. 

Extensive research had been done to provide greater understanding behind the significant 

variation in job performance among employees.  Factors such as gender (Beck etal, 2009), 

age (Ng et al, 2008), salary (Ittner et al. 2007) and stress (Hourani et al, 2006), all have been 

studied to determine the relationship of these variables to job performance. 

The following studies in which the effect of gender on job performance was examined 

provided some evidence of the relationship between the two variables.  Examining gender 

differences among loan officers, researchers noted that loans handled by female loan officers 

showed significantly lower default rates than those loans handled by male officers (Beck et 

al, 2009).  In trying to determine what was causing this discrepancy, the researchers theorized 

that female loan officers might be more careful in screening their borrowers.  The researchers 

believed that this was due to women having fewer job opportunities and therefore a greater 

incentive to excel in the form of having low default rates.  After evaluating numerous 

borrower characteristics, the researchers found no difference between male and female loan 

officers in accepting their applicants.  The researchers concluded that the performance of 

female loan officers was due to their more careful monitoring of borrowers. 
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Having an understanding of the relationship between age and job performance is important to 

industrial organizational psychologists, due to the potential economic effect it may have on 

the workplace.  When the wages of older workers exceed their productivity, this represents a 

loss to the organization (Skirbekk, 2004), several aspects need to be considered when 

attempting to determine age-related declines in productivity, including physical abilities, 

mental abilities, education and job experience which form an employee’s potential for job 

performance. 

Believing that prior studies on the relationship between age and job performance focused 

primarily on core task performance Ng. & Feldman (2008) decided to look more closely at 

other dimensions of job performance.  They assessed ten dimensions of job performance 

including core task performance, creativity, performance in training programs, organizational 

citizenship behaviours, safety performance, general counterproductive work behaviours, 

workplace aggression, one-the-job substance abuse, tardiness and absenteeism.  The result of 

their meta-analysis showed that although age did not have a strong relationship with core task 

performance, creativity and performance in training programs, it did has a significant 

relationship to the other seven performance dimensions. 

Recent studies related to salary and job performance show a relatively strong relationship 

between salary increases and the quality of job performance.  Research further indicates that 

providing financial incentives for job performance resulted in increased productivity, faster 

organizational growth and enhanced employee job matching (Lazear, 2000; Lemieux et al, 

2009; Muralidharan & Sundararaman, 2009). 

Research scope and limitations 

1. The present study is confined in the Rayalaseema Region of Andhra Pradesh and 

conclusions drawn from this study may not be generalized. 

2. Employees were hard pressed for time in view of the job demands and rigorous work 

schedules.  Hence the researcher has to persuade them for sparing time for responding 

to the questionnaires and interviews.  When we found that there respondents were not 

able to spend adequate time for the purpose, she had to request them to allot time after 

the bank timings.  In fact, establishing rapport with the respondents posed a problem 

initially. 
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Table 1: Distribution of Sample Respondents 

Sector  No. of 

Branches 

No. of 

Employees 

No. of 

Branches 

selected for 

study 

No. of 

employees 

working in 

selected 

branches 

No. of 

employee 

respondent 

Public Sector 

Banks 

100 600 4 40 30 

Source: Primary Data 

Table 2: Effect of relation with subordinate staff 

 Offiers Percent 

Cordial relations with 

subordinate 

6 100% 

Non- Cordial relations with 

subordinate staff 

0 0% 

Total 6 100% 

Source: Primary Data 

Table 3: Challenge of Changed Banking 

 Employees Percent 

Change in banking is a real 

challenge 

20 67% 

Change in banking is not a big 

challenge 

10 33% 

Total 30 100% 

Source: Primary Data 
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Table 4: Role of Devotion of Staff Members Towards Duties 

 Officers Percent 

Staff members are devoted 4 67% 

Staff members are not 

devoted 

2 33% 

Total 6 100% 

Source: Primary Data 

Table 5: Relation with punctuality 

 Officers Percent 

Staff members are punctual 6 100% 

Staff members are not 

punctual 

0 0% 

Total 6 100% 

Source: Primary Data 

 Table 6: Effect of Staffing-Level of Branch 

 Officers Percent 

There is under - staffing 2 33% 

There is no under- staffing 4 67% 

Total 6 100% 

Source: Primary Data 

Table 7: Effect of frequent Transfers 

 Employees Percent 

Facing problem due to 

frequent transfers 

10 33% 

Not facing problem due to 

frequent transfers 

20 67% 

Total 30 100% 

Source: Primary Data 
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Table 8: Satisfaction with Salary 

 Employees  Percent  

Satisfied with salary  11 37% 

Not satisfied with salary 19 63% 

Total  30 100% 

Source: Primary Data 

Table 9: Overall Job Satisfaction 

 Employees  Percent  

Highly Satisfied  1 3.33% 

Plainly Satisfied  26 86.66% 

Satisfied in some aspects 2 6.66% 

More Satisfied  1 3.33% 

Not at all Satisfied 0 0% 

Total  30 100% 

Source: Primary Data 

DISCUSSION OF CONCLUSION 

 Effect or relations with subordinate staff: 

Interpersonal relations among the officers and clerical staff play a major role in the job 

satisfaction of both the categories.  Cordial relations build up a positive and favorable work 

environment and increase the employee’s preference to come to workplace.   

So, we can say that officers appear to be satisfied with interpersonal relationships. 

 Challenge of Changed Banking: 

Process of banking has changed in last few years.  This has transformed the customer’s 

expectations from the banks.  the external public ( customers) demand better and state of art 

banking, the internal public (employees) are burdened with the same working environment 

and technology to cope with the competition from the private and foreign sector banks.  if 

such challenges are not met properly, it can lead to frustration. 

 Role of Devotion of Staff Members (Subordinates) Towards Duties: 
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Devotion to duty is related to the level of organizational commitment of the staff members.  

And devotion is related to work efficiency.  Efficiency is affecting the overall satisfaction of 

offices. 

 Relation with punctuality: 

Punctuality is based on the overall organizational culture.  If in an organization employees 

are not punctual means they are avoiding the work.  Avoidance of work means they are not 

satisfied.  In fact observations made here reveal that employees appear to be satisfied as they 

are punctual. 

 Effect of staffing-Level of Branch 

Staffing is an important HR activity in any organization, which has an enormous implication 

on the functioning of the organization.  Overstaffing and understaffing both lead to 

unproductivity which further lead to dissatisfaction.  During the personal interview it was 

observed that officers having sufficient staff were found to be satisfied.  However, even 2-3 

efficient and devoted subordinates and they compensated the vacuum created by less staff.  

Hence the satisfaction of the officers did not get affected. 

 Effect of frequent transfers: 

Transfers involve dislocation of an individual as well his/her family.  There are a lot of 

adjustments that an employee and his/her family have to do to cope up with this change.  This 

sometime is a cause of dissatisfaction. 

 Satisfaction with Salary: 

Money is not the first and the biggest motivator and it plays some role in ascertaining job 

satisfaction. 

 Overall job Satisfaction: 

Overall job satisfaction in case of officers was not very high.  Most of the officers were not 

highly satisfied but seem to be satisfied in general.  None of the respondents were highly 

satisfied with their job. 

Suggestions: 
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1. Training and development programs must be provided to the employees at regular 

intervals to update their knowledge and skills. 

2. Salaries to the employees must be given in accordance to their experience in the job. 

3. The kind of work given to an employee should be according to his/her abilities and 

knowledge and their efforts for doing a particular task must be valued by giving 

appreciations and rewards to the employees for their hard work so that their level of 

motivation increases.  

4. Along with healthy environment, healthy relationship should also be maintained in an 

organization. 

5. The bank should provide certain benefits to their employees, so that they can perform 

well to achieve organizational goals. 
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