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ABSTRACT

The role o f banking sector is very significant in the socio-economic development o f a 

country. Furthermore, the development of the banking sector depends on efficient and 

enthusiastic employees. This efficiency and enthusiasm of the employees is the 

outcome of job satisfaction. The quality as well as quantity of the productivity of a 

satisfied employee is much better than that of a dissatisfied one. That is why; it needs 

to explore the level of job satisfaction of the bank employees with much importance. 

This study attempts to measure and compare the level of job satisfaction and other 

related issues regarding job satisfaction of the public and private sector commercial 

bank employees in Bangladesh. The analysis is based on the survey among 385 

employees of selected banks. Two public sector and twenty private sector commercial 

banks as 50% of the commercial banks from both public and private sectors were 

selected randomly for tfie purpose of the present study. 385 respondents from both 

public and private sector banks are proportionately selected as the sample. Among 

177 public and 208 private sector bank respondents there are 92 (52.0%) and 162 

(77.9%) officers respectively. Again, there are 85 (48.0%) non-officers in the public 

sector whereas private sector bank includes 46 (22.1%) non-officers. Of total 92 

public and 162 private sector bank officers, there are respectively 56 (60.87%) and 

114 (70.37%) male; and, 36 (39.13%) and 48 (29.63%) female respondents. On the 

other hand, among 85 public and 46 private sector non-officers there are 72 (84.71%) 

and 34 (73.91%) male, and 13 (15.29%) and 12 (26.09%) female respondents 

respectively. Among 92 public and 162 private sector bank officers there are 79 

(85.87%) and 119 (73.46%) married, and 13 (14.13%) and 43 (26.54%) unmarried 

respondents respectively. Furthermore, o f total 85 public and 46 private sector bank 

non-officers, there include 83 (97.65%) and 25 (54.35%) married, and 2 (2.35%) and 

21 (45.65%) unmarried respondents respectively. Data were collected from various 

districts of three divisions of the country. The divisions and districts were selected 

purposively. Data were obtained from both head office and branch offices. The 

respondents cover from the clerical employees to Senior Assistant Vice President. 

Personal variables, job-related variables and variables outside the job of the
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employees are included in the study. Data analysis includes cross-tabulation, cluster 

bar chart and chi-square test, two-way analysis o f variance (ANOVA), two-group t 

test, correlations, regression, factor analysis, rank order and descriptive statistics of 

the subject. The study reveals that there is no association with sex between the 

employees of public and private sector banks. On the other hand, there is an 

association between job-status, marital status and educational qualification of the 

employees o f public and private sector banks. TTie study further reveals that in case of 

public sector bank officers, there is almost perfect positive association between age 

and experience. In case of public sector bank officers, there is a strong positive 

association between work and supervision, work and job satisfaction, supervision and 

co-workers, supervision and job satisfaction, personal life and family life, personal 

life and social life, and family life and social life. On the other hand, in case of private 

sector bank officers, there is a strong positive association between age and experience, 

work and co-workers, work and job satisfaction, supervision and co-workers, co

workers and Job satisfaction^ personal life and family life, and personal life and social 

life. In case of public^ sector bank non-officers, there is a strong positive association 

between age and experience, work and promotion, work and supervision, supervision 

and co-workers, persona! life and family life, personal life and social life, and family 

life and social life. But in case of private sector bank non-officers, there is a strong 

positive association between age and experience, work and supervision, work and job 

satisfaction, supervision and co-workers, supervision and personal life, supervision 

and social life, co-workers and family life, personal life and family life, and persona! 

life and social life. The study found that in case of public sector bank officers, step 

wise regression reveals that variation in sex has the highest positive impact on job 

satisfaction. On the other hand, in case of private sector bank officers, variation in age 

has the highest negative impact, and work and job involvement have the higher 

positive impact on job satisfaction. In case of public sector bank non-officers, 

variation in education and job stress score have the higher positive impact on job 

satisfaction. But, in case o f private sector bank non-officers, variation in happiness 

score of family life has the highest positive impact on job satisfaction. The prime 

conclusion of this study includes: (1) public and private sector bank officers and non

officers have the same average score of job satisfaction, job involvement, job stress,
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job descriptive index (JDI)“Work, supervision, co-workers and social life; (2) the 

average score of propensity to quit the job of public sector bank officers is higher than 

that o f private sector bank officers. But, public and private sector bank non-officers 

have the same average of propensity to quit the job score; (3) public and private sector 

bank officers have the same average score of happiness of persona! life and family 

life. On the other hand the average happiness score of personal life and family life of 

private sector bank non-officers is higher than that o f public sector bank non-officers; 

(4) there is no joint effect of type of ownership of the banks and job-status of the 

employees on job satisfaction, job involvement, job stress and propensity to quit the 

job; (5) the average job satisfaction score of officers of public and private sector 

banks is higher than that of non-officers of public and private sector banks; (6) 

officers of public and private sector banks and non-officers of public and private 

sector banks have the same average scorc o f job involvement and job stress; (7) the 

average score of propensity to quit the job of non-officers of public and private sector 

banks is higher than that of officers o f public and private sector banks; (8) job related 

variables play more'Significant role in enhancing Job satisfaction of the employees 

than personal variables; (9) the study partially replicated the Herzberg’s two-factor 

model of motivation; (10) banking job is usually perceived as more stressful than 

other professions; and (I I) specially, public sector officers of the commercial banks 

in Bangladesh are suffering from more external interference and pressure, mainly 

political pressure in performing their duties. The present study recommends: (1) 

revising and upgrading the salary structure of the public sector bank officers and non

officers; (2) both public and private sector banks should recruit more smart, 

competent and energetic employees, provide proper training, quick modernization and 

automation of all branches, and provide allowance for overtime; (3) the authority of 

both public and private sector banks should put emphasis on the job related variables 

for increasing job satisfaction; (4) concerned authority should take necessary steps to 

ensure fair, regular and performance based promotion of both officers and non

officers of public and private sector banks; (5) public sector bank authority should 

strictly follow the existing rules and regulations to control unethical activities of CBA 

leaders. If necessary, the government can initiate new rules and regulations in this 

regard; (6) public sector bank authority should implement proper guideline regarding
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transfer. In addition, extra allowance policy can be a better incentive for the transfer 

of employees to the remote areas; (7) proper exercise of established rules and 

principles regarding banking operations may ensure effective and corruption free 

administration o f both public and private sector banks; (S) efficient and well behaving 

boss can be a worth considering factor for the betterment of the bank; (9) promotion, 

demotion, transfer, assigning special responsibility, and so on may be maintained on 

the basis o f employee evaluation. Furthermore, reward for achievement, good 

performance, and creativity can ensure better performance from employees; (10) both 

public and private sector banks can follow democratic management by ensuring 

employee participation in decision making; (11) the authority can initiate proper and 

balanced incentive system to enhance the level of job satisfaction of public sector 

bank employees; (12) getting maximum output from the employees of both public and 

private sector banks, responsibilities should be distributed on the basis of their 

acquired training and education.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Problem

Job satisfaction is the positive feeling o f the employees towards their job. This feeling 

is directly related to the productivity o f an organization. Job satisfaction can enhance 

productivity o f an organization; on the other hand, job dissatisfaction may have 

negative result on the productivity. So, for the betterment of the organization, job 

satisfaction must be ensured. Though much has been studied and said about job 

satisfaction, there are many scopes to work with it.

The role o f banking sector is very significant in the socio-economic development of 

the country. On the other hand, the development of the banking sector depends on 

eflRcient and enthusiastic employees. This efficiency and enthusiasm of the employees 

are the outcome of job satisfaction. The quality as well as quantity of the productivity 

of a satisfied employee is much better than that of a dissatisfied one. That is why, for 

the development of the banking sector, job satisfaction of the employees shouW get 

more priority.

Through the comprehensive study, the level of job satisfaction and other related issues 

can be explored and in the light o f the study results, necessary measures can be 

followed to improve the overall development of the banking sector.

Bangladesh is a developing country. To enhance the overall development of the 

country, it needs to emphasize on agriculture, industry, commerce and so on. As a 

service sector, banking sector should get special priority to improve quality and
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performance. With the help of banking sector the socio-economic development can be 

mobilized.

In the developed countries, there have been many studies and recommendations on 

job satisfaction. Because o f the dilTerent socio-economic scenario of the developing 

countries, like Bangladesh, those recommendations can not be fully applicable. In our 

country, there have not been many significant studies on the topic. Especially, after 

conversion o f the nationalized commercial banks of Bangladesh into public limited 

companies, no study has been undertaken in this area. So, comprehensive study on job 

satisfaction o f the commercial bank employees is a burning issue in our country,

1.2 Research Questions

The researcher tries to address the following specific research questions / issues 

relating to comparative study of job satisfaction of the officers and non-officers of 

public and private sector commercial banks in Bangladesh:
F

■ Does any difference exist in the level of perceived job satisfaction, job 

involvement, job stress and propensity to quit the job beUveen public and 

private sector commercial banks officers and non-officers?

■ What is the contribution of personal factors, factors relating to job and factors 

outside the job to job satisfaction o f the officere and non-officers o f public and 

private sector commercial banks?

■ Does any difference exist in the facilities provided by the authority o f public 

and private sector commercial banks to their officers and non-officers?

■ To what extent do the independent variables depend on the dependent 

variables?

■ What are the major items contributing to job satisfaction of both public and 

private sector commercial banks officers and non-officers?
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■ Why do the officers and non-officers o f public and private sector commercial 

banks like their job?

■ What problems do the officers and non-officers of public and private sector 

commercial banks face in their job?

■ What are the suggestions of the officers and non-officers of public and private 

sector commercial banks to remove the problems they face in their job?

Is there any impact of job satisfaction on job involvement, job stress and 

propensity to quit the job? ,

1.3 Objectives of the Study

■ The main objective of the study is to measure and compare job satisfaction of 

the public and private sector commercial banks employees in Bangladesh.

More specifically, the study attempts to achieve the following objectives:

■ To measure and compare the level of job satisfaction, job involvement, job 

stress and propensity to quit the job of the officers and non-officers of public 

and private sector commercial banks in Bangladesh.

■ To explore a comparative scenario regarding personal variables (sex, marital 

status, educational qualification, age and experience), job-related variables 

(working hours, salary, work, promotion, super\*ision and co-workers), and 

variables outside the job (personal life, family life and social life) o f the 

officers and non-officers of public and private sector commercial banks.

■ To examine the influence of personal variables (sex, marital status, 

educational qualification, age and experience), job-related variables (working 

hours, salary, work, promotion, supervision and co-workers), and variables 

outside the job (personal life, family life and social life) on the overall job 

satisfaction, job involvement, job stress, and propensity to quit the job.

■ To identify the significant causes of liking the job, problems faced in the job 

and suggestions to remove the problems as perceived by the respondents.
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As the topic of the study is “JOB SATFSFACTFON: A COMPARATFVE STUDY OF 

PUBLIC AND PRIVATE SECTOR COMMERCIAL BANK EMPLOYEES IN 

BANGLADESH”, it includes the following important terms:

Job Satisfaction

Job satisfaction is defined by the Business Encyclopedia as, “a worker's sense of 

achievement and success, is generally perceived to be directly linked to productivity 

as well as to personal wellbeing.” ' The Harvard Professional Group (1998) sees job 

satisfaction as the keying radiant that leads to recognition, income, promotion, and the 

achievement of other goals that lead to a general feeling of fulfillment? Bullock 

(1952) defined job satisfaction as an attitude which results from a balancing and 

summation of many specific likes and dislikes experienced in connection with the 

job.^ The most referred definition was given by Locke (1976) who viewed job 

satisfaction as a pleasurable or positive emotional state resulting from the appraisal of 

one’s job or job experience/ In the present study, job satisfaction will be defined 

operationally in terms of the measuring instrument used. The instrument used in the 

present study is Brayfield-Rothe, 1951, and job satisfaction is the sum o f scores 

obtained by this scale.

1.4 Definitions of Important Terms

 ̂Business Encyclopedia. Encyclopedia of Business and Finance. Copyright © 2001 by The 
Gale Group, Inc. http://www.answers.com/library/Business Encyclopedia-cid*3703914 
 ̂The Harvard Professional Group. Three Hallmarks of a Career Position. 

http://www.harvardpro.com/careerjobs5a.htm. 1998.
 ̂Bullock, R. P. (1952). Social Factors Related to Job Satisfaction. Research Monograph No. 

70, Ohio State University, Bureau of Business Research, Columbus.
“ Locke, E. A. (1976). The Nature and Cause of Job Satisfaction. In M. D. Dunnette (Ed), 
Handbook of Industrial and Organizational Psychology. Chicago; Rand McNally. P.1300
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Job Involvement

According to Newstrcm and Davis (2002), “Job involvement is the degree to which 

employees immerse themselves in their jobs, invest time and energy in them, and 

view work as a central part of their overall lives.”  ̂ It is the degree to which an 

employee identifies with his job, actively participates in it, and considers his job 

performance important to his self-worth. Job involvement will be defined in terms of 

the measuring instrument (i.e. Job Involvement Scale, by Lodhal and Kejner, 1965) 

used in the present study. In this study job involvement is defined as the sum of scores 

obtained by the Job Involvement Scale (Lodhal and Kejner, 1965).

Job Stress

The word 'stress' is defmed by the Oxford Dictionary as “a state of affair involving 

demand on physical or mental energy”. Hans Selye was one of the founding fathers of 

stress research. He viewed (1956) that “stress is not necessarily something bad -  it all 

depends on how you take it. The stress o f exhilarating, creative successful work is 

beneficial, while that of failure, humiliation or infection is detrimental.” The most 

commonly accepted definition of stress (mainly attributed to Richard S Lazarus) is 

that stress is a condition or feeling experienced when a person perceives that 

“demands exceed the personal and social resources the individual is able to mobilize.” 

Workplace stress is the hamiftil physical and emotional response that occurs when 

there is a poor match between job demands and the capabilities, resources, or needs of

the worker.^ In this study, the stress o f an employee will be his/her total score
t '

obtained by the Job Stress Scale used in this study.

* Newstrom, John W. and Davis, Keith (2002). "Organizational Behavior: Human Behavior at 
Work (11* ed.), New York; McGraw-Hill Higher Education, p. 211.
® http://en.wikipedia.org/wiki/
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Propensity to Quit the Job / Employee Turnover

Newstrom and Davis (2002) defined employee turnover as the “proportion of 

employees leaving an organization during a given time period (usually one year)”/  

On the other hand, American Management Association defined it as the “extent of 

shift and replacement o f labour occurring in the maintenance o f the work force”. In 

the present study, propensity to quit the job o f the employees refers to the possibility 

of employee turnover fi-om the concerned banks.

Public and Private Sector Commercial Bank

Roger stated that, “The bank which deals with money and money’s worth with a view 

to earning profit is known as commercial bank”.* Its main function is to accept 

deposit and lend money to the customers. The present study covers both public and 

private sector commercial banks. Public sector commercial banks are those banks 

whose ownership and management are fully controlled by the Government, On the 

other hand, private sector commercial banks are those whose ownership and 

management are controlled by a group of individuals.

Offlcer and Non-officer

“Officer is a person with a position of authority or trust”.’ He has the supervisory and 

decision making power. On the other hand, non-ofTicer is a person who has no 

supervisory and decision making power, rather he performs the work which he is 

directed by the boss. For the purpose of the present study, officers and non-officers of 

the selected public and private sector banks are considered.

"Op.cit., p. 213.
‘ Roger, The Commercial Bank, p. 413.
*Oxford Advanced Learner's Dictionary, Fifth edition, 1995, p. 804.
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Higher job satisfaction is usually associated with higher employee efficiency, higher 

job involvement, lower job stress and turnover and fewer absences. Satisfied 

employees are also more likely to embrace organizational values and beliefs.

Nowadays banking sector o f both public and private of Bangladesh has been suffering 

from various problems. Job dissatisfaction of the employees is one of them. 

Management o f the banks should have a clear idea about job satisfaction or 

dissatisfaction of the employees through survey in order to make sound decisions both 

in preventing and solving employee problems as the survey is a powerful diagnostic 

instrument for assessing employee problems. Since it is an attitude survey, the 

employees both officers and non-officers o f public as well as private sector banks 

report their feelings towards various aspects o f their jobs. Through this study the 

management o f the banks will be able to get an indication o f general level, as well as 

specific areas of job satisfaction and dissatisfaction and it will help to explore the 

related issues and consequences o f job satisfaction and dissatisfaction as well.

Comparative study of job satisfaction o f public and private sector bank employees is a 

virgin one. After conversion o f the nationalized commercial banks of Bangladesh into 

public limited companies, no study has been undertaken in this area. As a maiden 

study, it has got enormous significance. The justification of the present study can be 

explained from two angles: (1) Policy formulation, and (2) Educational importance.

Top management and policy formulators will have ideas relating to various aspects of 

job satisfaction o f the employees o f both public and private sectors. Findings o f this 

study will help them to take appropriate measures to enhance the overall job 

satisfaction level o f the employees o f both public and private sectors.

The study will provide valuable relevant information to the researchers and academics 

engaged in management studies in Bangladesh.

1.5 Justification of the Study
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1.6 Scope of the Study
The scope of the present study is confined to measuring and comparing the level of 

job satisfaction, job involvement, job stress and propensity to quit the job of the 

officers and non-cfTicers of.public and private sector commercial banks in 

Bangladesh. Among the private sector commercial banks, local as well as foreign 

banks are included in the study. Both Conventional and Islamic banks are covered in 

the present study. The study covers three divisions of the country, namely Dhaka, 

Chittagong and Rajshahi. The data are obtained from both head offices and branches 

of the selected banks. The respondents cover from the clerical employees to Senior 

Assistant Vice President. Both male and female employees of the selected public and 

private sector commercial banks are also covered in the study. Personal variables, job- 

related variables and variables outside the job of the employees are included in the 

study.

1.7 Structure of the Study
The whole research work has been presented in 5 chapters. The present chapter i.e. 

chapter I is introductory in nature. This chapter deals with background of the 

problem, research questions, objectives, definitions of important terms, justification, 

scope and structure of the study. Chapter 2 includes the sur\'ey of related literature. 

Chapter 3 deals with methodology and procedures of the study which contains brief 

descriptions o f the selected batiks, study variables, study population and sample that 

include study population, sample design, selection o f the number of commercial 

banks, sample size determination and allocation of sample size in different strata 

under proportional method, data collection method which includes sources of data, 

survey method, survey questionnaire, questionnaire pretesting, pilot surve>', 

fieldwork, data analyses and procedures of the study. Results and findings of the 

study have been presented in chapter 4. This chapter contains the results o f cross

tabulation, cluster bar chart and chi-square test, two-way analysis of variance 

(ANOVA), two-group t test, correlations, regression, factor analysis, rank order and 

descriptive statistics of the subject. Finally, chapter 5 deals with conclusion of the 

study which includes summary of findings, limitations, scope for further research, 

conclusion and recommendations o f the study.

8
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CHAPTER TWO

SURVEY OF LITERATUREt

2.0 Survey of Related Literature .

Job satisfaction involves a great deal of interrelated factors which can never be 
studied in isolation. These factors, on the other hand, are not equally important in 
determining job satisfaction and, obviously vary from one culture to another, 
organization to organization, employees’ level to level even from profession to 
profession.

A significant number of studies on the determinants and impact of job satisfaction and 
dissatisfaction have been conducted at home and abroad. After Hoppock published his 
monograph on job satisfaction in 1935'®, study on job attitude has been a worth 
investigating issue. Locke (1976) in one of his investigations found over 4000 articles 
have been published on job attitude till 1976." Cranny et al. (1992) indicated that 
more than 5,000 studies of job satisfaction have been published.’̂  In a more recent 
estimate, Oshagbemi (2000) suggested that if a full count of relevant articles and 
dissertations is made, Locke’s estimate, made only 20 years earlier, would be 
doubled.'^ Lund (2003) viewed that job satisfaction has been widely studied over the 
last four decades of organizational research.''‘Some of the studies have been reviewed 
in the foUowing:

Sarker and Uddin (2007) found that environmental stress was negatively associated 
with job satisfaction; job satisfaction was positively associated with career intention 
and willingness to work for longer hours.’̂

’°R. Hoppock, Job Satisfaction^ New York: Happer and Brothers, 1935.
"E. a . Locke, “The Nature and Causes of Job Satisfaction”, In M. D. Dunette (ed.), 
Handbook of Industrial and Organisational Psychology, Chicago: Rand Mcnally, 1976.
’̂ C. P. Cranny et a!., (eds.). Job Satisfaction: How people feel about their jobs and how it 
affects theirpeiformance, New York: Lexington Books, 1992.
' T, Oshagbemi, “Gender Difference in the Job Satisfaction of University Teachers”, Women 
in Management Review, vol. 15, no. 7, 2000, pp. 331-343.
'^D. B. Lund, “Organizational Culture and Job Satisfaction”, Journal o f Business and 
IndustrialMarkiting. vol. 18, no. 3, 2003, pp. 219-236.
‘’Padmaja Sarker and Muhammad Kamal Uddin, “Environmental Stress, Job Satisfaction, and 
Career Intention among the Teachers of Dhaka University”, The Dhaka University Journal of 
Psychology, vol. 31,2007, pp. 1-10.
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Rahman et al. (2006) conducted a study to investigate the factors contributing to the 
satisfaction and dissatisfaction of the public and private university teachers of 
Bangladesh and also searched for influential factors. The study found that there is a 
significant difference between public and private university teachers regarding job 
satisfaction on different factors. The result also revealed that teachers’ age and job 
experience do not have any significant influence on job satisfaction though gender 
disparities were profound among their responses. The major characteristics of the job 
satisfaction profiles of dissatisfied teachers include their major concerns in the areas 
of pay, promotion, recognition from authority for good job and pcrfonnance feedback. 
It was also observed that if these concerns are properly addressed, the size and the 
gravity of the dissatisfaction experienced by dissatisfied teachers may be reduced. The 
study further revealed that there are differences in the opinions of the two groups in 
many of the factors of job satisfaction. Analysis also showed that private university 
teachers are enjoying more technological facilities (internet, multimedia, etc.) than 
public university teachers and it has come out as a significant factor for the overall job 
satisfaction. Public university teachers are not properly satisfied with these facilities 
because of lack of adequate supply.’*̂

Nawaz and Rahman (2005) conducted a research on determinants of employees’ job 
satisfaction on British American Tobacco Bangladesh Ltd. The study disclosed that 
significantly higher percentage of the respondents was satisfied with their present job 
than of those who were not satisfied with it. The study further disclosed that salary, 
job security, promotional opportunity, proper supervision and working environment 
were more important than recognition for good work, autonomy of the work, fringe 
benefit, job status, open communication, overtime, working hours for their overall job 
satisfaction. The study also revealed the positive regression between age and job 
satisfaction. The important causes of the job dissatisfaction as perceived by the 
respondents were poor salary, lack of promotional opportunity, lack of job security, 
lack o f working condition, lack of fringe benefit, lack o f working hour, lack of job 
status, lack of recognition for good work, lack of autonomy in work and lack of 
recreational facilities.’’

'®Masud ibn Rahman et al., “Job Satisfiction; A Study among Public and Private University 
Teachers of Bangladesh”, The Cost and Management, vol. 34, no. 3, May- June 2006, pp. 73
90.
’’a . s. M. Sarfaraz Nawaz and Md. Mizanur Rahman, “Determinants of Employees’ Job 
Satisfaction; A Study on British American Tobacco Bangladesh Ltd”, Journal of the InsiUute 
of Bangladesh Studies, vol. XXVHI, 2005, pp. 121-130.

10
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Mamun et al. (2005) conducted a comparative study on job satisfaction of the senior 
male and female executives in Bangladesh. The study showed that other than work 
itself there are no strong motivating forces present to satisfy the executives. Both male 
and female executives have confirmed that their companies recognize their good 
works and they are also clear about the goals of their organizations. Regarding 
satisfaction on benefits received by the male executives are found somewhat less 
satisfied compared to the female executives. The study also found that in Bangladesh 
the senior level managerial positions are well paid compared to lower levels of the 
enterprises. In case of promotion possibility male executives feel that there is less 
scope in their organization compared to female executives.'*

Islam and Hasan (2005) conducted a research on the overall job satisfaction of the 
private sector employees. A total number of 575 banking employees were selected 
from 32 private sector banks situated at Dhaka City. A structured questionnaire was 
used to collect relevant information from the respondents. The study revealed that (i) 
the significant higher percentage of the respondents was satisfied with their job; (ii) 
promotional opportunity is one of the most important factors of job satisfaction and 
open communication as one of the least important causes; (iii) there was no 
significant influence of personal factors on the overall job satisfaction; (iv) the 
extrinsic factors such as working hours, fringe benefits, job security, recognition for 
challenging work, salary, good relations with colleagues, job status, working 
conditions, participation in decision making, office management and open 
communication; and (v) the respondent identified the major causes of job 
dissatisfaction as perceived by the respondents were lack of promotional opportunity, 
lack of job security, lack o f increment system, poor working condition, lack of fringe 
benefits, fewness of leave, pay inequity and more working hours.’’

Karami and Mallick (2005) found no relationship between monthly income and job 
satisfaction level o f workers in Milk Vita, but a weak relationship between

'^Muhammad Ziaulhaq Mamun ct al., “A Comparative Study of Job Satisfaction of the Senior 
Male and Female Executives in Bangladesh”, Journal o f Business Research, vol. 7,2005, pp. 
i-15.
”Md. Mayenul Islam and Murad Hasan, “Employee Satisfaction of Private Sector Banks in 
Bangladesh: A Study on Dhaka City’s Banks”, Journal o f Business Studies, vol. 3, no. 1 & 2, 
2005, pp. 1-15. '

U
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designation and job satisfaction has been revealed in the study. The study further 
revealed a positive relationship between education and income of workers.^®
Islam and Swierczek (2003) conducted a research on the impact of job satisfaction of 
technological change on v '̂omen garment workers in Bangladesh. The study showed 
that fair pay, task significance, bureaucracy, conflicts, and information sharing are 
significantly related with job satisfaction.^'

Sadique (2003) prepared a paper on the quality of work life among white collar and 
blue collar employees of sugar industry in Bangladesh. The sample size was 100 
employees of whom 50 were white collar employees and 50 were blue-collar 
employees drawn from five sugar mills situated in the Rajshahi division. The results 
revealed that the quality of work life in the sugar industry is not very satisfactory for 
the betterment of the employees. There exists a significant gap in QWL between the 
white collar employees and the blue collar employees. The findings also reveal that 
the white collar employees perceive better QWL than the blue collar employees. 
Findings of the present study also depict that the selected sugar mills are functioning 
in an environment where three major determinants of QWL i.e., ‘pay and fair 
compensation’, ‘opportunity for continued growth and security’, and 
‘constitutionalism in the work organization’ are not conducive to sugar mill 
employees, the mean score is less than 3 on a 5 point rating scale . This signifies that 
employees are not verj' satisfied with their pay and job security

Islam (2003) conducted a study on promotion policies and practices in the public 
sector banking in Bangladesh. The study observed that public sector bank 
management does not follow any straight or stated promotion policy. Here many 
scopes lie for adopting unfair means in promotion. Nepotism, favoritism and 
corruption take place in the promotion process. All these have created some sort of 
negative attitude among the employees. The easy solution in this case is to maintain a 
permanently declared promotion policy where the promotion criteria will straight and 
every employee will know about the criteria.^^

°̂Md. Jamil Hasan Karami and Shahadat Ali Mailick, “Job Satisfaction Level and the Impact of 
Education on Working Domain for the Industrial workers in Milk Vita- an Application of EDA 
and PRE Oriented Techniques”, Journal o f Business Studies, vol. XXVI, no. 2,2005, pp. 87- 104. 
‘̂Nazrul Islam and Fredric William Swierczek, “Job Satisfaction Impact of Technological 

Change on Women Gamnent Workers in Bangladesh”, Journal of Business Administration, 
vol. 29, no. I& 2, January & April, 2003, pp. 47-72.
^^Md. Zafor Sadique, “Quality of Work Life Among White Collar and Blue Collar Employees 
of Sugar Industry in Bangladesh”, Journal o f the Institute o f Bangladesh Studies, vol. XXVI, 
2003, pp. 169-196.
“ Mohammad Nurul Islam, “Promotion Policies and Practices in the Public Sector Banking in 
Bangladesh”, Journal o f the Institute o f Bangladesh Studies, vol. XXVI, 2003, pp. 197-210.
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Islam (2003) conducted a research on absenteeism, job satisfaction and personal & 
family life satisfaction of private and public sectors manufacturing workers in 
Bangladesh. The study revealed that (i) workers of the public sector have significantly 
higher absenteeism than their counterparts in the private sector; (2) workers of the 
private sector textile mills have significantly higher job satisfaction than their 
counterparts In the public sector; (3) workers of private sector textile mills have 
significantly higher personal and family life satisfaction than their counterparts in the 
public sector; (4) absenteeism has significant negative correlation with job satisfaction 
and personal and family life satisfaction.^'’

Robins (2003) expressed that the interest stemmed from the commonsense belief that 
the satisfied employees are more productive than those who are dissatisfied. It is also 
believed that satisfied employees are more committed to their job than those who 
have dissatisfaction in their Job.^^

Mainemelis (2001) revealed that challenging job along with performance feedback is 
identified as a variable which makes employees intrinsically motivated.^*

Rahman (2000) conducted a study on job satisfaction level at Alltex enterprise. The 
study revealed a remarkable dissatisfaction among all employees below General 
Manager tier, and that the freedom at work is not good particularly at lower tiers. 
However, the interpersonal relationship is highly satisfactory. The study fmdings said 
that Alltex has to concentrate on aspects like salary, work environment, promotional 
opportunities and job security. Finally, the study recommended that Alltex should 
reduce the employee tumover ratio.^’

' Rahman and Hossain (2000) conducted a comparative study on a nationalized and a 
private bank on the impact of satisfaction on absenteeism, tumover and productivity. 
The study revealed that the employees of the private bank are much more satisfied 
with their job than the employees of the nationalized banks. The reasons behind such 
low level o f satisfaction include the nature o f work, pay, promotional facilities, 
supervisors and co-workers to work with etc.̂ ®

^̂ Md. Mayenul Islam, “Absenteeism, Job Satisfaction and Personal & Family Life 
Satisfaction of Manufacturing Workers in Bangladesh. A Comparative Study Between Private 
and Public Sectors”, Journal o f Business Studies, vol. I, no. 1,2003, pp. 39-49.
“ s. P. Robins, Organizational Behavior, 10* ed., New Delhi; Prentice Hall of India Private 
Limited, 2003.

Mainemelis, “When the Muse Takes it All: A Model for the Experience of Timelessness 
in Organizations”, Academy of Management Review, 2001, pp. 548-565.
^^Matiur Rahman, “An Appraisal of Job Satisfaction Level at Alltex Enterprise - A TQM 
Approach”, Dhaka University Journal o f Business Studies, vol. 21, no. 2,2000, pp. 131-145. 
^®Nausheen Rahman and H.M. Mosharof Hossain, “The Impact of satisfaction on 
absenteeism, tumover and productivity: A comparative study on a nationalized and a private 
bank”, Dhaka University Journal o f Business Studies, vol. XXI, no. 2,2000, pp. 147-162.
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Mahmuda and Rahman (2000) conducted a research on the teachers’ quality of Dhaka 
University and job satisfaction. The study found that in case of lecturers and assistant 
professors female teachers reported more job dissatisfaction than their male 
counterparts.”

Matubber and Ali (2000) conducted a comparative study on job satisfaction of the 
Islami bank and the conventional bank employees in Bangladesh. A total number of 
100 bank employees (50 from Islami bank and 50 from conventional banks) from tvi/o 
divisions (Dhaka and Khulna) were selected as subject for the study. The results 
revealed that significantly higher numbers of the subjects were satisfied with their job 
and the job satisfaction score of the conventional bank employees were higher than 
those of the Islami bank employees. Personal factors such as age, experience, income 
and education have significant influence on job satisfaction. Recognition for good 
work and good relation with colleagues had been considered as the important factors 
for job satisfaction of the Islami bank employees. On the other hand, conventional 
bank employees considered recognition for good work and working environment as 
the important factors for their job satisfaction,^®

Oshagbemi (2000) suggested that men and women use qualitatively different criteria 
in their assessment o f work.^'

Thomas (2000) argued that job that is meaningful provides intrinsic stimulus for job 
satisfaction. It was further revealed that when employees are able to accomplish their 
task activities skillfully, they are internally motivated.^^

Islam and AM (1999) conducted a comparative study between Commonwealth Bank, 
Australia and Agrani Bank, Bangladesh regarding employees’ job satisfaction. The 
results revealed that the security, promotion, and recognition for the employees of 
Commonwealth Bank are less than Agrani Bank while employees of Agrani Bank 
have less autonomy and are enjoying less salary than that of Commonwealth Bank at 
their workplace. The results also indicated that remuneration, job security, and

” Ayesha Mahmuda and Md. Hanifur Rahman, “Teacher Quality and Job Satisfaction: A 
Preliminary Study of Dhaka University Teachers”, Dhaka University Journal o f Psychology, 
vol. 24,2000, pp. 67-72.
°̂M. A. A. Matubber and M.M. Ali, “A Comparative Study of Job Satisfaction of the Islami 

Bank and the Conventional Bank Employees in Bangladesh”, Dhaka University Journal o f 
Business Studies, vol. XXI, no. 2,2000, pp. 2009-220.
‘̂Op. cit.

” K. W. Thomas, “Intrinsic Motivation and How It Works”, Training, 2000, pp. 130-135,
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interpersonal relations-peers/subordinates are very low accordirig to employees’ need 
importance ranking. These increase dissatisfaction among the employees with their 
work. Perception study also showed that security, remuneration, training and 
recognition factors have greater influence on job satisfaction which is very low in 
these banks. Besides, the other factors such as training interpersonal relations- 
superiors have substantial importance to the employees for their satisfaction.^^

Rahman and Afrin (1999) conducted a study on motivation and job satisfaction ofjute 
mills workers in Bangladesh. The study observed that wages structures are very poor 
and workers enjoy few fringe benefits. The majority of the workers were found to be 
dissatisfied with the incentives given by their respective organizations. Particularly, 
the low rate of pay, poor working condition, lack of advancement and job recognition 
were identified as the most important dissatisfying factors. "̂*

AH (1999) found that the perceived job characteristics of garment workers under 
study are significantly related to their job involvement, intrinsic motivation and 
satisfaction. In the core dimensions of job characteristics, autonomy and task 
significance are also found not to be significantly related to pay and security 
satisfactions.^^

A number o f studies have been carried out in the context of Bangladesh on job 
satisfaction. Regarding job satisfaction of Government and NGO employees some 
studies found that the levels of satisfaction of the government employees are higher 
than NGO employees and male employees are more satisfied with their job compared 
to female employees (Islam 1999a^^ 1999b^^). These studies also showed that 
satisfaction level of employees coming from joint families is significantly higher than 
that o f employees coming from single families.

N. Islam and M. J. Ali, “Employees’ Job Satisfaction: A Comparative Study Between 
Commonwealth Bank, Australia and Agrani Bank, Bangladesh”, Business Review, vol. 2, no. 
2, 1999, pp. 1-11.
‘̂‘M. M. Rahman and S. Afi-in, “Motivation and Job Satisfaction of Jute Mills Workers in 

Bangladesh: A Case Study in Khulna Zone”, Business Review, vol. 2, no. 2, 1999, pp. 41-49. 
’̂Md. Omar Ali, “Relationship between Job Characteristics and Job Attitudes: A Study of 

Garment Workers in Bangladesh”, Journal o f the Institute o f Bangladesh Studies, vol. XXII. 
1999, pp. 151-163.

Islam, “Job Stress and Job Satisfaction of Male and Female Employees under Male and 
Female Supervisors”, Bangladesh Psychological Studies, vol. 9, 1999a, pp. 59-70.

Islam, “Job Satisfaction of Government and NGO Employees of Dhaka City”, Dhaka 
University Journal o f Psychology, vol. 23. 1999b, pp. 19-26.
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Chapman (1998) indicated that the effect of teaming on job satisfaction is significant 
in the company. Worker satisfaction level is higher while working as members of 
problem-solving teams as compared to working as individual workers.^*

Luthans (1998) viewed that money not only helps people fulfill their basic needs but 
also is an instrumental factor in providing upper-level needs satisfaction. Employees 
often see pay as a reflection of how management views their contribution to the 
organization. It is viewed that a ‘good work group’ serves as a source of support, 
comfort, advice, and assistance to the individual work and of course, makes the job 
more enjoyable. The absence of this in the workplace has negative effect on Job 
satisfaction.^’

Sarker (1997) observed that the standard of living of the garment workers is still in 
precarious condition. They are not free from the vicious circle of poverty and face 
extreme difficulties in obtaining their basic needs for survival even. The study also 
revealed that the satisfaction rate regarding Job environment was very high though 
real scenario o f working conditions was not satisfactory,'*®

Mohiuddin and Alam (1997) focused on the compensation system of private 
commercial banks in Bangladesh with special emphasis on salary structure. The study 
observed that only 11.46 percent of net earnings is paid as salary on an average which 
is far below the ability to pay of the bank. The study further observed that the salary is 
not well spreader and 25.06 percent of the salary paid is taken out by the executives 
who are only 8 percent of the strength of the employees of the bank. The salary of 
lower echelon is neither substantial to meet their subsistence cost nor compensatory to 
their contribution. The enhancement to the higher salary level is a far reaching goal 
and demotivating too. The bank has no specific wage philosophy and therefore a well 
formulated compensation system is absent as well.'”

J. Chapman, “Team Members at Work: The Voice of the Employee”, A Narrative study 
of Team Member Satisfaction Levels, Doctoral Dissertation, The Claremont Graduate 
University, 1998.
’̂Fred Luthans, Organizational Behavior ed), Singapore: Irwin/McGraw-Hill, 1998, 

pp.145. •
®Md. Maksudur Rahman Sarker, “Status of the Workers in the Garment Industries of 

Bangladesh; A Study on Socio-Economic Perspective”, Dhaka University Journal o f Business 
Studies, vol. 18, no. 1, 1997, pp. 153-167.
^'Muhammad Mohiuddin and Kazi Sharifiil Alam, “Compensation System of the Private 
Commercial Banks in Bangladesh: A Case Study”, Dhal^ University Journal o f Business 
Studies, vol. 18, no. 1, 1997, pp. 219-232,
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Pathik and Pestonjee (1997) stated that work environment is another important factor 
which has influence on job satisfaction o f the employees. Study found that politics- 
free work environment is significantly correlated to job satisfaction of employees/^

Bonner (1997) noted that welfare (wellness) programs including benefits, bonus, 
overtime, transport allowance, medical allowance, children education allowance, etc. 
have positive relationships with job satisfaction of employees.^^

Holmes (1997) expressed that group incentives including profit sharing, employee 
stock ownership plans, gain-sharing plan have also relationship with the level of job 
satisfaction. Decentralization of authority has direct impact on job satisfaction of the 
employees. Empowerment improves a sense of community feeling and enhances 
supportive relationship between employees and employer in the company

Appelbaum and Grigore’s (1997) study identified correlation between the nature of 
job design including task complexity, task variety, task interdependence and job 
satisfaction o f workers.^^ The transparency of meaning and purpose of work have a 
relationship with job satisfaction of employees (Park 1998).'** The higher level of 
bureaucracy hinders the smooth flow o f communication in the company. When 
individuals have idea about their work purpose, they become more satisfied with their 
jobs. In a survey (witford 2001) conducted by Fortune, often referred to as the 
Microsoft of the medicaUdevice industry, 86% of Medtronic employees said their 
work had special meaning, while 94% felt pride in what they accomplished.'*’

D. Pathik and D. D. Pestonjee, “Organizational Politics Orientation as Related to Job 
Satisfaction. Job Involvement and Job Anxiety among Research and Development 
Personnel”, South Asian Journal o f Management. January- March, 1997, pp. 39-40.
^̂ M. Bonner, “Stages of Change, Job Satisfaction, Weight, and Activity at Two Work-Site 
V/ellness Programs”, Doctoral Dissertation, The University of Southern Mississippi, USA. 
1997.
**L. E. Holmes, “The Role of Management Accounting Information on Continuous 
Improvement (Manufacturing, Information Use, Employee Empowerment)”, Doctoral 
Dissertation, Oklahoma State University. US, 1997.
*̂S. H. Appelbaum and M. L. Grigore, “Organizational Change and Job Redesign in 

Integrated Manufacturing; A Macro-Organizationaf to Micro-organizational Perspective”, 
Journal o f European Industrial Training, vol. 21, no. 2, 1997, pp. 51 -63.

Jir Park, “Teacher Environment and Job Satisfaction on Teachers’ Lives and Student 
Achievement in U.S. High Schools”, Doctoral Dissertation, The University of Wisconsin- 
Medison, US, 1998.
‘*’D. Witford, “A Human Place to work”, Fortune, vol. 143, Issue 1, January 8, pp. 108-122, 
New York, 2001.
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Haque (1995) conducted a study in the jute and textile sectors among the mid-level 
male industrial managers and found that job satisfaction and job involvement are 
positively correlated and it identified salary as the most contaminating factor in this 
relationship/*

Hossain and Rahman (1995) found a significant positive correlation between 
satisfaction and performances/’

Moniruzzaman and Islam (1995) found that (i) the level of job satisfaction of the 
employees of the private commercial banks (PCBs) is higher than that of their 
counterparts in the nationalized commercial banks (NCBs) and (ii) the officers of each 
type of banks are satisfied than the staffs.^®

Rahman (1994) conducted a research on job satisfaction of garment industries 
supervisors of Bangladesh. The study was designed to investigate the job satisfaction 
and dissatisfaction of garment supervisors in Bangladesh. The study comprised of 60 
supervisors from four different garment factories located in Narayangonj. The 
subjects o f the study were selected on random basis. The study suggested that open 
communication, job security, supervision, and recognition for good work and 
overtime are considered more important for their job satisfaction than job status, 
working environment and autonomy in work. The study also showed that job 
satisfaction has significant impact on performance. Some of the personal factors such 
as sex, education and income have significant impact on job satisfaction but some 
other factors such as age, experience and marital status do not show any significant 
impact on Job satisfaction.^'

In another study effort was made to find out the effects of organizational climate on 
job involvement, job satisfaction and personality of mid-level managers (Jahan & 
Haque 1993-94) and found some significant influence o f organization environment on 
job satisfaction of managers.^^

*̂S. Haque, “Job Satisfaction and Job Involvement of the Mid-Level Industrial Managers”, 
Dhaka University Journal o f Psychology, vol. 19, 1995, pp. 33-42.
’̂M. M. Hossain and M. A. Rahman, “Job Satisfaction of Garments Workers: A Case Study 

on Some Selected Factories in Narayangonj”, Islamic University Studies, vol. 4, no. I, 1995, 
op. 43-59.

Mir Moniruzzaman and Md. Ainul Islam, “Status of Job Satlsfaction-A Comparative Study 
Between Nationalized Commercial Banks and Private Commercial Banks”, Journal o f the 
Institute o f Bankers Bangladesh, vol. 36-41, December 1992-June 1995, pp. 155-168.
^'A. Rahman, “Job Satisfaction of Garment Industries Supervisors of Bangladesh”, 
Management Development, vol. 23, nos. 1,2, 3 &4, 1994, pp. 53-59.
“ R. Jahan and S.M.S. Haque, “Effects of Organizational Climate on Job Involvement, Job 
Satisfaction and Personality of Mid Level Managers”, The Bangladesh Journal o f 
Psychology, vol. 14, 1993-94, pp. 33-42.
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Hossaiti and Rahman (1994) in their study on garment workers observed that salary, 
recognition for good work, promotional opportunity and supervision were more 
important than working environment, participation in decision making and good 
relations with colleagues for their overall job satisfaction. The study further observed 
that job satisfaction has significant Influence on performance. In addition, the study 
observed that remarkable number of respondents is dissatisfied with their salary, 
promotional opportunity, recognition for good work and job security. While most of 
the respondents are satisfied with the behaviour of their bosses, opportunity to 
communicate with higher authority and relations with co-workers. The major causes 
of job dissatisfaction were poor salary, lack of bonus facility, lack of promotional 
opportunity, job Insecurity, poor working condition, heavy work load and insufficient 
recreational facilities.^^

Khaleque and Hossaln (1993) conducted a research on job satisfaction, fatigue and. 
mental health o f manual, semi automated and automated workers and revealed that 
types and levels of automation have the significant effect on job satisfaction, fatigue 
and mental health of the industrial workers. The study also revealed that a mixed 
work system is more detrimental to job satisfaction and mental health of the workers 
than the unitary work system

Jahan and Haque (1993) conducted a study on effects of organizational climate on job 
involvement, job satisfaction and personality o f mid-level managers in Bangladesh 
and observed that job satisfaction of mid-level managers in private organization is 
better than that of their counterparts in public sector organization. The study further 
observed that the climate of the private sector organization is better than that of the 
public sector organization.^^

Sorcar and Rahman (1993) reported that employees with low occupational stress 
experienced better mental health than those with high stress.̂ *̂

” M. M. Hossain and A. Rahman, “Job Satisfaction of Garment Workers in Bangladesh: A 
Case Study in Narayangonj”, Paper Presented Biennial Conference o f Bangladesh 
Psychological Association. July 20-12, 1994.
” A. Khaleque and M. M. Hossain, “Job Satisfaction, Fatique and Mental Health of Manual, 
Semi automated and Automated Workers”, In S. Marras et al. (eds.). The Ergonomics of 
Manual Works, London: Taylor and Francis, 1993.
” R. Jahan and S. Haque, “Effects of Organisational Climate on Job Involvement, Job 
Satisfaction and Personility of Mid-Level Managers”, The Bangladesh Journal o f Psychology. 
vol. 14, 1993, pp. 35-42.

R. Sorcar and A. Rahman, “Occupational stress and mental health of working women of 
different occupation”. The Dhaka University Journal o f Business Studies, vol. 14, no. 1,1993, 
pp. 69-79.
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Desai (1993) conducted a research on stress and mental work load in India and 
revealed that higher and middle management had higher and similar levels o f stress 
followed by lower level management. Mental work load was also found to be higher 
among the higher and middle management than among the lower management. The 
study further revealed that mental work load was the main contributor to the 
perceived stress. It was also found that there was higher stress among the lower 
satisfaction group than the higher satisfaction group.”

Hossain (1992) conducted a research on job satisfaction of secondary school teachers 
in Bangladesh and explored that promotional opportunity had been rated as the 2"  ̂
important factor by the managers, on the other hand it had been rated as the 13'*’ 
important factor by the workers for their job satisfaction. The study viewed that 
promotional opportunity was one of the important factors for job satisfaction. The 
study also revealed that wage was one of the least important causes of job satisfaction, 
but it is the most important cause of job dissatisfaction in the developing countries 
like Bangladesh. The study further revealed that job security was more important at 
the lower level than at the higher level.^®

Haque and Hossain (1992) found that personal factors such as age, experience, 
education, mental health and skill had significant influence on the overall job 
satisfaction. The study also revealed that job security, supervision, recognition for 
good work and good environment were more important than promotional opportunity, 
wage and participation in decision making. The important causes of job satisfaction as 
perceived by the respondents were poor wage, poor working condition and 
unfavorable nature o f work and poor supervision.^’

VKhaleque et al., (1992) conducted a research on job satisfaction, mental health, fatigue 
and performance of industrial workers in Bangladesh and revealed that significant 
numbers o f the respondents were satisfied with their job. it was also revealed that 
there .was significant positive influence of job satisfaction on performance and mental 
health o f the respondents.^

” T. Desai, “’’Stress and Mental Work Load: A Study in an Industrial Organisation”, Indian 
Journal o f Industrial Relations, vol. 28, no. 3, 1993, pp. 258-273.
®̂M. M. Hossain, "Job Satisfaction of Secondary School Teachers in Bangladesh: A Case 

Study in Dhaka City", Journal o f Behaviour Sciences, vol. 3, no. 2, 1992, pp. 15-32.
’’K. B. Haque and M. M. Hossain, “Perceived Importance of Different Incentives in 
Motivation Industrial Managers in Bangladesh”, Journal o f Business Studies, vol. 12, no. 
2,1992, pp. 63-172.
*®A. Khaleque et al., “Job Satisfaction, Mental Health, Fatigue and Performance of Industrial 
Workers”, Psychological Studies, vol. 37, no. 2 & 3,1992, pp. 136-141.
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Rahman (1992) conducted a research on public and private sector bank employees in 
Bangladesh and observed that private sector bank employees perceived higher job 
satisfaction, better organisational climate and higher job anxiety than the public sector 
bank employees. It was also observed that the correlation results indicated the 
negative association of job anxiety with both job satisfaction and organisational 
climate,®'

Hossain (1992) did a research on private sector industrial workers and supervisors in 
Bangladesh regarding job satisfaction and job behaviour and observed that lower level 
employees were more satisfied than the higher level employees. The reason was that it 
is comparatively easy for the employer in private sector to terminate managerial 
personnel than a worker. In the case of need, strong trade union of the workers can 
create pressure against the decision of management. As a result, it becomes difficult 
for the employers to sack a worker. But the managerial personnel have no such 
association to create pressure against the decision of the authority. The study also 
revealed that wage has no impact on the overall job satisfaction but it is one o f the 
major causes of job dissatisfaction. The study further observed a negative correlation 
between job satisfaction and absenteeism.®^

Hossain and Miah (1992) reported that private sector bank employees are more 
satisfied than public sector bank employees. Because private sector bank employees 
are enjoying better working condition, higher salary and better reward system than the 
public sector bank employees. The study further reported that in spite of higher salary, 
private sector bank employees were more dissatisfied with their salary and job 
insecurity than the public sector bank employees. It was also revealed that salary was 
perceived as one of the weaker sources of job satisfaction and a stronger source of job 
dissatisfaction by both the groups. The study further explored that working 
environment has been rated as the II*  and the 3"̂  important factor by the public and 
private sector bank employees respectively.®^

‘‘‘a . Rahman, “Job Anxiety, Job Satisfaction and Organisational Climate as Perceived by the 
Public and Private Sector Bank Employees”, University Studies, Part- E, vol. 7,1992, 
pp. 31-36.
” M. M. Hossain, “Job Satisfaction and Job Behaviour of Private Sector Industrial Workers 
and Supervisiors in Bangladesh”, The Bangladesh Journal o f Psychology, vol. 13, 1992, pp. 
33-44.
“ M. M. Hossain and K. M. Miah, “Job Satisfaction and Performance of Bank Employees: A 
Comparative Study of the Private and Public Bank in Bangladesh”, Management 
Development, vol. 21, no. 4, 1992, pp. 87-101.
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Wadud (1992) conducted a research on occupational stress, mental health and job 
satisfaction of white collar employees in public and private industries in Bangladesh 
and reported that the private sector employees have better job satisfaction than those 
of the public sector employees. It was also reported that private sector employees are 
sufTering from more occupational stress than their counterparts in public sector.^

Mathew (1992) conducted a research on managerial satisfaction in relation to on-the 
job activities and revealed that area of activities such as, decision making, 
supervising, control, training, and specific academic, sales promotion and selection 
recruitment are significantly related with work satisfaction. The study also revealed 
that clerical activity is negatively related in satisfaction with work. The researcher 
finally viewed that reality of managers’ work has significant impact on satisfaction. 
Managers’ satisfaction with job is determined by what managers really do at their 
job.^^

In a study on food intake, health and quality of life of garment workers by Khaleque 
and Sarker (1992) observed that life satisfaction has significant influence on the 
overall job satisfaction of garment workers in Bangladesh.^

Hoque and Hossain (1991) conducted a study to investigate the relative importance of 
different incentives for motivation, as perceived by different levels of industrial 
managers in Bangladesh. The study explored that several incentives such as job 
security, promotional opportunity, autonomy in work, application of sound 
management principles, participation in decision making, recognition for good work, 
are more important incentives for motivating the managers of Bangladesh. The results 
further revealed that the relative importance of incentives for motivation varies with 
the levels o f management. For example, job security, justice and equality, 
promotional opportunity, participation in decision making, recognition for good work 
are considered more important than the other forms of intensives to the top level 
managers. While application of sound management principles, job security, 
promotional opportunity, recognition for good work, training, open communication, 
autonomy in work have been considered as more important than wage, competition, 
feedback, encouragement for good work, removal of hindrances etc. by the bottom 
level managers for their motivation at work in industry. '

“■N. Wadud, “Occupational Stress, Mental Health and Job Satisfaction of White Collar 
Employees in Public and Private Industries”, The Bangladesh Journal o f Psychology, vol. 13, 
1992, pp. 121-126.
®*M. K. Mathew, "Managerial Satisfaction in Relation to On-the Job Activities", Psychological 
Studies: vol. 37, no. 2 & 3,1992, pp. 99-108.
**A. Khaleque and B. R. Sarker, “Food Intake, Health and Quality of Life of Garment 
Workers”, The Bangladesh Journal o f Psychology, vol. 13, 1992, pp. 67-76.
*̂’Khondoker Bazlul Hoque and Md. Mosharraf Hossain, “Perceived Importance of Different 
Incentives in Motivating Industrial Managers in Bangladesh”, Dhaka University Journal o f 
Business Studies. Part-C,vol. 12, no. 2,1991, pp. 165-172.
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Sharma and Bhasker (199!) conducted a research to identify the determinants of job 
satisfaction of employees in an Indian public sector undertaking and explored that 
experience, recognition and appreciation are the important determinants of job 
satisfaction of the employees. It was also viewed that between the personal and 
organisational factors, the latter plays a more decisive role in producing the feeling of 
job satisfaction with one’s work experience than the former.**

Hackman and Oldham (1990) in their job characteristic model identified five core job 
dimensions, which determine the motivation potential score of an employee. These 
are skill variety, task identity, task significance, autonomy and feedback.^^

Singh and Pestonjee (1990) conducted a research on job involvement, sense of 
participation and job satisfaction in banking sector in India and revealed that level of 
occupation has a significant impact on job satisfaction of both the officers and clerks. 
Clerks were more satisfied in job area and social relation area than officers in terms of 
job satisfaction. It was also revealed that job satisfaction was influenced by both 
environmental factors and sense of participation.’®

Rahman and Sorcar (1990) found that the occupational stress of the respondents 
differed significantly according to their marital status and job satisfaction. The study 
further found that the perceived occupational stress was higher for the unmarried and 
the job dissatisfied employees.”

Khan and Akkas (1990) explored some characteristics of a sound promotion policy on 
the basis of available literature and studied existing promotion system of the 
nationalized commercial banks and also examined views of the respondent employees 
in this regard. The study further found that the promotion system could not reasonably 
satisfy a large number of employees and officers working in the nationalized 
commercial banks.^^

“ B. R. Sharma and S. Bhaskar, “Determinants of Job Satisfaction Among Engineers in a 
Public Sector Undertaking”, ./45C7 Journal o f Management, vol. 20, no. 4, 1991, pp. 217-233. 
*’j. R. Hackman and G. R. Oldham, Work Design, Addison: Wesley Publishing Co., 1990.
™A. P. Singh and D. M. Pestonjee, “Job Involvement, Sense of Participation and Job 
Satisfaction; A Study in Banking Industry”, Indian Journal of industrial Relations, vol. 26, 
no. 2, 1990, pp. 159-165.
’'Azizur Rahman and Nihar Ranjan Sorcar, “Occupational Stress, Marital Status and Job 
Satisfaction of Working Women”, The Dhaka University Studies, Part-C, vol. 11, no. 1, 1990, 
pp. 55-61.
^Md. Abbas Ali Khan and Md. Ali Akkas, “An Appraisal of the Promotion System in the 

Nationalized Commercial Banks in Bangladesh”, The Dhaka University Studies. Part*C, vol.
11,no. 1, 1990,pp.l39-154. •
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Singh and Pestonjee (1990)’s finding indicates that job satisfaction is influenced by 
job involvement.’^

Siddique (1989) conducted a study on the salary structure for the executives in public 
enterprises in Bangladesh and revealed that salary structure of the public executives is 
not properly maintained in relation to rising cost of living in the country. The 
researcher urged Government to maintain fair relation between consumer prices and 
salary levels in order to reduce increasing executive dissatisfaction/'*

Siddique (1989) conducted a research on need satisfaction of the executives in 
industry and government in Bangladesh. The study focused on the need satisfaction 
levels of the different categories of the executives of the various sectors in 
Bangladesh. The study found that public sector executives and government 
bureaucrats are not satisfied with their present salary and fringes. Even they are not 
happy with their job security and status and power which were considered as the most 
important factors for taking up government jobs. Level of executives’ satisfaction of 
the MNC’s and that of national private sector industries is much higher even in 
respect of job security and other intrinsic aspects of the job.”

Wadud (1989) conducted a research on job satisfaction and life satisfaction of 
different levels of industrial employees in Bangladesh and revealed that there is 
significant positive correlation between job satisfaction and life satisfaction. It was 
also revealed that there is no significant difference of job satisfaction between the 
higher and lower level employees.’^

Dhilion (1989) conducted a research on organisational stress and job satisfaction in 
relation to hierarchical position and found that there was a significant effect of 
hierarchies on perceived occupational stress and job satisfaction in male police 
employees.”

P. Singh and D. M. Pestonjee, “Job involvement, sense of participation and job 
satisfaction; A study in banking industry”, Indian Journal o f Industrial Relation, vol. 26,
1990, pp. 159-165.
'̂'Abu Hossain Siddique, “Maintenance of the Salary Structure in Relation to Cost of Living: 

an Analysis for the Executives in Public Enterprises in Bangladesh”, The Dhaka University 
Studies, Part-C, vol. 10, no. 2, 1989, pp. 115-121.
’^Abu Hossain Siddique, “Need Satisfaction of the Executives in Industry and Government in 
Bangladesh”, The Dhaka University Studies. Part-C, vol. 10, no. 1, 1989, pp. 179-188.

Wadud, “Job Satisfaction and Life Satisfaction of Different Levels of Industrial 
Employees”, The Bangladesh Journal o f Psychology, vol. 11, 1989, pp. 33-37.
’ P̂. K. Dhillion, “Organisational Stress and Job Satisfaction in Relation to Hierarchical 
Position: A Study of Policy Personnel”, Social Science International, vol. 15, no. 1-20, 1989, 
pp. 31-32.
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Ahuja (1989) conducted a research on job satisfaction of technocrats in India and revealed 
that technocrats are satisfied with their job. It was also revealed that job satisfaction 
increases with the increase of age and emolument also has a positive influence on job 
satisfaction. Extrinsic factors such as attitudes of associates, policies of management, 
social status, job security, wage, medical care, upward mobility and reward are more 
satisfying than job intrinsic factors. The researcher further found that adequate earnings 
has been given the first rank by the respondents for their overall job satisfaction followed 
by job security, fringe benefits, opportunity for advancement, congenial working 
condition, suitable type of work, working hours’ good and sympathetic supervision and 
opportunity for learning the job.’*

Singh and Kumari (1988) observed that need strength was positively associated with job 
satisfaction and performance. It was also viewed that there is positive relation between 
intrinsic motivator and job satisfaction, but no association is found between performance 
and absenteeism. The study further revealed positive impact of job involvement on job 
satisfaction but job involvement did not report any impact on performance and 
absenteeism.”

Sayed (1988) conducted a research on job satisfaction and organizational evaluation in a 
government bureaucracy and found that with regard to the relationship between job facets 
and organization as a whole, satisfaction with co-workers and satisfaction with promotion 
contribute to the extent of 60% (P<.001) and 38% (P<.05) respectively. It was also found 
that relation with co-workers has been perceived as the top most important aspect for job 
satisfaction followed by job itself, immediate supervisor, opportunity for promotion and 
pay. The study fiirther revealed that satisfaction with the pay has been assigned as the 
least important aspects for job satisfaction.*®

Balaji (1988) conducted a study on organisational commitment of job satisfaction in India 
and observed that there is significant negative correlation between intention to quit the 
job and satisfaction with hygiene factors and organisation in general, but no significant 
relation with motivators’ satisfaction.*’

’*M. L. Ahuja, “Job-satisfaction of Technocrats of a State Undertaking”, Punjab University 
Management Review, vol. 12, 1989, pp. 9-17.
” A. p. Singh and P. Kumari, “A Study of Individual Need Strength, Motivation and Job 
Involvement in Relation to Job Satisfaction, Productivity and Absenteeism”, Indian Journal 
of Industrial Relations, vol. 23, no. 4, 1988, pp. 409-428.
* O. B. Sayed, “Job Satisfaction and Organizational Evaluation in a Government 
Bureaucracy”, Indian Journal o f Industrial Relations, vol. 23, no. 4, 1988, pp. 487-497.
®'C. Belaji, “Organisational Commitment of Job Satisfaction: Which Explains Intent to Quit 
Better?”, Indian Journal of Industrial Relations, vol. 24, no. 3, 1988, pp. 313-328.
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Begum (1988) conducted a study on the jute workers in Bangladesh and reported that 
most o f the workers were dissatisfied with their job. The reasons of dissatisfaction 
were identified as poor wage, lack of promotion, poor working condition, lack of 
residential facility, lack of recognition for good work and lack of training facility.®^

In conducting study on job satisfaction, specifically, overall job satisfaction of 
Bangladeshi industrial workers and the perceived importance of some facets (e.g. Job 
facets include job content, coworkers, supervision, wage, promotion, work 
environment, and communication). Khaleque and Rahman (1987) found that the 
satisfaction variables are not unidirectional in their effects. Job facets can be sources 
of satisfaction as well as dissatisfaction. Overall job satisfaction of industrial workers 
appears to be influenced by the satisfaction with job facets and personal life. The 
degree o f satisfaction seems to depend upon the satisfaction with the number of job 
facets as well as their perceived importance. The study fiirther found that nature of 
work and job status both have been perceived as more important to the top level 
managers than the bottom level managers. On the other hand, job security, salary and 
recognition for good work were perceived as more important factor by the workers for 
their overall job satisfaction.*^

In a study conducted by Khaleque and Jahan (1986) on job satisfaction, mental health 
and life descriptions of working women observed that there is significant positive 
impact of job satisfaction on mental health o f the respondents which is confirmed by 
significant positive correlation between job satisfaction and mental health.®'*

Bhattacharjee (1986) reviewed the wage policies, dynamics of wages in the industrial 
sector in general and minimum wages in the public sector enterprises of Bangladesh 
in particular and observed that both money and real wage rates in the industrial sector 
moved in upward direction but the real wage rate is yet to reach the level o f 1969-70. 
The study also revealed that the co-efficient of correlation between the real wages and 
labour productivity in the organized sector was found statistically significant.®*

®̂ Begum, “Job Satisfaction of the Rajshahi Jute Mills Workers” Management Development, 
vol. 17, no. I, 1988, pp. 16-25.
*̂ A. Khaleque and M. A. Rahman, “Perceived Importance of Job Facets and Overall Job 
Satisfaction of Industrial Workers”, Human Relations, vol. 40, no. 7, 1987, pp. 401-416. New 
York.
**A. Khaleque and A. Jahan, “Job Satisfaction, Mental Health and Life Descriptions of 
Working Women”, Indian Journal of Industrial Relations, vol. 21, no. 4,1986, pp. 473-478. 
*’Durgadas Bhattachaijee, “Industrial Workers’ Wages in Bangladesh: An Analysis of 
Criteria, Policies and Dynamics”, The Dhaka University Studies, Part-C. vol. 7, no. 1, 1986, 
pp. 133-149.
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Hossain (1985) found that there is no significant difference between the job 
satisfaction of private and the public school teachers. Teachers with higher pay are 
more satisfied than those with lower pay. Female teachers are more satisfied than 
their male counterparts. Satisfaction of the teachers does not differ by their length of 
experience. Marital status has a significant impact on the overall job satisfaction of 
the subjects i.e., unmarried teachers are more satisfied than the married teachers. 
Higher educated teachers are more satisfied than those who are less qualified. Trained 
teachers are more satisfied than the non-trained teachers. Satisfaction of subjects 
however does not differ according to their age level.*'^

Siddique (1985) found there are certain damaging effects of salary compression of 
different groups o f higher level executives in Bangladesh between 1929 and 1979.*^

Siddique (1985) examined the evolution of fringe benefits as a compensation device 
and its importance in the productivity of employees, explored the practices o f fringe 
benefits in the government bureaucracy, nationalized industrial sector, private 
industries and multi-national corporations in Bangladesh and also showed the costs of 
those in relation to total compensation of the different levels of executives in each 
sector.®^

Khaleque (1985) conducted a research on occupational stress of industrial managers 
o f Bangladesh and observed negative association between job satisfaction and job 
stress, and positive relationship between job satisfaction and mental health. The study 
also reported a high degree of stress as perceived by each level of management cadre. 
The investigation found the major sources of stress were poor salary, limited career 
development opportunity, poor working condition, union pressure, and political 
pressure, centralisation in decision making power, heavy work load and poor labour- 
management relation.*^

**A. B. M. A. Hossain, “An Analysis of Factors Related to the Job Satisfaction of the 
Teachers of Secondary Schools”, Dhaka University Journal o f Psychology, vol. 15, 1985, pp. 
7-21.
*̂ Abu Hossain Siddique, “Compression Of Salary Structures Of Higher Level Executives in 
Bangladesh”, The Dhaka University Studies, Part-C, vol. 6, no. 1, 1984, pp. 111-115.
**Abu Hossain Siddique, “Fringe Benefits For Executives: A Study Of The Practices In 
Industry And Government In Bangladesh”, The Dhaka University Studies, Part-C, vol. 7, no.
1, 1985, pp. 27-42.
®®A. Khaleque, “Occupational Stress: Its Sources and Effects as Perceived by Industrial 
Managers”, Bangladesh Journal o f Psychology, vol. 6,1985, pp. 83-91.
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Alam (1985) conducted a study on garment workers job satisfaction and found that 
significant higher percentage o f respondents was dissatisfied with their job than that 
o f those who were satisfied with it. The study further revealed that major causes 
behind taking garment Job were the economic reason, lack of alternative job 
opportunity, work itself etc. The study also suggested that job insecurity, unfavorable 
company policy and administration, lack of promotional opportunity, absence of 
recognition etc. were the major causes of dissatisfaction among the respondents.’®

Ashraf\jzzaman (1985) conducted a study on job satisfaction among the employees in 
BIBM and observed that (i) job security feeling among most of the employees 
appeared to be moderate; (ii) relation between general employees and authority is 
congenial; (iii) employees opined that physical working environment, rules & 
regulation, cleanliness, supervision and responsibility work as the vital factors of job 
satisfaction; and (iv) salary alone is not enough to provide job satisfaction.®'

Hulln et al., (1985) revealed that labour market; expectations about alternative job 
opportunities and length o f tenure with organisation are important considerations on 
the actual decision to quit one’s present job.®^

Khaleque (1984) conducted a research on job satisfaction and work in industry in 
Bangladesh and revealed that satisfaction variables are not unidirectional in their 
effects. Job factors can be sources of both satisfaction and dissatisfaction. The study 
also revealed that the influence o f different job facets on job satisfaction varies with 
the occupational levels of employees. One aspect o f the job may have more influence 
on job satisfaction but less influence on job dissatisfaction and vice versa for the same 
occupational group. The intrinsic aspects of job seem to be more important for 
satisfaction of managerial employees, and extrinsic aspect o f job seems to be more 
important for satisfaction o f the workers. Wage was found to be a weaker source of 
job satisfaction and a stronger source o f job dissatisfaction for all the groups of 
employees. Social relationships at work are a great source o f job satisfaction for the 
employees of different occupational levels. Socio-cultural and personal factors were 
observed to be important determinants of job satisfaction.’^

’"Quoted from: A. S. M. S. Nawaz and M. M. Rahman, “Determinants of Employees’ Job 
Satisfaction: A Study on British American Tobacco Bangladesh Ltd.”, Journal o f the Institute 
o f Bangladesh Studies, vol. XXVIII, 2005, pp. 121-130.
®'Md. Ashrafuzzaman, “Job Satisfaction Among The Employees In BIBM-A Case Study”, 
Bank Parikrama, vol. X- March, June, Sept. & Dec., no. 1,2, 3 & 4, 1985, pp. 66-81.
” C. L. Hulin et al., “Alternative Opportunities and TTieoretical Discrepancies and 
Integration”, Psychological Bulletin, 1985, pp. 233-250.
” A. Khaleque, “Job Satisfaction and Work in Industry: Three Case Studies in Bangladesh”, 
University o f DhaJut, Dhaka, Bangladesh, 1984.
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Khaleque and Wadud (1984) revealed that autonomy in work, promotional 
opportunity, relations with colleagues, job security and recognition for good work 
were considered as important sources o f  job satisfaction. It was also revealed that 
wage was perceived as one of the least important causes of job satisfaction and the 
most important cause of job dissatisfaction by the respondents. Some of the specific 
aspects o f job like autonomy, promotional opportunity, relations with colleagues, job 
security, opportunity to communication with higher authority and job status 
significantly influence of the overall job satisfaction of the respondents and the 
important causes of dissatisfaction were lack of fair treatment from management, poor 
salary, lack o f autonomy and lack of congenial working environment.^'’

Khandwalla and Jain (1984) observed that lower level managers are more satisfied 
with personal growth and achievement needs, power needs and altruistic needs. The 
study also observed that some aspects of job satisfaction, particularly the personal 
growth and achievement seem to be a higher contagion of job satisfaction stronger 
than others, such as opportunity to serve the society and opportunity for promotion. It 
was further observed that management goals also tend to affect growth, power and 
existence related to positive job satisfaction but interpersonal and altruistic need affect 
satisfaction negatively. Finally, the study viewed that job satisfaction is not just a 
matter of the manager’s personality or that of his job or position in the hierarchy etc.’^

Kumar (1984) conducted a research on job satisfaction among the university 
employees in India and revealed that out of 15 factors ten factors have shown the 
significant association with job satisfaction. Among these, 7 factors are job contexts 
and the rest 3 are job content factors. The study did not find any impact of age, 
experience, sex, job security and levels of occupation on job satisfaction.^^

Cooper (1984) found a two-way interaction between occupational stress and job 
satisfaction. While feeling of stress at work may lead to job dissatisfaction, the degree 
of job satisfaction may also influence the perception of stress on the part of the 
employee. It has been claimed that the feeling of fatigue/stress is least among the 
employees who are satisfied/more attentive in their job.’’

Khaleque and N. Wadud, “Perceived Importance of Job Facets and Overall Job 
Satisfaction of the industrial Supervisors”, International Review of Applied Psychology, vol. 
33, 1984, pp. 395-411.
’’p. N. Khandwalla and G. R. Jain, “Organisational Goals and Lower Level Management Job 
S2!C\siacX\or\”,IndianJoumalof Industrial Relations, vol. 16. no. 3, 1984, pp. 431-449.
“ p. Kumar, “Job Satisfaction Among University Employees”, Indian Journal o f Industrial 
Relations, vol. 20, no. 1, 1984, pp. 73-77.

L. Cooper, “Stress”, In CX. Cooper and P. Makin, Psychology for Managers, London; 
The British Psychological Society, 1984.
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Khaleque and Chowdhury (1983) observed that nature of work has been perceived as 
the most important cause of job satisfaction followed by job status, good relations 
with colleges and opportunity for growth by the top level managers. On the other 
hand, job security was rated as the most important factor for job satisfaction followed 
by good relation with colleagues, recognition for good work and nature of work by 
the bottom level managers for their job satisfaction. It was also observed that salary 
was assigned as one of the least important factors for job satisfaction and a stronger 
source of job dissatisfaction by both the groups. Job facets such as, promotion, job 
security, recognition for good work, job status, working environment and 
management policies have shown significant effects on the overall job satisfaction. 
The study further revealed that the causes of dissatisfaction as perceived by the top 
level managers were corruption in management, poor salary, lack of fair promotional 
opportunity, poor working environment and monotony. While, bottom level managers 
perceived poor salary, lack o f promotion and lack o f autonomy as the important 
causes of their job dissatisfaction.^®

Mannan (1983) conducted a case study in a large nationalized industrial enterprise to 
explore the demand for participation among industrial workers.’’

In a study on effect of need for achievement on the job performance - job satisfaction 
relationship conducted by Singh and Shrivastava (1983) reported that need for 
achievement is an important variable for performance and job satisfaction. It was 
found that satisfaction level was significantly higher among the high need for 
achievement group than the low need for achievement group and the relationship 
between job satisfaction and performance is positively significant. The study further 
revealed that cross cultural difference between Indian and American workers is also 
found in respect of the effect or need for achievement on job performance and job 
satisfaction relationship.'®^

®*A. Khaleque and N. Chowdhury, “Perceived Importance of Job Facets and Overall Job 
Satisfaction of Top and Bottom Level Industrial Managers”, Proceedings of the third Asian 
Regional Conference of the International Associational Association for Cross-Cultural 
Psychology, Bangi, Malaysia, May 2-5, 1983.
’’Md. Abdul Mannan, “Demand For Participation Among Industrial Workers: A Case Study 
Of An Industrial Enterprise In Bangladesh”, The Dacca University Studies. Part -C, vol. 4, 
no. I, 1983, pp. 1-15.
'°°A. P. Singh and S. Shrivastava, “Effect of Need for Achievement on the Job Performance- 
Job Satisfaction RelHionsHp", Indian Journal o f Industrial Relations, vol. 18, no. 3, 1983, 
pp. 437-442.
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Mishra (1983) conducted a research on job satisfaction in peaceful and disturbed 
textile industries in India and explored that the employees of disturbed organization 
are more dissatisfied than the employees of a comparatively peaceful organization. 
The study also explored that job security, management policy and participation in 
decision making have a significant influence on overall job satisfaction. The 
researcher further found that respondents are dissatisfied when they compare 
themselves with persons who are at higher level in organizational hierarchy and are 
satisfied when they compare overall job satisfaction with persons at lower level in 
organizational hierarchy.'®'

The study conducted by Schmitt and Bebeian (1982) found a reciprocal relationship 
between job and life domains. That means satisfaction is one domain of a person’s life 
spill-over into other areas.'®^

Singhal and Srivastava (1982) explored that the ways for improving job satisfaction as 
perceived by the teachers as promotional opportunity, higher pay and working 
condition as the T*^ 2"'̂  and 3'̂  ̂ important ways respectively. While, higher level 
bureaucratic personnel perceived working condition, revised pay and extreme line of 
procedure as the 1**, 2"‘‘, 3̂** important ways for improving job satisfaction. On the 
other hand, middle level bureaucrat perceived promotion, working condition and 
better pay as the 2"  ̂ and important aspects for their job satisfaction. It was 
further observed that pay is more important at the lower level than the higher level 
while promotion was perceived as more important to the higher level than the lower 
level.'"'

Arnold and Feldman (1982) revealed that young workers have limited job tenure, lack 
of commitment to organization and perception of job insecurity leads to search for 
alternativejobs."^‘‘ -

V. Mishra, “Job Satisfaction in Peaceful and Disturbed Textile Industries”, Indian Journal 
o f Industrial Relations, vol. 18, no. 4, 1983, pp. 619-628.
'“̂ N. Schmitt and A. G. Bebeian, “A Comparison of Lisrel and Two Stage Least Squares 
Analysis of Hypothesized Life-Job Satisfaction Reciprocal”, Journal o f Applied Psychology, 
vol. 67,1982, pp. 806-817.

Singhal and C. Srivastava, “Job Satisfaction- A Needed Reconceptualisation”, Indian 
Journal o f Industrial Relations, vol. 18, no. 2, 1982, pp. 207*224.
''^H. J. Arnold and D. C. Feldman, “A Multivariate Analysis of the Determinants of Job 
Turnover”, Jourwa/ o f Applied Psychology, vol. 75, no. 3, 1982, pp. 350-360.
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Sharit and Salvendy (1982) viewed that in addressing work design, it must determine 
in a systematic and scientific way how the work and the organizational structure 
might be designed or redesigned so as to minimize occupational stress. The study 
further viewed that in the field of scientific personnel selection, methodologies should 
be developed that would allow employees to identify prospective employees with 
lower resistance to stress ir> comparison to other employees.'®^

Lee and Schuler (1982) reported that job satisfaction is significantly influenced by 
participation in management.'®^

In a study conducted by Kalra (1981) on the managerial people who have recently 
changed their job in India reported that there are many reasons behind leaving the 
previous jobs. These include lack o f growth opportunity (56%), poor salary (51%) and 
lack of job satisfaction (45%). Finally, the study viewed that job satisfaction is 
negatively correlated with turnover.'®^

Kumar et al., (1981) concluded a research on expectations and job satisfaction of 
officers and supervisors in a public sector undertaking in India and found that job 
security, opportunity for advancement, pay according to merit and working condition 
are rated by both the supervisors and officers from the expectation point of view. The 
study further found that the presence of motivator factors give satisfaction and their 
absence do not give dissatisfaction.

The study conducted by Pareek and Keshore (1981) on the perceived importance of 
the need difference of two different levels of Malaysian bank managers and compare 
them with a mixed group of Indian managers explored that need perception does not 
vary with the Malaysian banks departmental heads and Indian middle managers show 
higher preference for motivators in comparison to the Malaysian top managers, 
middle managers and the management trainee. The study also explored that there was 
no difference between the perception of the Indian middle managers and Malaysian 
top managers."”

'“ j. Sharit and G. Salvandy, “Occupational Stress; Review and Reappraisal”, Human 
Factors, vol. 24, no. 2, 1982, pp. 129-162.
'°*C. Lee and R. S. Schuler, “A Constructive Replication and Extension of a Role and 
Expectancy Perception Model of Participation in Decision Making”, Journal o f Occupational 
Psychology, vol. 55, 1982, pp. 109-118.

S. K. Kalra, “Management Motivation- Why Indian Managers Change Their Jobs”, Indian 
Journal o f Industrial Relations, voi. 17, no. 1, 1981, pp. 89-98.
'“*S. Kumar et al., “Expectations and Job Satisfaction of Officers and Supervisors in a Public 
Sector Undertaking”, Indian Journal o f Industrial Relations, vol. 16, no. 3, 1981, pp. 431
449. ■

Pareek and K. K. Keshore, “Preference of Motivator and Hygienic Factors in Jobs in 
Two Cultures”, Indian Journal ojf Industrial Relations, vol. 17, no. 2, 1981, pp. 232-237.
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In a study conducted by Tandon and Dhawan (1981) on variations in job satisfaction 
with age among blue ard white collar workers in Indian observed that employees of 
different age groups exhibited different factors of job satisfaction. White collar 
employees were found highly satisfied than the blue-collar workers on two of the five 
factors o f job satisfaction. The study further observed that white collar older 
employees’ job satisfaction was influenced by opportunity to loam and training as 
challenge, while sense of desirable future was associated with younger white collar 
employees. It was also viewed that different strategies are needed to enhance the job 
satisfaction of younger blue-collar workers as compared to that of other employees.'

Bergmann (1981) found that job status is more important at the higher level than at 
the lower level."’

Das (1981) examined the trend of work-stoppages and their effects in different 
industries located in different regions of Bangladesh, relationship of disputes with real 
wage, cost of living and productivity. The study gave general focus on the trend of 
work-stoppages and their effects in different industries."^

Habibullah (1980) reported that satisfaction with pay is significantly correlated with 
productivity. The study also reported negative correlation between education and 
productivity. It was further found that workers in general gave top priority on 
economic benefits. The study also viewed that recognition of employees should be 
given as a resourceful human being with emotion and sentiments rather than treating 
them as economic entities.'

Khalily (1980) conducted a study on security of private and public sector industrial 
labourers in Bangladesh. The study ascertained the socio-economic conditions, 
evaluated the existing social security measures and assessed the potentiality of 
introducing industrial life insurance as a tool to their security.

”“R. Tandon and Dhawan, “Variations in Job Satisfaction with Age Among Blue and White 
Collar Indian Workers”, Indian Journal of Industrial Relations, \6\. l6,no.4, 1981,pp. 615
622.
'"T. J. Bergmann, “Managers and Their Organisations; An Alternative Approach to 
Multidimensional Job Satisfaction”, Journal o f Occupational Psychology, vol. 54, J98I, pp. 
275-288.
"^Jagadish Chandra Sukla Das, “Work-Stoppages And Their Effects On The Economy Of 
Bangladesh”, The Dacca University Studies, Part C, vol. 2, no. 1, 198J, pp. 31-48.
’ '^M. Habibullah, Employee-Centered Supervision and Productivity in the Jute Industry, 
Bureau of Business Research, Faculty of Commence, Dhaka University, 1980.
"“'M, a , Baqui Khalily, Security o f Industrial Labourers in Bangladesh, Bureau of Business 
Research, University of Dacca, 1980.
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Rosenzweiz and Porter (1979) showed that job involvement was positively correlated 
with work-effort, efficiency and performance."^

Khaleque (1979) conducted a study on repetitive work of cigar industry with female 
employees and revealed that respondents feel their work as simple and routine but 
they are satisfied with their job, they even do not feel boredom in their job. The study 
further revealed a significant positive correlation between performance and job 
satisfaction in short cycle repetitive work of cigar industry. In conclusion, the 
researcher viewed that some employees like simple jobs and the character of the 
person is more important in feelings of boredom at work rather than the nature of the 
job.” ^

Arvey and Dewhirst (1979) found positive relationship between education and 
satisfaction."’

Inkson (1978) observed that there is significant moderate effect or correlation 
between performance and intrinsic job factors but no correlation between performance 
and extrinsic factors."*

Weaver (1977) found that autonomy in work plays an important role in determining 
job satisfaction."’

In a study on perception of participation in departmental decision making in India by 
Malavia (1977) reported that there is a significant positive correlation between 
participation and job satisfaction and job effectiveness. The study further reported that 
personal variables are correlated with participation.

" ’M. p. Rosenzweiz and L.W. Porter (eds.), “Organizational Annual Review of
Psychology, vol. 30, 1979.
"®A. Khaleque, “Performance and Job Satisfaction in Short Cycled Repetitive Work”, In R.
G. Sell & P. Shipley (eds.) /« Work Design, Ergonomics and other Approaches:
London, Taylor and Francis, 1979.
' ”R. D. Arvey and H. D. Dewhirst, “Relationship Between Diversity of Interest, Age, Job 
Satisfaction and Performance”, Journal o f Occupational Psychology, vol. 52, 1979, pp. 17- 
23.
"*J. H. K. Inkson, “Self-esteem as a Moderator of the Relationship Between Job Performance 
and Job Satisfaction” Journal of Applied Psychology, vol. 63, no. 2, 1978, pp. 243-247.
" ’C. N. Weaver, “Relationships Among pay. Race, Sex, Occupational Prestige, Supervision, 
Work Autonomy and Job Satisfaction in a National Sample Personnel”, Psychology, vol. 30, 
1977, pp. 437-445.
'“ p. Malavia, “Perception of Participation in Departmental Decision Making; It’s Relation 
with Job Satisfaction, Job Effectiveness and Personality Structure”, Indian Journal of 
Industrial Relations, vol. 12, no. 4, 1977, pp. 429-442.
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Robinowitz and Hall (1977) observed that Job involvement increased job satisfaction, 
reduced employee turnover, and increased motivation for hard and persistent vk'ork.’̂ '

Baird (1976) conducted a research on relationship of performance to job satisfaction 
in stimulating and nonstimulating jobs and explored that satisfaction with work is 
correlated with performance o f stimulated jobs only and he viewed that the key 
variables In determining these relationships are the nature and use of feedback.

Mustofa and Sylvia (1976) conducted a study on a factor analysis approach to job 
satisfaction and explored that good relationship with co-workers is a matter of great 
significance in determining job satisfaction.'^^

Campbell et al., (1976) conducted a study on the quality of American life and found 
negative correlation between education and job satisfaction.

The study conducted by Nicholson et al., (1976) on absence from work and job 
satisfaction revealed a positive correlation between age and job satisfaction.'^^

Andrews and Whithey’s (1975) study proved the significant impact of social and 
family life on job satisfaction. The study concluded that the working life of a person is 
not isolated from his/her social and family life.'^^

Rahman (1975) explored the significance of financial incentives as a motivating force 
in increasing the productivity and focused on its significance in Bangladesh.'^’

'^‘Robinowitz and Hall, As quoted by A. Khaleque (1990), Shilpa Monobingyan (2^ ed), 
Dhaka University, 1977, p. 282.
'^^L.S. Baird, “Relationship of Performance to Job Satisfaction in Stimulating and 
Nonstimulating Jobs”, Journal o f Applied Psychology, vol. 51, no. 6, 1976, pp. 721 -727.
'” H. Mustofa, and R. D. Sylvia, “A Factor Analysis Approach to Job Satisfaction”, Public 
Personnel Management, vol. 4, 1976, pp. 165-172.
'̂ '‘A. Compbell et al.. The Quality o f American life. New York: Rusell Sage Foundation, 
1976.
’̂ *N. Nicholson et al., “Absence From Work and Job Satisfaction”, Journal o f Applied 
Psychology, vol. 61, 1976, pp. 728-737.
'“ F. M. Andrews and S.B. Withey, Social Indicators o f Well-being. New York: Plenum 
Press. 1975. ,
*” A. H. M. Habibur Rahman, “Financial Incentive as a Motivating Tool”, The Dhaka 
University Studies, vol. XXIII, Part A, 1975, pp. 138-143.
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Habibullah (1974) observed that job status, promotional opportunity and participation 
in decision making are more important at the higher level than at the lower level 
employees. The study further revealed that autonomy in work is more important at the 
higher level than at the lower level. It was also found that justice and equality work as 
one of the most important incentives for all classes of managers. On the other hand, 
recognition and reward for good work was perceived as one of the most important 
incentives by the managers of Bangladesh’̂ *

Locke and Whiting (1974) conducted a research on sources of satisfaction and 
dissatisfaction among solid waste management employees and explored that blue 
collar employees consider job security more important for their job satisfaction than 
higher level white collar employees.’̂ ^

Basu and Pestonjee (1974) conducted a research on executives and the satisfaction 
cycle revealed ‘U’ type o f relationship between age and job satisfaction. The study 
further reported that motivators are more potent than hygiene factors in creating the 
feeling of satisfaction and dissatisfaction.'^®

Porter et al. (1974) explored that there is a positive correlation between job status and 
job satisfaction,'^'

Singh and Pestonjee (1974) conducted a study on supervisory behaviour and job 
satisfaction and reported that supervisory behaviour has a significant impact on the 
job satisfaction. It was also suggested that employee centered supervision leads to a 
higher satisfied work force as compared to production centered supervision which is 
in line with “Human Relation” doctrine of management. The study viewed to attach 
on the first line supervision to enhance job satisfaction.'^^

Wanous (1974) reported that overall relationship between job satisfaction and 
performance is slightly positive but the direction of causality is unclear. The study 
also revealed that job satisfaction and dissatisfaction spilled into extrinsic and 
intrinsic components, the findings showed that performance causes intrinsic 
satisfaction and extrinsic satisfaction causes performance.'^^

' *̂M. Habibullah, M)r/va/)<3nMx. Bureau of Economic Research. University of Dhaka, 1974. 
'” E. a . Locke and R. T. Whiting, “Sources of Satisfaction and Dissatisfaction Among Solid 
Waste Management Employees”, Jbi/rwa/ of Applied Psychology, vol. 59,1974, pp. 145-156. 
'̂ “G. Basu and D. M. Pestonjee, “Executives and the “Satisfaction Cycle”. Indian Journal of 
Industrial Relations, vol. 9, no. 4, 1974, pp. 307-317.
'^’L. W. Porter et al., “Organisational Commitment, Job Satisfaction and Turnover Among 
Psychiatric Technicians”, Journal o f Applied Psychology, vol. 59, 1974, pp. 603-609.
'^̂ A. P. Singh and Pestonjee, “Supervisory Behaviour and Job Satisfaction”, Indian Journal 
of Industrial Relations, vol. 24, no. 3, 1974, pp. 407-416.
' Ĵ. P. Wanous, “A Causal- correlational Analysis of the Job Satisfaction and Performance 
Relationship”, JoMr/ia/ o f Applied Psychology’’, vol. 59, no. 2,1974, pp. 139-144.
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Herman and Hulin (1973) conducted a study on managerial satisfaction and 
organizational roles and found that managerial level job satisfaction correlation was 
supported by the JDI (Job Descriptive Index) variables.*^**

Porter and Steers (1973) conducted a study on factors affecting turnover and 
absenteeism and observed that job satisfaction was consistently and inversely related 
to turnover, in conclusion, the researchers viewed that there is no doubt about the 
inverse relationship bet\s'een job satisfaction and tumover.'^^

Schultz (1973) observed that a person with a high level of job satisfaction holds a 
positive attitude to the job while a person who is dissatisfied with his jobs holds a 
negative attitude about the job. Industry today focuses widespread attention on the 
ways of measuring and improving their worker’s attitude.’^̂

Wanous and Lawler (1972) explored that promotional opportunity reflects an 
important role on overall job satisfaction.'^^

Rao and Ganguly (1971) explored that occupational level is an important determinant 
of job satisfaction. Highly skilled personnel are more satisfied than the skilled 
personnel. It was further explored that that both motivator and hygiene factors 
contribute to job satisfaction and dissatisfaction for both the groups.'^®

The study conducted by Sinha and Agarwala (1971) on job satisfaction and general 
adjustment of white collar workers in India observed positive correlation between 
satisfaction scores and different adjustment areas. Respondents with better adjustment 
scores with home, social and emotional areas tend to be more satisfied. The study 
further revealed that age, education, income and length of service are associated with 
job satisfaction and there is a strong tendency among the more educated workers to 
display greater dissatisfaction.'^’

B. Herman and C. L. Hulin, “Managerial Satisfaction and Organisational roles: An 
Investigation of Porters needs Deficiency Scale”, Journal o f Applied Psychology, vol. 57, no.
2, 1973, pp. 118-124.
’” L. W. Porter and R. M. Steers, “Organisational, Work and Personal Factors in Employee 
Turnover and Absenteeism”, P i> 'c /!o /o g /t:< 7 /v o l. 80, 1973, pp. 151-176.

Sc\i\i\tz, Psychology and Industry Today, Nev/York: The Macmillan Company, 1973. 
'” j. P. Wanous, and E. E. Lawler, “Measurement and Meaning of Job Satisfaction”, Journal 
of Applied Psychology, vol. 56, 1972, pp. 95-105.
' *G. V. S. Rao and T. Ganguly, “A Study of Perceived Need Satisfaction and Importance of 
Highly Skilled and Unskilled Personnel”, Indian Journal o f Industrial Relations, vol. 6, no. 3, 
1971, pp. 277-287.
’̂ ’D. Sinha, and U. N. Agarwala, “Job Satisfaction and General Adjustment of Indian White 
Collar \i/0 Tkers", Indian Journal o f Industrial Relations, vol. 6, no. 4,1971, pp. 357-367.
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The study conducted by Mukher (1970) on factor-analytic study of job satisfaction in 
India revealed four meaningful factors of different dimensions such as satisfaction 
with (i) supervision; (ii) salary; (iii) attitudes towards the management; and (iv) 
personal satisfaction with work. Factor II had three dimensions such as, (I) 
satisfaction with social and technical aspects; (ii) intrinsic self actualization aspects; 
and (iii) recognition through advancement which were both hygiene and motivator 
factors. And Factor HI had four dimensions such as, (i) identification with one’s 
organization; (ii) concern with one’s work; (iii) sense of duty and responsibility; and 
(iv) self improvement with one’s work. The study also viewed that job satisfaction is 
a multidimensional assessment of attitudes towards different aspects of job,

Smith et al., (1969) have suggested five job dimensions representing the most 
important characteristics of a job, which affect responses of the people. These are 
mentioned below;
The Work: The extent to which the job itself provides the individual with interesting 
tasks, opportunities for learning, and the chance to accept responsibility.
Pay: The amount of financial remuneration that is received and the degree to which 
this is perceived as equitable vis-a-vis others in the organization.
Promotional Opportunities: The chance for advancement in the hierarchy.
Supervision: The abilities of the superiors to provide technical assistance and 
behavioural support.
Co-workers: The degree to which fellow workers are technically proficient and 
socially supportive.

Mills (1967) conducted a study in two large Australian industries and revealed that 
achievement, advancement and recognition were major contributors to job satisfaction 
but not dissatisfaction and policy and administration, relation with supervisors and 
competency of the supervisors appeared as major contributors to dissatisfaction but 
not satisfaction. The study also revealed that working condition, extra pay and 
advancement were sources of both satisfaction and dissatisfaction.

' “̂B. a . Mukher, “A Factor-analytic Study of Job Satisfaction”, Indian Journal o f Industrial 
Relations, vol. 5, no. 4, 1970, pp. 429-439.
'^'P.C. Smith et al.. The measurement o f satisfaction in work & retirement. Chicago: Rand 
McNally and Co., 1969.

D. Mills, “Job Satisfaction in Large Factories”, Personnel Practice Bulletin, vol. 23, 
1967, pp. 252-260.
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Lawler and Porter (1967) revealed a theoretical model which indicates that 
performance leads to rewards which in turn leads to satisfaction. Finally, the 
researchers viewed that performance leads to satisfaction rather than satisfaction 
leading to performance.

Wemimount (1966) conducted a study on engineers and accountants and observed 
that achievement, work itself and responsibilit>’ were mentioned most often in 
describing satisfaction and lack o f achievement and recognition were most often 
mentioned in describing dissatisfaction. The study further observed that both intrinsic 
•and extrinsic factors can be sources of satisfaction and dissatisfaction.

Foumet et al., (1966) viewed that top level employees are more satisfied than the 
bottom level employees. The study flirther explored that the following factors as the 
important determinants of job satisfaction:

1. Personal factors of the employees; such as age, sex, education, experience, 
marital status and health;

2. Job related factors: such as wage, job content, working condition, 
promotional opportunity, job status, job security, supervision, co-workers, 
autonomy in work, work schedule, participation in decision making, reward 
and recognition, communication, monotony and levels of occupation;

3. Socio-cultural factors such as: personal life, family life and social life.’'*̂

Porter and Lawler (1965) found that job satisfaction is influenced positively by the 
levels of occupational hierarchy.

Vroom (1964) explored four major types of factors associated with job satisfaction 
such as; (a) personal factors (e.g. health, age, experience etc.); (b) job related factors 
(e.g., job content, working conditions, fringe benefits, supervision, autonomy etc.); (c) 
socio-cultural factors (e.g., family life, sociopolitical participation etc.); and (d) 
psychological factors (e.g., life stress, work stress, achievement motivation etc.). The

E. Lawler and L.W. Porter, “The Effect of Performance on Job Satisfaction”, Industrial 
Relations, vol. 7, no. 1, 1967, pp. 20-28.
'“"'P. F. Wemimount, “Intrinsic and Extrinsic Factors in Job Satisfaction”, Journal o f Applied 
Psychology, vol. 50, no. 1, 1966, pp. 41-50.

P. Foumet et al., “Job Satisfaction: Issues and Problems”, Personnel Psychology, vol. 
19,1966, pp. 165-18.
‘“'^L. W. Porter and E. E. Lawler, “Properties of Organizational Structure in Relation to Job 
Attitudes and Job Behavior”, Psychological Bulletin, vol. 64, 1965, pp. 23-51.

39

Dhaka University Institutional Repository



study also found the median correlation between satisfaction and performance was .14 
with a range of .86 to -.31 and concluded that there was no correlation between job 
satisfaction and performance. The researcher examined seven studies dealing with 
satisfaction-tumover relationship. In all the studies he revealed an inverse relation 
between satisfaction and'turnover and concluded that there is a consistent negative 
correlation between job satisfaction and turnover.’"’

Ewen (1964) conducted an exploratory study for determining the generality of 
Herzberg’s two-factor theory on the responses of 1021 full-time life insurance agents 
and revealed that salary was both a source of satisfaction and dissatisfaction. The 
study further revealed that work itself is a source of satisfaction as opposed to the 
Herzberg’s theory predicted but both prestige and reco^ition cause satisfaction and 
dissatisfaction. Finally, it was viewed that there is no justification for generalizing the 
Herzberg’s results beyond the situation in which they were obtained.*'**

A study conducted by Hulin and Smith (1964) on sex differences in job satisfaction 
revealed that sex alone is not a vital factor in influencing job satisfaction, there might 
remain other factors such as pay, promotional opportunity, job level which prevail on 
sex in causing the difference in job satisfaction.*'*’

Lawler and Porter (1963) revealed that there is positive correlation between wage and 
job satisfaction.'^®

Porter (1962) conducted a study on job attitudes in management and revealed that 
lower level managers are more dissatisfied than the higher level managers.'^’

Herzberg et al., (1957) conducted a study on the engineers and accountants and 
revealed that satisfaction variables are different from dissatisfaction variables. They

' ’̂V. H. Vroom. Work and Motivation. New York: John Wiley, 1964.
'̂ *R. B. Ewen, “Some Determinants of Job Satisfaction: A Study of the Generality of 
Herzberg’s Theory”, Journal o f Applied Psychology, vol. 48, no. 3, 1964, pp. 161-163.

L. Hulin, and P. C. Smith, “Sex Differences in Job Satisfaction”, Journal o f Applied 
Psychology, vol. 48, no. 2,1964, pp. 88-92.
' °̂E. E. Lawler and L.W. Porter, “Perceptions Regarding Management Compensation”, 
Industrial Relations, vol. 3, 1963, pp. 41-49.
'^'L. W. Porter. “Job Attitudes in Management: Perceived Deficiency in need fiilfulment as a 
function of Job Level”, Journal o f Applied Psychology, vol. 46, 1962, pp. 375-384.
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found that satisfaction variables such as achievement, recognition, advancement, work 
itself, possibility for growth and responsibility can only give satisfaction and in 
absence o f these factors, people do not get dissatisfied. On the other hand, hygiene 
factors such as pay, job security, working condition, job status, peer relations, quality 
o f supervision, company policy and administration etc., cannot give satisfaction but in 
the absence of these factors people will become dissatisfied. The study also found that 
recognition for good work has been perceived as the 4’*' most important factor by 
workers for their job satisfaction and job security is perceived as the most important 
determinant of job satisfaction. The study further revealed that wage is a potential 
source o f dissatisfaction rather than a satisfier. Thus, it was concluded that satisfaction 
variables are unidirectional in their effects.’”

Brayfield and Crockett (1955) observed that there was no relationship between job 
satisfaction and performance which opposed the popular ‘Human Relation’ view that 
a satisfied worker is a more productive worker.'^^

Morse (1953) found in a study that 65% female and 45% male workers were happy in 
their job.'

While investigating satisfaction on the job Herzberg et al., (1952) identified 
motivation factors and hygiene factors. He concluded that motivation factors (e.g. 
achievement recognition, advancement, responsibility, growlh and work itself) lead to 
satisfaction on the job and factors like company policy and administration, 
supervision, relationship with supervisor, work conditions, salary, relationships with 
peers, personal life, relationship with subordinates, status, and security may lead to 
job dissatisfaction. It has been also observed that all the motivation factors are 
intrinsic factors and are within the peripheiy of the job, while all the hygiene factors 
are extrinsic and are outside the periphery of the job.'*^

Herzberg et al., “Job Attitudes. Review of Research and Opinion”, Pittsburgh. 
Psychological service o f Pittsburgh, 1957.
'” A. H. Brayfield and W. H. Crockett, “Employee Attitudes and Performance”, 
Psychological Bulletin, vol. 52, 1955, pp. 396-428.
'*̂ N. C. Morse, “Satisfaction in the white collar job”, University o f Michigan, Survey 
Research Center, Ann Arbor, 1953.
'” F. Herzberg et al.. The Motivation to Work. New York: John Willy & Sons, 1952.
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In a study conducted by Stockford and Kunze (1950) on psychology and pay check 
explored that because of lower ambition and financial need women employees are 
more satisfied than male employees.

The study conducted by Jurgensen (1947) on selected factors which influence job 
preferences reported that good relation with colleagues is more important than nature 
of work, salary, job status and promotional opportunity.'^^

Blum and Russ (1942) found that job security was rated as the most important 
incentives to motivation as perceived by the employees.’ *̂

Cole (1940) conducted a survey on employee attitude and found that men had greater 
job satisfaction than women.

Vermon (1931) found that the need satisfaction studies emphasized that if the job 
failed to gratify employees’ needs of various categories, need-deprivation would tend 
to cause absenteeism. Faiir salary, pleasant working conditions, good team-work, 
participation, feeling of belongingness, opportunity for conversation, and ego- 
involvement were observed as factors affecting job satisfaction.'®”

In a study conducted by Putnam (1930) on improving employee relations explored 
that the relationship between the first line supervisors and the individual workman is 
more important in determining the attitude, morale, general happiness and efficiency 
of employees than any other single factor.'^’

O. Stockford, and K. R. Kunze, “Psychology and Pay Check”, Personnel, vol. 27, 1950, 
jp. 129-143.

E. Jurgensen, “Selected Factors Which Influence Job Preferences”, Journal o f Applied 
Psychology, vol. 31, no. 6, 1947, pp. 553-563.

Blum, and J. Russ, “A Study of Employee Attitudes Towards Various Intensives”, 
Personnel. 1942, pp.l9,348-444.
'̂ ^R. J. Cole, “A survey of employee attitude, public Opinion”, Quarterly  ̂vol. 4, 1940, pp. 
494-506.
'“ H. M. Vermon, and T. Bedford, “The Absenteeism of Miners in Relation to Short-time and 
Other Conditions”, Industrial Health Research Board, Report No. vol. 62, H.M.S.O., London. 
193’1.
'®’M. L. Putnam, “Improving Employee Relations”, Personnel Journal, vol. 8, 1930, pp. 314
325.
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3.1 Research Settings

Research results may vary due to differences in bani<ing organizations. For this 
reason, it is significant to give a profile of the sample banks. Among the public and 
private sector commercial banks currently in operation in Bangladesh, two banks were 
selected from public sector and twenty banks were selected from private sector 
randomly for the purpose of the present study. In the following paragraphs, a brief 
profile for each o f the sample banks has been presented alphabetically.

3.1.1 Selected Banks Profile

Public Sector Commercial Banks 

Janata Bank Limited'^^

Janata Bank Limited, one of the state owned commercial banks in Bangladesh, has an 
' authorized capital of Tk. 20000 million (approx. US$ 289.85 million), paid up capital 
of Tk. 5000.00 million, reserve of Tk.8202.00 million and retained surplus Tk.
2737.00 million. The Bank has a total asset o f Tk. 282423.00 million as on 30'*’ 
'November 2009. Immediately after the emergence of Bangladesh in 1971, the 
erstwhile United Bank Limited and Union Bank Limited were renamed as Janata 
Bank. On Is"* November, 2007 the bank has been corporatized and renamed as Janata 
Bank Limited. Janata Bank Limited operates through 851 branches including 4 
overseas branches at United Arab Emirates. It is linked with 1202 foreign 
correspondents all over the world. The Bank has more than 13 thousand employees. 
The mission of the bank is to actively participate in the socio- economic development 
o f the nation by operating a commercially sound banking organization, by providing 
credit to viable borrowers, by delivering efficient service and by competitive pricing, 
simultaneously protecting depositors’ funds and providing a satisfactory return on 
equity to the owners.

CHAPTER THREE

METHODOLOGY AND PROCEDURES

http://www.janatabank-bd.com, accessed January 15, 2010.
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Soon after independence of the countiy Sonali Bank emerged as the largest and 
leading Nationalized Commercial Bank by proclamation of the Banks'Nationalization 
Order 1972 (Presidential Order-26) liquidating the then National Bank of Pakistan, 
Premier Bank and Bank of Bhwalpur. As a fully state owned institution, the bank had 
been discharging its nation-building responsibilities by undertaking government 
entrusted difTerent socio-economic schemes as well as money market activities of its 
own volition, covering all spheres of the economy. The bank has been converted to a 
Public Limited Company with 100% ownership of the government and started 

functioning as Sonali Bank Limited from November 15, 2007 taking over all assets, 
liabilities and business of Sonali Bank. After corporatization, the management of the 
bank has been given required autonomy to make the bank competitive & to run its 
business effectively. It has around 21,839 employees. The bank operates a total of 
1184 branches including branches in urban areas-341, rural areas- 841, and overseas 
branches-2. Its Authorized Capital is Taka 10.00 billion and Paid-up Capital is Taka
09.00 billion. .

Private Sector Commercial Banks

AB Bank Limited'^^

AB Bank Limited, the first private sector bank was incorporated in Bangladesh on 
31st December 1981 as Arab Bangladesh Bank Limited and started its operation with 
effect from April 12, 1982. The bank has Authorized Capital of Taka 2000 million 
and its Paid-up Capital is Taka 743 million. During the last 27 years, AB Bank 
Limited has opened 77 Branches in different Business Centers of the country, one 
foreign Branch in Mumbai, India and also established a wholly owned Subsidiary 
Finance Company in Hong Kong in the name of AB International Finance Limited. 
To facilitate cross border trade and payment related services, the Bank has 
correspondent relationship with over 220 international banks o f repute across 58 
countries of the World. Vision Statement of the bank is "To be the trendsetter for 
innovative banking with excellence & perfection", and the mission is to be the best 
performing bank in the country.

Sonali Bank Limited'^^

http://www.sonalibank.com.bd, accessed January 15,2010. 
http://www.abbank.com.bd, accessed January 15,2010.
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Bank Asia Limited started its operation on November of 1999. Us Authorized 
Capital is Taka 4450 million and Paid-up Capital is Taka 1744 million. It operates 32 
branches. The bank employs 720 employees including 703 officers and 17 non
officers.

BRAC Bank’̂ *̂

BRAC Bank was established on 4**’ July 2001 with a view to " Building a profitable 
and socially responsible financial institution focused on Markets and Business with 
growth potential, thereby assisting BRAC and stakeholders in building a "just, 
enlightened, healthy, democratic and poverty free Bangladesh". Its Authorized Capital 
is Taka 1000 million and Paid-up Capital is Taka 250 million. BRAC Bank employs 
5906 people including 3489 officers and 2417 non-officers.

City Bank'^^

City Bank is one of the oldest private Commercial Banks operating in Bangladesh. It 
is one of the oldest five top Commercial Banks in the country which started their 
operations in 1983. The Bank started its journey on 27th March 1983 through opening 
its first branch at B. B. Avenue Branch in the capital, Dhaka city. It was the visionary 
entrepreneurship of around 13 local businessmen who braved the immense 
uncertainties and risks with courage and zeal that made the establishment & for>vard 
march of the bank possible. Those sponsor directors commenced the journey with 
only Taka 3.4 crore worth of Capital, which now is a respectable Taka 330.77 crore as 
capital & reserve. The bank currently has 84 online branches and 5 SME centers 
spread across the length & breadth of the country that include a full fledged Islami 
Banking branch. Besides these traditional delivery points, the bank is also very active 
in the alternative delivery area. It currently has 25 ATMs of its own; and ATM 
sharing arrangement with a partner bank that has 225 ATMs in place; SMS Banking; 
Interest Banking and so on. Soon its Customer Call Center is going to start operation. 
It employs 1993 people including 1405 officers and 588 non-officers.

Bank Asia Limited*®^

^00 v^oolr, 'Siftsin, ^oolr I

http://www.bracbank.com, accessed January 15, 2010. 
http://wvifw.thecitybank.com.bd, accessed January 15,2010.
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Dutch'Bangla Bank started its operation on 3'^ June 1996 and it is Bangladesh's first 

joint venture bank . Its Authorized Capital is Taka iOOO million and Paid-up Capital is 

Taka 1000 million. It has 49 branches and 789 employees. The bank was an effort by 

local shareholders spearheaded by M Sahabuddin Ahmed (founder chairman) and the 

Dutch company FMO. From the outset, the bank has been focusing on financing high- 

growth manufacturing industries in Bangladesh, DBBL was the first bank in 

Bangladesh to be fully automated. The Electronic-Banking Division was established 

in 2002 to undertake rapid automation and bring modem banking services into this 

field. Full automation was completed in 2003 and hereby plastic money introduced to 

the Bangladeshi masses. DBBL also operates the nation's largest ATM fleet and in the 

process drastically cuts consumer costs and fees by 80%. DBBL's other focus is 

Corporate Social Responsiblity (CSR). Even though CSR is now a cliche', DBBL is 

the pioneer in this sector and termed the contribution simply as 'social responsiblity'. 

Due to its investment in this sector, DBBL has become one of the largest donors and 

the largest bank donor in Bangladesh. The bank has won numerous international 

awards by virtue of its unique approach as a socially conscious bank. The mission of 

the bank is- Dutch-Bangla Bank engineers enterprise and creativity in business and 

industry with a commitment to social responsibility. "Profits alone" do not hold a 

central focus in the Bank's operation; because "man does not live by bread and butter 

alone". Dutch-Bangla Bank dreams of better Bangladesh, where arts and letters, sports 

and athletics, music and entertainment, science and education, health and hygiene, 

clean and pollution free environment and above all a society based on morality and 

ethics will make all our lives worth living. DBBL's essence and ethos rest on a 

cosmos o f creativity and the marvel-magic of a charmed life that abounds with spirit 

o f  life and adventures that contributes towards human development.

Dutch-Bangla Bank Limited'^^

http://www.dutchbanglabank.com, accessed January 15, 2010.
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Tracing its origin back to 1992, EBL is serving the individual and corporate clientele 

alike with remarkable success offering innovative banking services since then. The 

vision of the bank is to become the bank of choice by transforming the way we do 

business and by developing a truly unique financial institution that delivers superior 

grovrth and financial performance and be the most recognizable brand in the financial 

services in Bangladesh. It has some missions as delivering service excellence to all 

our customers, both internal and external, challenging own systems, procedures and 

training to maintain a cohesive and professional team in order to achieve service 

excellence, and create an able environment and embrace a team based culture where 

people will excel. We will ensure to maximise shareholder’s value. The EBL 

Management Team or Management Committee (ManCom) comprises a group of 

eleven people and each of them comes with an international working background and 

is committed to leveraging their experiences to take EBL to greater heights by 

ensuring top line revenues with dynamic capabilities. It has 30 branches and 716 

employees including 653 officers and 63 non-officers. Its Authorized Capital is Taka 

3300 million and Paid-up Capital is Taka 1035 million.

Eastern Bank Limited (EBL)'^^

HSBC’™

HSBC is one o f the largest banking and financial services organizations in the world. 

It started its operation in Bangladesh on 17 Decemberl996. Presently it has 8 

branches, I cash booth and 22 ATM booths. HSBC's international network comprises 

around 8,500 offices in 86 countries and territories in Europe, the Asia-Pacific region, 

the Americas, the Middle East and Africa. With listings on the London, Hong Kong, 

New York, Paris and Bermuda stock exchanges, shares in HSBC Holdings pic are 

held by around 220,000 shareholders in 119 countries and territories. The shares are

http://www.ebl-bd.com, accessed January 15,2010.
http://www.hsbc.com, accessed January 15,2010.
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traded on the New York Stock Exchange in the form of American Depositary 

Receipts. The HSBC Group has an international pedigree which is unique. Many of 

its principal companies were opened for business over a century ago and they have a 

history which is rich in variety and achievement. The HSBC Group is named after its 

founding member, The Hongkong and Shanghai Banking Corporation Limited, which 

was established in 1865 to finance the growing trade between China and Europe. Its 

Paid-up Capital is Taka 2565 million.

IFIC Bank*’*

International Finance Investment and Commerce Bank Limited (IFlC Bank) is a 

banking company incorporated in the People's Republic of Bangladesh with limited 

liability. It was set up in 1976 as a joint venture between the Government of 

Bangladesh and sponsors- in the private sector with the objective of working as a 

finance company within the country and setting up joint venture banks/financial 

institutions abroad. The Government held 49 per cent shares and the sponsors and 

general public held the rest 51 per cent. In 1983 when the Government allowed banks 

in the private sector, IFIC was converted into a full-fledged commercial bank. The 

Government of the People’s Republic of Bangladesh now holds 35% of the share 

capital o f the Bank. Leading industrialists of the country having vast experience in the 

field of trade and commerce own 34% of the share capital and the rest is held by the 

general public. The missions o f the Bank include providing service to the clients with 

the help of a skilled and dedicated workforce, committed to the welfare and economic 

prosperity o f the people and the community, and in an intensely competitive and 

complex financial and business environment, it particularly focuses on growth and 

profitability of all concemed. It has 69 branches and employs 2070 people including 

1458 officers and 612 non-officers. The bank has Authorized Capital of Taka 1600 

million and Paid-up Capital is Taka 1342 million. ,

http://wvuw.ificbankbd.com, accessed January 15,2010.
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Islami Bank Bangladesh Limited 172

The establishment of Islami Bank Bangladesh Limited on March 13, 1983, is the true 

reflection o f the inner urge of its people, which started functioning from March 30, 

1983. This Bank is the first of its kind in Southeast Asia. It is committed to 

conducting all banking and investment activities on the basis of interest-free profit- 

loss sharing system. In doing so, it has unveiled a new horizon and ushered in a new 

silver lining of hope towards materializing a long cherished dream of the people of 

Bangladesh to do their banking transactions in line with what is prescribed by Islam. 

With the active co-operation and participation of Islamic Development Bank (!DB) 

and some other Islamic banks, fmancial Institutions, govemment bodies and eminent 

personalities of the Middle East and the Gulf countries, Islami Bank Bangladesh 

Limited has by now earned the unique position of a leading private commercial bank 

in Bangladesh. Aims and Objectives of the bank include conducting interest-free 

banking, establishing participatory banking instead of banking on debtor-creditor 

relationship, investing on profit and risk sharing basis, accepting deposits on 

Mudaraba & A\-Wadeah basis, establishing a welfare-oriented banking system, 

extending co-operation to the poor, the helpless and the low-income group for their 

economic upllf^ment, playing a vital role in human development and employment 

generation, contributing towards balanced growth and development o f the country 

through investment operations particularly in the less developed areas, and 

contributing to achieving the ultimate goal of Islamic economic system. Its 

Authorized Capital is Tk.10,000.00 million and Paid-up Capital is Tk.6,177.00 

million. Number of Branches of the bank are 211. It employs 9616 people.

hnp://wvinM.is1amibankbd.com, accessed Januaiy 15,2010.
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National Bank Limited was bom as the first hundred percent Bangladeshi owned 

Bank in the private sector. From the very inception, it was the firm determination of 

National Bank Limited to play a vital role in the national economy. We are 

determined to bring back the long forgotten taste of banking services and flavors. We 

want to serve each one promptly and with a sense of dedication and dignity. The then 

President of the People's Republic of Bangladesh Justice Ahsanuddin Chowdhury 

inaugurated the bank formally on March 28, 1983 but the first branch at 48, Dilkusha 

Commercial Area, Dhaka started commercial operation on March 23, 1983. The 2nd 

Branch was ojjened on 11th May 1983 at Khatungonj, Chittagong. At present, NBL 

has been carrying on business through its 106 branches spread all over the country. 

Since the very beginning, the bank has exerted much emphasis on overseas operations 

and handled a sizable quantum of home bound foreign remittance. It has been drawing 

arrangements with 415 correspondents in 75 countries o f the world, as well as with 37 

overseas Exchange Companies located in 13 countries. NBL was the first domestic 

bank to establish agency arrangements with the world famous Western Union in order 

to facilitate quick and safe remittance of the valuable foreign exchanges earned by the 

expatriate Bangladeshi nationals. This means that the expatriates can remit their hard- 

earned money to the country with much ease, cbnfidence, safety and speed. Vision of 

the bank is to ensure highest standard o f clientele services through the best application 

of the latest information technology, to make due contribution to the national 

economy and establishing itself firmly at home and abroad as a front ranking bank of 

the country.

Niational Bank'Limited”^

http://vmw.nb1bd.com, accessed JanuaiV IS , 2010.
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National Credit and Commerce Bank Ltd. bears a unique history of its own. The 

organization started its journey in the financial sector of the country as an investment 

company back in 1985. The aim of the company was to mobilize resources from 

within and invest them in such way so as to develop country's Industrial and Trade 

Sector and play a catalyst role in the formation of capital market as well. Us 

membership with the browse helped the company to a great extent in this regard. The 

company operates 54 branches. Its Authorized Capital is Taka 2500 million and Paid- 

up Capital is Taka 1758 million. Its mission is to mobilize financial resources from within 

and abroad to contribute to Agricultures, Industry & Socio-economic development of the 
country and to pay a catalytic role in the formation of capital market, and the vision of the 
bank is to become the Bank of choice in serving the Nation as a progressive and Socially 
Responsible Financial Institution by bringing credit & commerce together for profit and 

sustainable growth. It employs 1350 employees including 1050 officers and 300 non- 

ofTtcers.

ONE Bank Limited*’®

ONE Bank Limited was incorporated in May, 1999 with the Registrar of Joint Stock 
Companies under the Companies Act. 1994, as a commercial bank in the private sector. The 
name 'ONE Bank* is derived from the insight and long cherished feelings of the promoters to 
reach out to the people of all walks of life and progress together towards prosperity in a spirit 
of oneness. The visions of the bank include establishing ONE Bank Limited as a Role Model 

in the Banking Sector of Bangladesh and meeting the needs of our Customers, providing 
fulfillment to our People and creating Shareholder Value. Missions of OBL are: to constantly 
seek to better serve our Customers, to be pro-active in performing our Social Responsibilities, 
to review all business lines regularly and develop the Best Practices in the industry, and 
ensure working environment to be supportive of Teamwork, enable the Employees to perform 
to the very best of their abilities. It has 30 branches and employs 782 people. Its Authorized 

Capital is Taka 1200 million and Paid-up Capital is Taka 1299 million.

NCC Bank Limited’’^

http://www.nccbank.com.bd, accessed January 15, 2010. 
http://wwvtf.onebankbd.com, accessed January 15,2010.
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Prime Bank was established on 17* April in 1995. The bank has its Authorized 

Capital o f Taka 4000 million and Paid-up Capital of Taka 2844 million. It operates 65 

branches and employs 1565 employees including 1544 officers and 21 non-officers.

Prime Bank Limited’’^

177Shahjaiai Islami Bank Limited (SJIBL)

Shahjalal Islami Bank Limited (SJIBL) commenced its commercial operation in 

accordance with principle of Islamic Shariah on the 10th May 2001 under the Bank 

Companies Act, 1991. During last eight years SJIBL diversified its service coverage 

by opening new branches at different strategically important locations across the 

country offering various service products both investment & deposit. Islamic 

Banking, in essence, is INTEREST-FREE banking business. It generates real income 

and thus boosts GDP of the economy. The vision of the bank is to be the unique 

modem Islami Bank in Bangladesh and make significant contribution to the national 

economy and enhance customers' trust & wealth, quality investment, employees’ 

value and rapid growth in shareholders' equity. Its Authorized Capital is Tk. 4,000 

million and Paid up Capital is Tk. 2,245.98 million. It has 51 Branches. The bank has 

around 1109 employees.

Social Islami Bank Limited^^^

The formal corporate sector, this bank would, among others, offer the most up-to date 

banking services through opening o f various types of deposit and investment 

accounts, financing trade, providing letters of guarantee, opening letters of credit, 

collection of bills effecting domestic and international transfer, leasing of equipment 

and consumer durables, hire purchase and installment sale for capital goods, 

investment in low-cost housing and management of real estates, participatory

ôo<i-̂ ooy, iims, ’ijw, ôoir i
http://wvi?w.shahjalalbank.com.bd, accessed January 15,2010.

178 Ihttp://www.siblbd.com, accessed January 15, 2010.
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investment in \arious industrial, agricu\tura\ , transport, educationai and health 

projects and so on. In the Non-formal non-corporate sector, it would, among others, 

involve in cash Waqf Certificate and development and management of WAQF and 

MOSQUE properties, and Trust funds. The missions of the bank are high quality 

financial services the latest technology, fast, accurate and satisfactory customer 

service, balanced & sustainable growth strategy, optimum return on shareholders' 

equity, introducing innovative Islamic Banking products, attracting and retaining high 

quality human resources, empowering real poor families and creating local income 

opportunities, and providing support for social benefit organizations - by way of 

mobilizing funds and social services. It vision- Social Islami Bank Ltd started its 

journey with the concept of 21*' Century Islamic participatory three sector banking 

model: i) Formal Sector- Commercial Banking with latest technology; ii) Non-Formal 

Sector - Family Empowerment Micro-Credit & Micro-enterprise program and iii) 

Voluntary Sector - Social Capital mobilization through CASH WAQF and others. 

Finally, "Reduction of Poverty Level" is our Vision, which is a prime object as stated 

in Memorendum of Association of the Bank with the commitment "Working Together 

for a Caring Society".

Southeast Bank Limited^^^

Southeast Bank Limited is a scheduled commercial bank in the private sector 

established under the ambit of Bank Company Act, 1991 and incorporated as a Public 

Limited Company under Companies Act, 1994 on March 12, 1995. The Bank started 

commercial banking operations on May 25, 1995. During this short span of time the 

Bank has succeeded in positioning itself as a progressive and dynamic financial 

institution in the country. The bank has been widely acclaimed by the business 

community, from small entrepreneurs to large traders and industrial conglomerates 

including the top-rated corporate borrowers, for its forward - looking business outlook 

and innovative financial solutions. Thus within this very short period of time it has 

been able to create an image and earn significant reputation in the country’s banking 

sector as a Bank with Vision. Presently, it has 46 branches. Southeast Bank Limited

http://www.sebankbd.com, accessed January 15, 2010.
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has been licensed by the Government o f Bangladesh as a Scheduled commercial bank 

in the private sector in pursuance of the policy of liberalization of banking and 

financial services and facilities in Bangladesh. In view of the above, the Bank, within 

a period o f 14 years of its operation, achieved remarkable success fully meeting 

capital adequacy requirement of Bangladesh Bank. As evident from the financial 

statements for the last 10 years, it has been growing rapidly as one of the leaders of 

the new generation banks in the private sector in term of business and profitability. 

Number o f Branches of the bank are 46 as on 31/12/2008 and it employs 1231 

persons as on 31/12/2008. its Authorised Capital is Taka 3,500.00 million and Paid- 

up Capital is Taka 2,852.20 million.

Standard Bank Limited (SBL)'*®

Standard Bank Limited (SBL) was incorporated as a Public Limited Company on 

May 11, 1999 under the Companies Act, 1994 and the Bank achieved satisfactory 

progress from its commercial operations on June 03, 1999. SBL has introduced 

several new products on credit and deposit schemes. It also goes for Corporate and 

Retail Banking etc. The Bank also participated in fund Syndication with other Banks. 

Through all these myriad activities SBL has created a positive impact in the Market. 

Vision o f the bank is- the bank would serve as partner and advisor of the clientele in 

trade, commerce and industry. The objectives o f the bank are to be a djuamic leader 

in the financial market in innovating new products as to the needs of the society, to 

earn positive economic value addition (EVA) each year to come, to top the list in 

respect of cost efficiency of all the commercial Banks, and become one of the best 

financial institutions in Bangladesh economy participating in the most significant 

segments o f business market that we serve. It has about 39 branches. It has 655 

employees including 490 officers and 165 non-officers. It has Authorized Capital of 

Taka 3000 million and Paid-up Capital of Taka 1967 million.

http://www.standardbankbd.com, accessed January 15, 2010.
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standard Chartered Bank’*’

Standard Chartered Bank is the largest international bank in Bangladesh with 25 

Branches and 50 ATMs; employing over 1,300 people. Standard Chartered Bank 

started its journey in Bangladesh in 1905. It is the only foreign bank in the country 

present in 6 cities -  Dhaka, Chittagong, Khulna, Sylhet, Bogra and Narayanganj 

including the country's only offshore banking units inside Dhaka Export Processing 

Zone (DEPZ) at Savar and Chittagong Export Processing Zone (CEPZ). It has around 

1134 employees including both officers and non-officers. It operates 27 branches and 

41 ATM booths.

United Commercial Bank Ltd.’*̂

United Commercial Bank Ltd. started its journey on 29̂ *' June 1983. Its Authorized 

Capital is Taka 1000 million and Paid-up Capital is Taka 299 million. The bank has a 

total of 84 branches around the country with 2260 employees including 1474 officers 

and 786 non-officers.

Uttara Bank Limited’^̂

UBL is one o f the largest private banks in Bangladesh established on 28* January 

1965 under the name of Eastern Banking Corporation and later in 1972 it was 

nationalized and named as UBL. It operates through 211 fully computerized branches 

ensuring best possible and fastest services to its valued clients. The bank has more 

than 600 foreign correspondents worldwide. Total number of employees is nearly 

3,562. The Board of Directors consists of 13 members. The bank is headed by the 

Managing Director who is also the Chief Executive Ofilcer. Its Authorized Capital is 

Taka 1600 million and Paid-up Capital is Taka 800 million.

http://www.standardchartered.com/bd, accessed January 15,2010.
fl i!,00 V̂OQlr, M t

http://www.uttarabank-bd.com, accessed January 15,2010.
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3.2 The Study Variables

The variables covered in the study are as follows:

Independent variables:

• Type of ownership of the banks i.e., public and private sectors;

• Job-status of the employees i. e., officer and non-officer;

■ Personal variables such as sex, marital status, educational qualification, age 

and experience;

■ Job-related variables such as working hours, salary, work, promotion, 

supervision and co-workers; and

■ Variables outside the job such as personal life, family life and social life. 

Dependent variables:

Main dependent variable:

• Job satisfaction;

Other dependent variables:

• Job involvement; • -

■ Job stress; and

■ Propensity to quit the job.

3.3 Study Population and Sample

3.3.1 Study Population

The study population defined for the research work was limited to the total number of 

employees o f the selected (proportionally) two public and twenty private sector banks 

o f Bangladesh, i.e., 77,165 as on 30* June 2008.'®'’ The information regarding the 

employees o f the selected banks (Appendix-A) was obtained from the year book of 

‘Activities o f the Banks and Financial Institutions’ e "SiR? 2007-

2008, published by Finance Department, Ministry of Finance, Government of 

People’s Republic of Bangladesh, published in the year o f 2008.

0̂0V̂ oolf, ôolr I

56

Dhaka University Institutional Repository



3.3.2 Sample Design

3.3.2.1 Selection of the Number of Commercial Banks
Total number of commercial banks in Bangladesh = 43
Total number of public sector commercial banks = 4
Total number of private sector commercial banks = 39
50% number of the public sector commercial banks = 4 x 50% = 2
50% number of the private sector commercial banks 39 x 50% = 19.5 = 20 rounded
to the next higher integer

3.3.2.2 Sample Size Determination'^^
The sample size has been determined considering the following assumptions:
a) Total number of employees is selected randomly from the public and private 

sector commercial banks.

b) The sample percentage is normally distributed.

Here, given study population size N = 77,165 (Total number of employees of the 
selected public (02) and private (20) sector commercial banks is 77,165)

The desired sample size ‘n’Vould be n =

Where, n = size o f the sample;

p  -  estimated proportion of successes, here it is 50% i.e., 0.5;

g = 1 ~p, or estimated proportion o f failures, i.e., 1 - 0.5 = 0.5;

z = standard normal deviate, usually set at 1.96 corresponds to 95% confidence

limit;

D = level of precision, here it is 0.05.

Therefore, the sample size rt =

= 05(0.5)(1.96)^
(0.05)'

= 384.16

= 385 rounded to the next higher integer

Naresh K. Malhotra, Marketing Research: An Applied Orientation, 4'’’ ed. (Upper Saddle 
River, NJ USA and Dorling Kindersley Ltd. London UK; Pearson Prentice Hall, 2006);376- 
378.
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3.S.2.3 Allocation of Sample Size in Different Strata under 
Proportional Allocation Method
The distribution of the bank employees is shown below:
Total number of employees o f the selected public (02) and private (20) sector 
commercial banks is 77,165, i.e., N = 77,165
TotaJ number of employees of the selected public sector commercial banks (02) is 
35,415, i.e., Ml = 35,415, (having Officer 18,343, i.e., 51.79% and Non-officer 
17,072, i.e., 48.21% of the total selected public sector commercial banks employees); 
and Total number of employees of the selected private sector commercial banks (20) 
is 41,750, i.e., N2 = 41,750, (having Officer 32,512, i.e., 77.87% and Non-officer 
9,238, i.e., 22.13% of the total selected private sector commercial banks employees).

Hence, the overall sampling fraction is /=  = -------- = 0.0050 = 0.50%
N  77,165

Thus, employing the formula nh <x> Nh, or, nh = -^  x Nh (h = 1,2)
N

For public sector bank employees, i.e., nl = —  x N1
N

77,165

= 176.70 = 177 rounded to the next higher integer 

(Officer = 177 X 51.79% = 91.67 = 92 rounded to the next higher integer, and Non

officer 177 X 48.21% = 85.33 = 85 rounded to the integer)

For private sector bank employees, I.e., n2= — x N2
N

X 41,750
77,165

= 208.30 = 208 rounded to the integer

(Officer = 208 x 77.87% = 161.97 = 162 rounded to the next higher integer, and Non
officer 208 x 22.13% = 46.03 = 46 rounded to the integer)
Thus, using SRS, we have selected 177 (Officer 92 and Non-officer 85) employees 
from stratum 1 (Public Sector Commercial Banks), and 208 (Officer 162 and Non
officer 46) from stratum 2 (Private Sector Commercial Banks) to make up a total of n 
-  385. Here, both strata have a uniform sampling fraction = 0.50%, that equals the

385overall sampling fraction / ( = -------- ), i.e., sampling fraction is the same for all
77,165

strata.
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3.4.1 Sources of Data
The research data have been collected from both primary and secondary sources.

3.4.2 Survey Method
The survey method was personal interviewing.

3.4.3 Survey Questionnaire
The data required for the study were obtained by administering a questionnaire which 

included the following eight parts;

The Brayfleld-Rothe Scale

The Brayfield'Rothe Scale (Brayfield and Rothe, 1951) is a widely used scale for 

measuring overall job satisfaction of the employees. In the present study, this scale 

was used (Appendix B). This scale consisted of 18 items in relation to job satisfaction. 

Each item could be replied by checking any one o f the five answers, ‘strongly agree’, 

‘agree’, ‘undecided’, ‘disagree’ and ‘strongly disagree’. The items were designed in 

such a manner that the satisfied end of the scale was indicated by ‘strongly agree’ and 

‘agree’ for one half o f items and ‘disagree’ and ‘strongly disagree’ for the other half 

The neutral response was undecided. The scoring weight for each item ranged from I 

to S and the possible total scores varied from 18 to 90 with the undecided or neutral 

point at 54. A total score on or above neutral point represents ‘job satisfaction’ and a 

score falling below this point represents ‘job dissatisfaction’.

Brayfield and Rothe (1951) reported a split-half reliability coefficient of .87 for this 

scale for a sample o f 231 female clerical employees. Conoeming validity, they 

reported a correlation o f .93 between the Brayfield-Rothe Scale and the Hoppock 

Blank (1935). Brayfield et al., (1957) found for this scale correlation coefficients of 

.40 with the Science Research Associate Employee Inventory (1952), .32 with the 

Weitz Test o f General Satisfaction (1952) and .49 with the Rundquist-Sletto Morale

3.4 Data Collection Method
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Scale (1936) for a group of 41 male city government employees. Test-retest reliability 

coefficient o f the scale was f=.63, which was highly significant (p<.001). The 

reliability and validity o f the scale are quite high. Khaleque and Wadud (1984) and 

l laquc (1991) used this scalc in Bangladesh and got high reliability of the scale.

The Job Involvement Scale

To measure the job involvement of the employees of the banks, the Job Involvement 

Scale developed by Lodhal and Kejner (1965) was used (Appendix B). This is a 

questionnaire consisting of 6 statements with 5 alternative response options dealing 

with an individual’s attitude towards his/her job involvement. The 5 alternative 

responses are, ‘strongly agree’, ‘agree’, ‘undecided’, ‘disagree* and ‘strongly 

disagree’. The range of possible score is 6-30. The neutral point is at 18.

Scale to M easure Job Stress

A questionnaire was constructed to measure the perceived job stress of the employees 

with a single itemed 5-point scale consisting o f five alternative statements (Appendix 

B). The respondents were requested to indicate their perceived job stress by putting a 

tick mark in the appropriate point of the scale. The alternative statements 

regarding perceived job stress are ‘Heavy stress is felt’, ‘ Enough stress is felt’, ‘Stress 

is felt in accordance with job’, ‘Some what stress is felt’ and ‘No stress is felt at all’.

Scale to M easure Propensity to Quit the Job

To measure the propensity to quit the job o f the employees, a questionnaire with a 

single itemed 5-point scale consisting o f 5 alternatives, was used (Appendix B). The 

respondents were requested to choose one statement by putting a tick (N) mark in the 

appropriate point o f the scale. The alternative statements regarding propensity to quit 

the job are ‘I intend to leave the job as soon as possible’, ‘I will leave if something 

better turns up’, ‘Undecided’, ‘I will leave only if an exceptional opportunity turns 

up’ and ‘I want to do job with this bank until I retire’.
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The Job Descriptive Index (JDI)

The Job Descriptive Index (JDI), created by Smith, Kendall, and Hulin (1969), is a 

specific questionnaire for measuring Job attitudes of the employees that has been 

widely used (Appendix B). This scale measures one’s job attitude in five facets: work, 

pay, promotion, supervision and co-workers. The scale is simple, respondents answer 

either ‘yes’, ‘no’ or ‘can’t decide’ (indicated by ‘? ’) in response to whether given 

statements accurately describe one’sjob.

Personal Information of the Respondent

The questionnaire was constructed to obtain the basic personal information of the 

respondents (Appendix B). This section include nine items as the ownership of the 

bank, status, sex, marital status, educational qualification, age, experience, working 

hours and salaiy of the respondents.

Scale to Measure Happiness in Personal Life, Family Life and Social Life

To measure the happiness score of personal life, family life and social life, a scale was 

developed by the researcher (Appendix B). The scale consisted of three statements 

regarding respondent’s ‘personal life’, ‘family life’ and ‘social life’, which are 

intimately related to Job satisfaction. Each statement has 5 alternative answers, those 

are, ‘strongly agree’, ‘agree’, ‘undecided’, ‘disagree’ and ‘strongly disagree’. The 

respondents were requested to indicate the degree of their agreement or disagreement 

with each statement by putting a tick (^) mark in one of the 5 answer categories.

Open Ended Questionnaire

This section includes three open ended questions which are: ‘Why do you like the 

present Job?’, ‘What problems do you face in the present Job?’, and ‘What are your 

suggestions to remove the problems you face in the present job?’ The respondents 

were requested to mention three significant answers to those questions (Appendix B).
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3.4.4 Questionnaire Pretesting
■ Reliability o f the scale was assessed by using test*retest reliability approach.

• Validity was assessed by examining content (face) validity.

3.5 Pilot Survey

The main purpose of the pilot survey was to find out the weakness and workability 

of the instrument /  questionnaire of the study. The pilot sur\'ey was conducted among 

36 employees from 6 branches of two public sector banks viz: Sonali Bank Limited 

and Janata Bank Limited and two private sector banks viz: National Credit & 

Commerce Bank Limited and Social Islami Bank Limited from Dhaka city and 

Tangail and Lakshmipur districts. The pilot survey covered both officers and non- 

ofTicers from different categories. The pilot survey was conducted by the researcher 

himself and the researcher comprehensively discussed with different levels of 

employees regarding'the instrument / questionnaire of the study. The observations of 

the pilot survey are as below:

1) Most of the sections and terms o f the questionnaire were satisfactory;

2) Some of the sections and terms of the questionnaire were ambiguous to 

the respondents;

3) Some of the questions were irrelevant to the study;

4) Some sections of the questionnaire were designed in 7-point scale,

which created a problem in expressing the respondents’ feeling.

On the basis of the above mentioned observations suitable words were used and

necessary modifications were made in the questionnaire; and the questions which 

were in 7-point scale were reduced to 5-point scale. After necessary clarification in 

the questionnaire, it was decided to conduct the final survey. The respondents covered 

in the pilot survey were not included in the final survey.
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• Training: The fieldworkers were given sufficient training by the researcher 

himself.

■ Supervision: Supervision of the fieldworkers was done by the researcher 

himself

■ Verification: Data were verified by the researcher himself

3.7 Data Analyses

Data were analysed through computer using Statistical Package for Social Science 

(SPSS) developed by Nie et al., (1975). Before feeding the data into computer, all 

data were converted into numerical codes. The following analyses were made:

Two-way analysis of variance (ANOVA) was applied to examine whether job 

satisfaction, job involvement, job stress and propensity to quit the job differ according 

to the type of organizations and levels of employees.

Two-group t test was applied to compare the personal variables, job related variables 

and variables out side the job which are in ratio and interval scale.

Chi-square test, cross-tabulation and clustered bar chart were applied to compare 

between the persona! variables of public and private sector bank employees which are 

in nominal and ordinal scale.

3.6 Fieldwork

■ Fieldw orkcrs: 20 fieldworkers, studying at Honours and Masters Level

levels, have been employed to collect data for the study.

63

Dhaka University Institutional Repository



Pearson’s product moment correlation matrix was computed to measure and compare 

between the inter correlations among some major variables of the public and private 

sector bank officers and non-officers.

Step-wise regression was computed to explore the relative contribution of the 

Independent variables to dependent variables.

Factor analysis was made to reduce the factors of job satisfaction scale of public and 

private sector bank employees.

Rank order was computed to find out and compare between the reasons of liking the 

job, perceived problems in the job and suggestions to remove the problems faced by 

the employees in their job of public and private sector banks.

Simple count,' percentage, mean, standard deviation, standard error mean, etc. were 

calculated to measure and compare the overall job satisfaction/dissatisfaction of 

public and private sector bank"officers and non-officers. . ,

3.8 Procedures

Two public sector and twenty private sector commercial banks as 50% of the 

commercial banks from both public and private sector were selected randomly for the 

purpose of the present study. Data were collected from various districts of three 

divisions of the country. The divisions and districts were selected purposively. Data 

were obtained from both head office and branch offices. 385 respondents from both 

public and private sector banks are proportionately selected as the sample. Data were 

collected by the researcher himself and some students of the researcher. The students 

were recruited from Honours and Masters Level and they were sufficiently trained 

regarding the administration o f the questionnaire and data collection. The entirely 

filled up questionnaire was checked by the researcher. Incomplete questionnaire was 

rejected. Only completely responded questionnaire was used in the study. Data 

coding, entry, analysis and Interpretation have been made by the researcher himself.
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CHAPTER FOUR 

RESULTS AND FINDINGS

4.0 Results and Findings

TABLE 1: Cross-Tabulation of Job-Status and Type of Ownership of the Banks

Type of ownership 
of the banks

Total
PubUc sector Private sector

Count 92 162 254
% within Type of
ownership of the 52.0% 77.9% 66.0%
banks
Count 85 46 131
% within Type of
ownership of the 48.0% 22.1% 34.0%
banks
Count 177 208 385
% within Type of
ownership of the 100.0% 100.0% 100.0%
banks

Job-status of the 
respondents

Officers

Total

Figure 1: Clustered Bar C hart o f Job-Status of Public and Private Sector Banks

Type of ownership

soctor 
BBwvmp sector

OHiOor Non-otficef

Job-status of the respondents
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Interpretation of the Cross-Tabulation and Clustered B ar C hart

From the table-1 and flgure-1 it is seen that among 177 public and 208 private sector 

bank respondents there are respectively 92 (52.0%) and 162 (77.9%) officers. Again, 

there are 85 (48.0%) non-officers in the public sector; whereas private sector bank 

includes 46 (22.1%) non-oHlcers.

TABLE 2: Chi-Square Test for Job-Status and Type of Ownership of the Banks

Value df
Asymp, Sig. 

(2-sided)
Exact Sig. 
(2-sided)

Exact Sig. 
(I-sided)

Pearson Chi-Square 
Continuity Correction(a) 
Likelihood Ratio 
Fisher’s Exact Test 
Linear-by-Linear 
Association 
N of Valid Cases

28.591(b) 
27.449 

, 28.833

28.517

385

.000

.000
.000

.000
.000 .000

a Computed only for a 2x2 table
b 0 cells (.0%) have expected count less than 5. The minimum expected count is 60,23. 

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: There is no association o f job-status between the employees, i.e., officers and 

non-officers of public and private sector banks.

H i: There is an association o f job-status betw^een the employees, i.e., officers and 

non-officers of public and private sector banks. [Two-tailed test]

Comnient on Level of Significance:

Based on the observed significance level for the chi-square statistics, null hypothesis 

can be rejected at 5% level o f significance and it can be concluded that there is an 

association of job-status between the employees, i.e., officers and non-officers of 

public and private sector banks. That means job-status of the employees, i.e., officers 

and non-officers and type o f ownership of the banks, i.e., public and private sector are 

not independent. The observed significance level is 0.000, which is less than the 

customary 0.05.
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TABLE 3: CrosS'TabuIation of Sex and Type of Ownership of the Banks

of ownership of the banks

Public sector

Oniccrs
Non-

olTiccrs Total

Private scctor

oniccrs
Not).

ofTiccrs Total
Total

Sex of the Male 
rcsponJenUi

Total

Count
% within Type 
of ownership of 
Ihc banks 

Female Count
% within T>’pc 
o f ownership of 
the banks 
Count
%  within T>pc 
o f ownership of 
the banks

56

60.8TO

36

39.13%

92

100.0?',

72

84.71%

13

15.29%

85

100.0?'.

128

72J%

49

27.7%

177

100.0?'.

114

70.37%

48

29.6394

162

100.0*/.

34

73.91%

12

26.09%

46

100.0?i

148

71.2%

60

28.8%

208

100.0?i

276

71.7"/.

109

28.3%

385

100.0"/i

Figure 2: Clustered Bar Chart of Sex of the Officers of Public and Private Sector 

Banks

Type of ownership

^iFH jbtc sector 

^Sp tivale  sector
Fetrole

Sex of the respondents
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Figure 3: Clustered Bar C hart o f Sex of the Non-ofnccrs of Public and Private

Sector Banks

Type of ownership

| (U > ic  sector 

SfVivalc sector
Male Female

Sex of the respondents 

Interpretation of the Cross-Tabulation and Clustered Bar Chart

From the tabie-3 and figure-2 and 3 it came to be known that of total 92 public and 

162 private sector bank officers, there are respectively 56 (60.87%) and 114 

(70.37%) male; and, 36 (39.13%) and 48 (29.63%) female respondents. On the other 

hand, among 85 public and 46 private sector non-officers there arc 72 (84.71%) and 

34 (73.91%) male, and 13 (15.29%) and 12 (26.09%) female respondents 

respectively.
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TABLE 4: Chi-Squarc Test for Sex and Type of Ownership of the Banks

Value df
Asymp. Sig. 

(2-sided)
Exact Sig. (2- 

sided)
Exact Sig. 
(1-sided)

Pearson Chi-Square .064(b) I .801
Continuity Correction(a) .019 1 .890
Likelihood Ratio .064 1 .801
Fisher’s Exact Test .821 .445
Linear-by-Linear
Association .064 1 .80!
N of Valid Cases 385

a Computed only for a 2x2 table 
b 0 cells (.0%) have expected count less than 5. The minimum expected count is 50.11.

Interpretation of the Results

Hypotheses; The null and the alternative hypotheses are-

Ho: There is no association of sex between the employees, i.e., male and female of 

public and private sector banks.

H i; There is an association of sex between the employees, i.e., male and female of 

public and private sector banks. [Two-tailed test]

Comment on Level of Significance:

Based on the observed significance level for the chi-square statistics, null hypothesis 

can be accepted at 5% level of significance and it can be concluded that there is no 

association of sex between the employees, i.e., male and female of public and private 

sector banks. That means sex of the employees, i.e., male and female and type o f 

ownership of the banks, i.e., public and private sector are independent. The observed 

significance level is 0.801, which is greater than the customary 0.05.

69

Dhaka University Institutional Repository



TABLE 5: Cross-Tabulation of M arital Status and Type of Ownership of the

Banks

Public sector
T>t)c orouTicfship o f  the banks

Ofliccrs
Non-

ofTiccn Total

Private sector

OfTiccrs
Non-

olTiccrs Total
Total

Marital Mairicd 
status o f the 
respondents

Count

Total

% within Type 
of ownership 
o f the banks 

Unmanied Count
% within Type 
of ownership 
of the banks 
Count
% within Type 
of ownership 
of the banks

79

85.87%

13

14.13%

92

tOO.0%

83

97.65%

2

2J5%

85

100.0%

162

9 IJ%

15

8.5%

177

100.0^4

119

73.46%

43

26J4*/.

162

100.0%

25

54J5%

21

45.65%

46

I00.0?'<

14-i

69.2%

64

30.8%

208

100.0%

306

79.5%

79

20J%

385

100.0“/,

Figure 4: Clustered Bar Chart of Marital Status of the Officers of Public and 

Private Sector Banlu

Married Uturanied

Marital status of the respondents

Type of ovmership

iH F \ib tc  seelor 

jSpY ivale sector
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Figure 5: Clustered Bar Chart of Marital Status of the Non-officcrs of Public

and Private Sector Banks

3
o

Type of ownership

H p u b S c  sector 

[ftivale sector
Married UnfTorried

Marital status of the respondents

Interpretation of the Cross-Tabulation and Clustered Bar Chart 

TabIe-5 and figure 4 and 5 reveal that among 92 public and 162 private sector bank 

ofinccrs respectively there are 79 (85.87%) and 119 (73.46%) married, and 13 

(14.13%) and 43 (26.54%) unmarried respondents. Furthermore, of total 85 public 

and 46 private sector bank non-officers, there include 83 (97.65%) and 25 (54.35%) 

married, and 2 (2.35%) and 21 (45.65%) unmarried respondents respectively.
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TABLE 6: Chi-Squarc Test for Marital Status and Type of Ownership of the

Banks

Value df
Asymp. Sig. 

(2-sided)
Exact Sig. 
(2-sldcd)

Exact Sig. 
(I-sided)

Pearson Chi-Square 
Continuity Correction(a) 
Likelihood Ratio 
Fisher's Exact Test 
Linear-by-Linear 
Association 
N of Valid Cases

29.144(b)
27.793
31.284

29.068
385

.000

.000

.000

.000

.000 .000

a Computed only for a 2x2 table
b 0 cells (.0%) have expected count less than 5. The minimum expected count is 36.32. 

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses arc-

Ho: There is no association of marital status between the employees, i.e., married and 

unmarried of public and private sector banks.

Hi: There is an association of marital status beUveen the employees, i.e., married and 

unmarried of public and private sector banks. (Two-tailed test]

Comment on Level of Significance:

Based on the observed significance level for the chi-square statistics, null hypothesis 

can be rejected at S% level of significance and it can be concluded that there is an 

association of marital status between the employees, i.e., married and unmarried of 

public and private sector banks. That means marital status of the employees, i.e., 

married and unmarried and type of ownership of the banks, i.e., public and private 

sector are not independent. The observed significance level is 0.000, which is less 

than the customary 0.05.
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TABLE 7: Cross-Tabulation of Educational Qualification and Type of

Ownership of tlic Banks

Public scctor
T>pc o f ovvncfship of (he banks

OfTiccts
Non-

olTiccni Total

Private scctor
Oniccr

s
Non-

ofTiccrs Total

Total

Educational H.S.C/
qualification o f Equivalent
the respondents

Degree

Masteis/
Above
Masters

Total

Count

%wid»inT>pcof 
ounership o f the 
banks 
Count
%  within T>pe of 
ounership o f the 
banks 
Count

% within T>-pe of 
ouTiershipofthe 
banks 
Count
%  within T>-pe of
ouDcrshipofthe
banks

12

13.04%

23

25.0%

57

61.96%

92

100.0*/4

36

42.35%

32

37.65%

17

20.0%

85

I00.0?̂ o

48

27.1%

55

31.1%

74

41.8%

177

100.0
%

0.62%

18

II.II
%

143

88.27
%

162

100.0
%

2

4.35%

27

58.70%

17

36.96%

46

I00.0?i

1.4%

45

21.6%

160

76.9?i

208

100.0

51

13.2%

100
26.0%

234

60.8%

385

I00.0*/o

Figure 6: Clustered Bar Chart of Educational Qualification of the Officers of 

Public and Private Sector Banks

Type of ownership

HjpVibEc sector 

^ S ^ iv a te  sector
HS.C/B:)uivalent Osgree Masters/Above Master 

Educational qualification of the respondents
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Figure 7: Clustered Bar Chart of Educational Qualification of the Non'ofliccrs

of Public and Private Sector Banks

Type of ownership

H ^ J b i c  sector 

sector
HS.C/B)uivalent Degree Masters/Above Master

Educational qualification of the respondents

Interpretation of the Cross<Tabulation and Clustered Bar Chart 

From the tablc>7 and figure-6 and 7 it is found that of total 92 public and 162 private 

sector bank officers there include respectively 12 (13.04%) and 1 (0.62%) 

respondents who have HSC/ Equivalent degree, 23 (25.0%) and 18 (11.11%) have 

Degree level qualification, and 57 (61.96%) and 143 (88.27%) are Masters/ Above 

Masters level qualified. Besides, among 85 public and 46 private sector bank non- 

ofTicers, there include 36 (42.35%) and 2 (4.35%) respondents who have HSC/ 

Equivalent degree, 32 (37.65%) and 27 (58.70%) have Degree level education, and 17 

(20.0%) and 17 (36.96%) are Masters/Above Masters level qualified respectively.
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TABLE 8: ChUSquare Test for Educational Qualification and Type of

Ownership of the Banks

Value df
Asymp. Sig. 

(2-sidcd)
Pearson Chi-Square 70.272(a) 2 .000
Likelihood Ratio 78.744 2 .000
Lincar-by-Linear Association 68.532 1 .000
N of Valid Cases 385

a 0 cells (.0%) have expected count less than 5. Tlie minimum expccted count is 23.45. 

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: There is no association of educational qualification between the employees of 

public and private sector banks.

H i: There is an association of educational qualification between the employees of 

public and private sector banks. [Two-tailed test]

Comment on Level of Significance:

Based on the observed significance level for the chi-square statistics, null hypothesis 

can be rejected at 5% level of significance and it can be concluded that there is an 

association of educational qualification between the employees of public and private 

sector banks. That means educational qualification of the employees and type of 

ownership of the banks, i.e., public and private sector are not independent. The 

observed significance level is 0.000, which is less than the customary O.OS.

TABLE 9: Two-Way Analysis of Variance (ANOVA) for Job Satisfaction

Sourecs o f variation Sum o f Squares df Mean Square F Sic.
Main cfTccls
Type of owncnhip o f Ihc banks 77.%7 1 77.967 .512 .475
Job-slatus o f (he lespondenu 861.446 1 S61.446 S.656 .018
Two-way interactions 10.032 I 10.032 .066 .798
Residual (etior) 58033.055 381 152.318 —
Total 1993817.284 384 _ . _ —
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Hypotheses: The null and the alternative hypotheses are-

Ho: The average job satisfaction score does not differ according to the type of 

ownership of the banks, i.e., public and private sector and job-status of the employees, 

i.e., officers and non-officers and also tvvo-way interactions, i.e., type of ownership of 

the banks and job-status of the employees.

H i: The average job satisfaction score differs according to the type of ownership of 

the banks, i.e., public and private sector and job-status of the employees, i.e., ofTlcers 

and non-officers and also two-way interactions, i.e., type of ownership of the banks 

and job-status of the employees. [Two-tailed test]

Comment on Main Effects of Type of Ownership of the Banks:

Since p-value corresponding to the main effects of type of ownership of the banks 

>0.05, null hypothesis can be accepted at 5% level of significance and it can be 

concluded that there is no difference of average job satisfaction score bctNveen public 

and private sector bank employees.

Comment on Main Effects of Job-status of the Employees:

Since p-value corresponding to the main effects of job-status of the employees < 0.05, 

null hypothesis can be rejected at 5% level of significance and it can be concluded 

that there is a difference of average job satisfaction score between the officers and 

non-officers of public and private sector banks.

Comment on Two-Way Interactions:

Since p-value corresponding to the two-way interactions > 0.05, null hypothesis can 

be accepted at 5% level of significance and it can be concluded that there is no joint 

effect of type of ownership of the banks, i.e., public and private sector and job-status 

of the employees, i.e., officers and non-officers on job satisfaction.

Interpretation of the Results
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TABLE 10: Dcscriptivc Statistics for the ANOVA for Job Satisfaction

Type o f ownership I Job-status Mean Sid. Deviation N
Publie sector

Private sector

Total

Onicer 
Non-olTiccr 
Total 
Ofiieer 
Non-olTicer 
Total 
onicer 
Non-oflficcr 
Total

71.244
68.301
69.831
72J93
68.937
71.784
72.1W
68J24
70.886

I3J870
12.4091
119741
11.1648
13.9211
11.89)0
12.0036
12.9103
12.4226

92
85

177
162
46

208
254
131
385

Interpretation of the Descriptive Statistics for the ANOVA 

Type of Ownership of the Banks:

It is observed from the table-IO that the average job satisfaction score of public sector 

bank employees, i.e., officers and non-officers is 69.831, with a standard deviation of 

12.9741 and that of private sector bank employees, i.e., officers and non-officers is 

71.784, with a standard deviation of 11.8910. That means the average job satisfaction 

score of private sector bank employees is higher than that of public scctor bank 

employees. But this difference is not statistically significant.

Job-status of the Employees:
It is observed from the table-10 that the average job satisfaction score of the ofTiccrs 

of public and private sector banks is 72.104, with a standard deviation of 12.0086 and 

that of non-officers of public and private sector banks is 68.524, with a standard 

deviation of 12.9103. That means the average job satisfaction score of officers of 

public and private sector banks is higher than that of non-officers of public and 

private sector banks.
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Figure 8: Profile Plots or Job Satisfaction

Type of ownership 

Interpretation of the Profile Plots

The results in the above profile plots reveal that tlie average job satisfaction score of 

the officers of private sector bank (Mean = 72.593) is higher than that of public sector 

banic officers (Mean = 71.244). But this difTerence is not statistically significant. And 

the average job satisfaction score of the non-ofTicers of private sector bank (Mean = 

68.937) is higher than that of public sector bank non-ofTiccrs (Mean = 68.301). But 

this difference is not statistically significant.

TADLE 11; Two-Way Analysis of Variance (ANOVA) for Job Involvement

Sources or variation Sum of Squares d f Mean Square F Sip.
Main elTccts
T>pe of ownership o f the banks 272.134 1 272.134 1.664 .198
Job-status o f the respondents 602.914 1 602.914 3.6S6 ,056
Two-way interactions 40.701 1 40.701 .249 .618
Residual (error) 62311.221 381 163.547
Total 2440455.556 384 — — —
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Hypotheses: The null and the alternative hypotheses are-

Ho: The average job involvement score does not differ according to the type of 

ownership of the banks, i.e., public and private scctor and job-status of the employees,

i.e., officers and non-officers and also two-way interactions, i.e., type of ownership of 

the banks and job-status of the employees.

H/: The average job involvement score differs according to the type of ownership of 

the banks, i.e., public and private sector and job-status of the employees, i.e., officers 

and non-officers and also two-way interactions, i.e., type of ownership of the banks 

and job-status of the employees. [Two-tailed test]

Comment on Main Effects of Type of Ownership of the Banks:

Since p-value corresponding to the main effects of type of ownership of the banks 

>0.05, null hypothesis can be accepted at S% level of significance and It can be 

concluded that there is no difference of average job involvement score between public 

and private scctor bank employees.

Comment on Main Effects of Job-status of the Employees:

Sincc p-value corresponding to the main effects of job-status of the employees > 0.05, 

null hypothesis can be accepted at 5% level of significance and it can be concluded 

that there is no difference of average job involvement score between the officers and 

non-ofTicers of public and private sector banks.

Comment on Two-Way Interactions:

Since p-value corresponding to the two-way interactions > 0.05, null hypothesis can 

be accepted at 5% level of significance and it can be concluded that there is no joint 

effect of type of ownership of the banks, i.e., public and private sector and job-status 

of the employees, i.e., officers and non-officers on job involvement.

Interpretation of the Results
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TABLE 12: Dcscriptivc Statistics for the ANOVA for Job Involvement

Type o f owTicrship I Job»slatus Mean SU. Deviation N
Public scctor

Private scctor

Total

Oniccr 
Non-officer 
Total 
Oniccr 
Non-ofliccr 
Total 
Officer 
Non-officcr 
Total

79.0W
81.137
80.075
76.523
80.000
77.292
77.454
80.738
78.571

14.2033
13.1088
13.6882
11.3745
13.8956
12.0290
12.5070
13.3480
12.8766

92
85

177
162
46

208
254
131
385

Interpretation of the Dcscriptivc Statistics for the ANOVA 

Type of Ownership of the Banks:

It is observed from the table-12 that the average job involvement score of public 

scctor bank employees, i.e., officers and non-officcrs is 80,075, with a standard 

deviation of 13,6882 and that of private sector bank employees, i.e., ofTicors and non

officers is 77.292, with a standard deviation of 12,0290. That means the average job 

involvement score of public sector bank employees is higher than that of private 

sector bank employees. But this difference is not statistically significant.

Job-status of the Employees:

It is observed from the table-12 that the average job involvement score of the officers 

of public and private sector banks is 77,454, with a standard deviation of 12.5070 and 

that of non-officers of public and private scctor banks is 80.738, with a standard 

deviation of 13.3480, That means the average job involvement score of non-ofTicers 

of public and private sector banks is higher than that of ofTlcers of public and private 

sector banks. But this difference is not statistically significant.
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Figure 9: Profile Plots of Job Involvement

Type of ownership 

Interpretation of tbe Profile Plots

The results in the above profile plots reveal that the average job involvement score of 

the officers of public sector bank (Mean = 79.094) is higher than that of private sector 

bank officers (Mean = 76.523). But this difference is not statistically significant. And 

the average job involvement score of the non-officers of public sector bank (Mean = 

81.137) is higher than that of private sector bank non-officers (Mean = 80.000). But 

this difference is not statistically significant.

TABLE 13: Two-Way Analysis of Variance (ANOVA) for Job Stress

Sourccs o f variation Sum o f Squares df Mean Square F Sip.-
Main cfTccts
Type of ownership of the banks .063 1 .063 .049 .824
Job'stalus o f the respondents .274 1 .274 .216 .642
Two-way interactions .160 1 • 160 .127 .722
Residual (error) 482.660 381 i.267 — —
Total 338S.OOO 384 — —
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Hypotlieses: The null and the ahemative hypotheses are-

Ho: The average job stress score does not difier according to the type of ownership of 

the banks, i.e., public and private sector and job-status of the employees, i.e., officers 

and non-officers and also two-way interactions, i.e., type of ownership of the banks 

andjob-status of the employees.

H}-. The average job stress score differs according to the type of ownership of the 

banks, i.e., public and private sector andjob-status of the employees, i.e., officers and 

non-ofTicers and also two-way interactions, i.e., type of ownership of the banks and 

job-status of the employees. [Two-tailed test]

Comment on Main Effects of Type of Ownership of the Banks:

Since p-value corresponding to the main effects of type of ownership of the banks 

>0.05, null hypothesis can be accepted at 5% level of significance and it can be 

concluded that there is no difference of average job stress score between public and 

private sector bank employees. ■

Comment on Main Effects of Job-status of the Employees:
Since p-value corresponding to the main effects of job-status of the employees > 0.05, 

null hypothesis can be accepted at 5% level of significance and it can be concluded 

that there is no difference of average job stress score of the officers and non-officers 

bet^veen public and private sector banks. • .

Comment on Two-Way Interactions:

Since p-value corresponding to the two-way interactions > 0.05, null hypothesis can 

be accepted at 5% level of significance and it can be concluded that there is no joint 

effect of type of ownership of the banks, i.e., public and private sector andjob-status 

ofthe employees, i.e., ofTicers and non-officers on job stress.

Interpretation of the Results

82

Dhaka University Institutional Repository



TABLE 14: Descriptive Statistics for the ANOVA for Job Stress

Type ofownetsliip Job-status Mean Std. Denalion N
Public scctor

Private scclor

Total

Oflicer
Non-ofiiccr
Tolal
OflTccr
Non-ofliccr
Total
Officcr
Non-ofliccr
Total

2.74
2.75
2.75
2.72 
2.83
2.75
2.73 
2.78
2.75

I.I28
1,174
1.147
1.093
I.I4I
1.102

1.104
1.159
1.122

92
85

177
162
46

208
254
131
385

Interpretation of the Descriptive Statistics for the ANOVA 

Type of Ownership of the Banks:

It is observed from the table-14 that the average job stress score of public sector bank 

employees, i.e., officers and non-officers is 2,75, with a standard deviation of 1.147 

and that of private sector bank employees, i.e., ofTicers and non-officers is 2.75, with 

a standard deviation of 1.102. That means the average job stress score of public sector 

bank employees is equal to that of private sector bank employees.

Job-status of the Employees:

It is observed from the table-14 that the average job stress score of the officers of 

public and private sector banks is 2.73, with a standard deviation of 1.104 and that of 

non-officers of public and private sector banks is 2,78, with a standard deviation of 

1.159. That means the average job stress score of non-officers of public and private 

sector banks is higher than that of officers of public and private sector banks. But this 

difference is not statistically significant.
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Figure 10: Profile Plots of Job Stress

Type of ownership 

Interpretation of the Profile Plots

The results in the above profile plots reveal that the average job stress score of the 

officers of public sector bank (Mean = 2.74) is higher than that of private sector bank 

officers (Mean = 2.72). But this difference is not statistically significant. And the 

average job stress score of the non-officers of private sector bank (Mean *  2.83) is 

higher than that of public sector bank non-ofilcers (Mean = 2.75). But this difference 

is not statistically significant.

TABLE 15: Two-way Analysis of Variance (ANOVA) for Propensity to Quit the 

Job

Sourccsofvariaiion Sum of Squares df Mean Square V Sip.
Main cflccis
Type o f ownciship o f ihc banks 6.150 1 6.150 3.924 .048
Job'status o f the respondents 39.076 1 39,076 24.928 .000
Two-way interactions 13.252 1 13.252 8.454 .004
Residual (error) 597.238 381 1.568 — . —
Total 5482.000 384 _ .=. —
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Hypotheses: The null and the altemalive hypotheses are-

Ho'. The average propensity to quit the job score does not differ according to the type 

of ownership of the banks, i.e., public and private sector and job-slatus of the 

employees, i.e., officers and non-officers and also two-way interactions, i.e., type of 

ownership of the banks and job-status of the employees.

///.• The average propensity to quit the job score differs according to the type of 

ownership of the banks, i.e., public and private sector and job-status of the employees, 

i.e., officers and non-officers and also t^vo-way interactions, i.e., type of ownership of 

the banks and job-status of the employees. [Two-tailed test]

Comment on Main Effcets of Type of Ownership of the Banks:

Since p-value corresponding to the main efTects of type of ownership of the banks 

<0.05, null hypothesis can be rejected at 5% level of significance and it can be 

concluded that there is a difTerence of average propensity to quit the job score 

between public and private sector bank employees.

Comment on Main Effccts of Job-status of the Employees:

Since p-value corresponding to the main effects of job-status of the employees < 0.05, 

null hypothesis can be rejected at 5% level of significance and it can be concluded 

that there is a difference of average propensity to quit the job score of the officers and 

non-officers between public and private sector banks.

Comment on Two-Way Interactions:
Since p-value corresponding to the two-way interactions < 0.05, null hypothesis can 

be rejected at 5% level of significance and it can be concluded that there is a joint 

effect of type of ownership of the banks, i.e., public and private sector and job-status 

o f the employees, i.e., officers and non-officers on propensity to quit the job.

Interpretation of the Results
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TABLE 16: Descriptive Statistics for the ANOVA for Propensity to Quit the Job

Type or ownership Job-stalus Mean Std. Deviation N
Public sector

Private sector

Tola)

Omcer
Non-ofTicer
Total
Officer
Non-ofTiccr
Total
Officer
Non-officer
Total

3.71
4.00
3.85
3.02
4.13
3.26
3.27 
4.05 
3.53

1.387
1.175
1.294
I.24S
I.IOS

1.301
1.339
1.149
1.329

92
85 

177 
162 
46 

208 
254 

. >31 
385

Interpretation of the Descriptive Statistics for the ANOVA 

Type of Ownership of the Banks:

It is observed from the table-16 that the average propensity to quit the job score of 

public sector bank employees, I.e., officers and non-officers is 3.85, with a standard 

deviation of 1.294 and that of private sector bank employees, i.e., officers and non

officers is 3.26, with a standard deviation of 1.301. That means the average propensity 

to quit the job score of public sector bank employees is higher than that of private 

sector bank employees.

Job-status of the Employees:

It is observed from the table-16 that the average propensity to quit the job score of the 

officers of public and private sector banks is 3.27, with a standard deviation of 1.339 

and that of non-officers of public and private sector banks is 4.05, with a standard 

deviation of 1.149. That means the average propensity to quit the job score of non

officers of public and private sector banks is higher than that of officers of public and 

private sector banks.
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Figitre 11: Profile Plots of Propensity to Quit the Job

Type of ownership 

Interpretation of the ProflIc Plots
The results in the above profile plots reveal that the average propensity to quit the job 

score of the ofllcers of public, sector bank (Mean = 3.71) is higher than that of private 

sector bank officers (Mean = 3.02). And the average propensity to quit the job score 

of the non-officers of private sector bank (Mean = 4.13) is higher than that of public 

sector bank non-officers (Mean = 4.00). But this difference is not statistically 

significant.
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TABLE 17: t Test for Job Satisfaction Score Between Officers

Lcvcnc's Test Tor 
Equality o f 
Variances

Sifi. t dr

t-test for Equalily of Means

Sig.
(2-lai!cd)

Mean
Dificrcnec

Sid. Error' 
DilTercncc

95% Confidence 
Interval o f the 

DilTercnec
Lower Upper

Equal variances 
assumed

Equal variances not 
assumed

7.167 .008 -.860

-.818

252

162.739

,391

.414

-1.349

-l'349

1.5685

1.6485

-4.4376

-4.6038

1.7404

1.9065

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: The average job satisfaction score of the officers of public and private sector 

banks is the same, i.e., f i \  = n r

Hi: The average job satisfaction score of the ofiicers of public and private sector 

banlcs is not the same, i.e.,. /i 2 [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is less than the significance level a  i.e., 0.05, it can be 

assumed that the population variances are relatively unequal. Therefore, /-value, 

degrees of freedom and two-tailed significance can be used for the unequal variance 

estimate to determine whether differences exist of average job satisfaction score ofthe 

officers between public and private sector bank or not.

Comment on/-test for Equality of Means:

The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank officers have 

the same average job satisfaction score. ,
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TABLE 18; Group Statistics for Job Satisfaction Score of the Ofilccrs

Types of ownership N Mean Std. Deviation
Std. Error 

Mean
Public scctor 
Private sector

92
162

71244
72.593

13.3870
11.1648

1.3957
.8772

Interpretation of the Group Statistics

It is observed from the table-18 that the average job satisfaction score of public sector 

bank officers is 71,244, with a standard deviation of 13.3870 and a standard error 

mean of 1.3957 and that of private sector bank officers is 72.593, with a standard 

deviation of 11.164 8 and a standard error mean of 0.8772. That means the average job 

satisfaction score of private sector bank officers is higher than that of pubh'c sector 

bank officers. But this difference is not statistically significant.

TABLE 19; i Test for Job Satisfaction Score Betiveen Non-officers

Levcnc's Test for 
Equality of 
Variances t-test for Equality o f Means

F Sig. t df
Sig.

(2-tailed)
Mean

Difference
Std. Error 
Diffcrcncc

,95% Confidence 
Interval of the 

DiiTcrencc

Lower Upper
Equal variances 
assumed 1.836 .178 -.268 129 .789 -.637 2.3716 -5.3288 4,0557

Equal variances not 
assumed -.259 83.727 .796 -.637 2.4545 -5.5178 4.2447

Interpretation of the Results

Hypotheses; The null and the alternative hypotheses are-

Hq: The average job satisfaction score of the non-officers of public and private sector 

banks is the same, i.e. , / / 1  = /U 2

Hi: The average job satisfaction score of the non-officers of public and private sector 

banks is not the same, i.e., fi\i^  2 [Two-tailed test]
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Comment on Levene’s Test for Equality of Variances:

Since the probability of F is greater than the significance levela i.e., 0.05, Hq is not 

rejected, and / based on the pooled variance estimate can be used to determine 

whether difTerences exist of average job satisfaction score of the non-officers between 

public and private sector bank or not.

Comment on/-test for Equality of Means:
The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank non-officers 

have the same averagejob satisfaction score.

TABLE 20: Group Statistics for Job Satisfaction Score of the Non-officers

Types of ownership N Mean Sid. Deviation
Std. Error 

Mean
Public scclor . 85 68.301 12.4091 1.3460
Private scclor 46 68.937 13.9211 2.0526

Interpretation of the Group Statistics
It is observed from the table-20 that the averagejob satisfaction score of public sector 

bank non-officers is 68.301, with a standard deviation of 12.4091 and a standard error 

mean of 1.3460 and that of private sector bank non-officers is 68.937, with a standard 

deviation of 13.9211 and a standard error mean o f2.0526. That means the averagejob 

satisfaction score of public sector bank non-officers is almost equal to that of private 

sector bank non-officers.
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TABLE 21: / Test for Job Involvement Score Between Officers

Levene's Tcsl 
for Equality of 

Variances t-test for Equalitv o f Means

F Sig. t df
Sig-

{2-lailed)
Mean

DifTcrencc
Sid. Error 
DifTcrence

95% ConlTtJcncc 
Interval ofthe 

Dinerencc

Lower Upper
Equal variances 
assumed 5.103 .025 1.580 252 .115 2.572 1.6279 -.63-15 ■ 5.7777

nqual variances not 
assumed 1.487 157.546 .139 2.572 1.7296 -.8J-16 5.9877

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: The average job Involvement score of the officers of public and private sector 

banics is the same, i.e., / / 1 = // 2

H i: The average job involvement score of the officers of public and private sector 

banks is not the same, i.e., / / 1 7̂  2 [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is less than the significance level a  i.e., 0.05, it can be 

assumed that the population variances are relatively unequal. Therefore, /-value, 

degrees of fi-eedom and two-tailed significance can be used for the unequal variance 

estimate to determine whether differences exist of average job involvement score of 

the officers between public and private sector bank or not.

Comment on Mest for Equality ofMeans:
The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank non-oflflcers 

have the same average job involvement score. .
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TABLE 22: Group Statistics for Job Involvement Score of the Officers

Types o f o>roersh?p N Mean Std. Deviation
Sid.Error 

Mean
Public scclor 
Private sector

92

162
79.094
76.523

14.2033
11.3715

1.4808
.8937

Interpretation of the Group Statistics

It is observed from the table-22 that the average job involvement score of public 

sector bank officers is 79.094, with a standard deviation of 14.2033 and a standard 

error mean of 1.4808 and that of private sector bank officers is 76.523, with a 

standard deviation of 11.3745 and a standard error mean of 0.8937. That means the 

average job involvement score of public sector bank ofTlcers is higher than that of 

private sector bank ofiicers. But this difference is not statistically significant.

TABLE 23: t Test for Job Involvement Score Bct>veen Non-officers

Levenc'sTcsl 
for Equality o f 

Variances t-tcst for Equality o f Means

F Sis. t d f

Sig.

{2-tailcd)
Mean

DifTerencc
Std. Error 
Difference

95%Confidcncc 
Interval o f the 

Difference
Lower Upper

Equal variances 
assumed .167 .684 .464 129 .643 1.137 . 2.4506 -3.7114 5.9859

Equal variances noi 
assumed .456 87.866 .649 1.137 2.4938 -3.8188 6.0933

Interpretation of the Results

Hypotheses; The null and the alternative hypotheses are-

Ho: The average job involvement score of the non-officers of public and private sector 

banks is the same, i.e., ^ \  = ^ 2

Hr. The average job involvement score of the non-officers of public and private sector 

banks is not the same, i.e., f i 2 [Two-tailed test]
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Comment on Levene’s Test for Equality of Variances;

Since the probability of F is greater tiian the significance level a  i.e., 0.05, Ho is not 

rejected, and / based on the pooled variance estimate can be used to determine 

whether differences exist of average job involvement score of the non-ofTicers 

between public and private sector bank or not.

Comment on/-test for Equality of Means:
The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank non-officers 

have the same average job involvement score.

TABLE 24: Group Statistics for Job Involvement Score of the Non-officers

Types of ownership N Mean Std. Deviation
Std. Error 

Mean
Public scclor .85 81.137 13.1088 1.4218
Private sector 46 80.000 13.8956 2.0488

449690

Interpretation of the Group Statistics

It is observed from the table-24 that the average job Involvement score o f public 

sector bank non-officers Is 81.137, with a standard deviation of 13.1088 and a 

standard error mean of 1.4218 and that of private sector bank non-ofHcers is 80.000, 

with a standard deviation of 13.8956 and a standard error mean o f2.0488. That means 

the average job involvement score of public sector bank non-officers is higher than 

that of private sector bank non-officers. But this difference is not statistically 
significant.
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TABLE 25: /  Test for Job Stress Scorc Between Officers

Lcvcnc's Test 
for Equality of 

Variances l-test for Equality of Means

F Sig. I df
Sig.

(2-tailcd)
Mean

DifTcrcncc
Std. Error 
Difference

95% Confidence 
lnicr%'aIofUie 

DifTcrcncc
Lower Upper

Equal variances 
assumed .178 .674 .117 252 ,907 .02 .144 -.267 .301

Equal variances nol 
assumed .116 184.396 ,908 .02 .146 -.270 .304

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: The average job stress score of the officers of public and private sector banks is 

the same, i.e .,/ / ] = / ;  2 .

H i: The average job stress score of the officers of public and private sector banks is 

not the same, i.e., / / 1 2 [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is greater than the significance level a  i.e., 0.05, Ho is not 

rejected, and / based on the pooled variance estimate can be used to determine 

whether differences exist of average job stress score of the officers between public 

and private sector bank or not.

Comment on Mcst for Equality of Means:
The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank ofTicers have 

the same average job stress score.
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TABLE 26; Group Statistics for Job Stress Scorc of the Officers

Types of ownership of 
(he banks . Mean Sid. Deviation

Sid. Error 
Mean

Public sector 
Private sector

92
162

Z74
2.72

1.128
1.093

.118.

.086

Interpretation of the Group Statistics

it is observed from the table-26 that the average job stress scorc of public scctor bank 

officers is 2.74, with a standard deviation of 1.128 and a standard error mean of 0. I I8 

and that of private sector bank officers is 2.72, with a standard deviation of 1.093 and 

a standard error mean of 0.086. That means the average job stress score of public 

sector bank officers is higher than that of private sector bank officers. But this 

difference is not statistically significant.

TABLE 27: t Test for Job Stress Score Between Non-officers

Levcne’s Test for 
Equality of 
Variances t-tesi for Equality o f Means

F Sig. t df
Sig.

(2-tailcd)
Mean

DifTerence
Std. Error 
DifTerence

95% Confidence 
Interval o f the 

difference
Lower Upper

Equal variances 
assumed ,177 .675 -.344 129 .732 -.07 .213 -.494 .348

Equal variances not 
assumed -.347 94.681 .730 -.07 .211 -.492 .346

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-
Hq: The average job stress score of the non-officers of public and private sector banks 

isthesame, i.e. , / / ] = / / 2

Hi: The average job stress score of the non-officers of public and private sector banks 

is not the same, i.e., M2 [Two-tailed test]
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Comment on Lcvene's Test for Equality of Variances:

Since the probability of F  Is greater than the significance level a  i.e., 0.05, Ho is not 

rejected, and t based on the pooled variance estimate can be used to determine 

whether differences exist of average job stress score of the non-officers between 

public and private sector bank or not.

Comment on /-test for Equality of Means:

The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank non-officers 

have the same averagejob stress score.

TABLE 28: Group Statistics for Job Stress Score of the Non-officers

Types of 
ownership N Mean Std. Deviation

Std. Error 
Mean

Public sector 85. 2.75 1.174 .127
Private sector 46 2.83 1.141 .168

Interpretation of the Group Statistics
It is observed from the table-28 that the averagejob stress score of public sector bank 

non-officers is 2.75, with a standard deviation of 1.174 and a standard error mean of 

0.127 and that of private sector bank non-officers is 2.83, with a standard deviation of 

1.141 and a standard error mean of 0.168. That means the averagejob stress score of 

private sector bank non-ofUcers Is higher than that of public sector bank non-ofUcers. 

But this difference is not statistically significant.

TABLE 29: t Test for Propensity to Quit the Job Score Behveen Officers
Lcvene's Test for 

Equality of 
Variances t-lest for Equality o f  Means ■ .

F Sig. t df
Sig.

(2-tailed)
Mean

Dinerenee
Std. Error 
DifTcrcnce

95% Confidence 
Interval o f the 
. Diflcrcnce

Lower Upper
Equal variances 
assumed 4.652 .032 4.053 252 .GOO .69 .170 .354 1.022

Equal variances not 
assumed 3.937 173.268 .000 .69 .175 ,343 1.033
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Intcrprclation of the Resulls

Hypotheses: The null and the alternative hypotheses are-

Hq: The average propensity to quit the job score of the officers of pubh'c and private 

sector banks Is the same, i.e., / / 1 = /; 2

Hi: The average propensity to quit the job score of the officers of public and private 

sector banks is not the same, i.e., /X2 [Two-tailed test]

Comment on Lcvcne's Test for Equality of Variances:

Since the probability of F  is less than the significance level a  i.e., 0.05, it can be 

assumed that the population variances are relatively unequal. Therefore, /-value, 

degrees of freedom and tvvo-tailed significance can be used for the unequal variance 

estimate to determine whether differences exist of average propensity to quit the job 

score of the officers behveen public and private sector bank or not.

Comment on Mest for Equality of Means: •

The observed two-tailed significance level is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank ofTicers do not 

have the same average propensity to quit the job score.

TABLE 30: Group Statistics for Propensity to Quit the Job Score of the Officers

Types o f OHTiership N Mean Std. Deviation
Sid. Error 

Mean
Public scctor 92 3.71 1.387 .145
Privalc scctor 162 3.02 1.2-18 .098

Interpretation of the Group Statistics
It is observed from the table-30 that the average propensity to quit the job score of 

public sector bank officers is 3.71, with a standard deviation of 1.387 and a standard 

error mean of 0.145 and that of private sector bank officers is 3.02, with a standard 

deviation of 1.248 and a standard error mean of 0.098. That means the average 

propensity to quit the job score of public sector bank officers is higher than that of 

private sector bank officers.
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TABLE 31: / Test for Propensity to Quit the Job Score Between Non-officers

Lcvcnc's Test for 
Equality of 
Variances t-test for Equality ofMcans

V Sig. t df

Sig.

(2-lailcd)
Mean

Diffcrcnce
Sid. Error 
Diffcrencc

95% Confidence 
lnlcr\’alofihe 

Difference
Lower |1 Upper

Equal variances 
assumed I.-142 .232 -.619 129 .537 -.13 .211 -.5-18 .287

Equal variances not 
assumed -.630 97.193 .530 -.13 .207 -.542 .281

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: The average propensity to quit the job score of the non-officers of public and 

private sector banks is the same, i.e., fi\ = 2

Hi: The average propensity to quit the job score of the non-officers of public and 

private sector banks Is not the same, i.e., ft ^ 2  [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is greater than the significance level a  i.e., 0,05, Ho is not 

rejected, and t based on the pooled variance estimate can be used to determine 

whether differences exist of average propensity to quit the job score of the non

officers between public and private sector bank or not.

Comment on/-test for Equality of Means:

The observed t\vo-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank non-officers
have the same average propensity to quit the job score. .
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TABLE 32: Group Statistics for Propensity to Quit the Job Score of llic Non- 
officcrs

Types ofowTiership N Mean Sid. Deviation
Sid. Error 

Mean
Public sector 
Private seelor

85
6̂

<).00
4.13

1.175
1.108

.127

.163

Interpretation of tlie Group Statistics

It is observed from the table-32 that the average propensity to quit the job score of 

public sector bank nonofficers is 4.00, with a standard deviation of 1.175 and a 

standard error mean of 0.127 and that of private sector bank non-ofTicers is 4.13, with 

a standard deviation of 1.108 and a standard error mean of 0.163. That means the 

average propensity to quit the job score of private sector bank non-officers is higher 

than that of public sector bank non-officers. But this difierence is not statistically 

significant. *

TABLE 33: Cross-Tabulation of Age Group of the Officers and Non-officers and 

Type of Ownership of the Banks

Tvpc of ownership of the banks
Total .

Public sector Private sector

Onicers
Non-

ofTiecrs onicers
Non-

onicers OfUccrs
Non

officers
Age group of the 
respondents

20-30 years 11 6 65 34 76 40

3W 0ycare 21 23 63 7 84 30 -
41-50 years 30 47 26 3 56 50
More than 50 years 30 9 8 2 38 11

Total 92 85 162 46 254 131
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Figure 12: Clustered Bar Chart of Age Group of the OfTiccrs of Public and

Private Sector Banks

Type of ownership

sector

^ ^ f t iv a le  sector 
20-30 years 41-50 years

31-40 years More than 50 years

Age group of the respondents

Figure 13: Clustered Bar Chart of Age Group of the Non-officers of Public and 

Private Sector Banks

Type of ownership

FUbBc sector 

[R-fvals sector
20-30 years 41-50 years .

31-40 years More than 50 years

Age group of the respondents
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Interpretation of the Cross-Tabulation and Clustered Bar Chart 

From the tabIe-33 and figure-12 and 13 it came to be known that among 92 public and 

162 private sector ofTicers respectively there are. II and 65 respondents vvho are 

between the age group of 20-30 years, 31-40 age group includes 21 and 63 

respondents, 41-50 years age group involves 30 and 26 people, and 30 and 2 fall in 

the age group of more than 50 years. On the other hand, of total 85 public and 46 

private sector non-officers there arc 6 and 34 respondents fail between the age group 

of 20-30 years, 31-40 age group includes 23 and 7 respondents, 41-50 years age group 

incorporates 47 and 3 people, and the age group of more than 50 years involves 9 and 

2 respondents respectively.

TABLE 34: t Test for Age Bet>veen Officers
Levene's Test 
for Equality o f 

Variances t-test for Equality of Means

F Sig. t df
Sig.

(2-taiIcd)
Mean

DiiTerenec
Std. Error 
DilTcrcncc

95% Confidence 
Interval of the 

Difrerence
L ow r Upper

Equal variances 
assumed 10.356 .001 8.805 252 .000 9.68 1.099 7.515 n.846

Equal variances 
not assumed 8.359 161.651 .000 9.68 1.158 7.394 11.967

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are- ,

Ho: The average age of the ofTicers of public and private sector banks is the same, i.e.,

Hi: The average age o f the officers of public and private sector banks is not the same, 

\.Q.,/i\i^ f i 2 [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is less than the significance levela i.e., 0.05, it can be 

assumed that the population variances are relatively unequal. Therefore, /-value, 

degrees of freedom and two-tailed significance can be used for the unequal variance 

estimate to determine whether differences exist of average age of the officers between 

public and private sector bank or not.
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Comment on /-test for Equality of Means:

The observed two-tailcd significance level is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank officers do not 

have the same average age.

TABLE 35: Group Statistics for Age of the Ofilcers

T>pc or ownership of 
llic banks N Mean Std. Deviation

Std. Error 
Mean

Public scclor 92 44.22 9.426 .983
Private scclor 162 34.54 7.796 .613

Interpretation of the Group Statistics

It is observed from the tabIe-35 that the average age of public sector bank officers is 

44.22 years, with a standard deviation of 9.426 years and a standard error mean of

0.983 years and that of private sector bank officers is 34.54 years, with a standard 

deviation of 7.796 years and a standard error mean of 0.613 years. That means the 

average age of public sector bank officers is higher than that of private sector bank 

officers.

TABLE 36: f Test for Age BetAvecn Non-officers
Lcvcnc's Test for 

Equality of 
Variances t-tcst for Equality of Means

F Sig. I d f.
Sig.

(2-tailcd)
Mean

DifTericncc
Sid. Error 
Difference

95% Conlldcncc 
Interval of the

____ DlfTeticncc
■ Lower f Upper

Equal variances 
assumed .463 .497 9.528 129 .000 11.50 1.207 9.111 13.887

Equal variances not 
assumed 9.282 85.729 .000 IIJO 1.239 9.036 13.961

Interpretation of the Results
Hypotheses: The null and the alternative hypotheses are-

//o' The average age of the non-olTicers of public and private sector banks is the same,

i.e., f i \  = ft 2

Ht: The average age of the non-officers of public and private sector banks is not the 

same, i.e., fi\i^  ^ 2  [Two-tailed test]
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Comment on Levene's Test for Equality of Variances:
Since the probability of F is greater than the significance level a  i.e., 0.05, Ho is not 

rejected, and / based on the pooled variance estimate can be used to determine 

whether differences exist of average age of the non-officers between public and 

private sector bank or not.

Comment on/-test for Equality ofMcans;

The observed two-tailed significance level is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank non-officers do 

not have the same average age.

TABLE 37: Group Statistics for Age of the Non-offlcers

Type o f  ownership o f 
thcbanlcs N Mean Std. Deviation

Std. Error 
Mean

Public sector 85 43.41 6385 .693
Private Sector 46 31.91 6.966 1,027

Interpretation of the Group Statistics

It is observed from the tabIe-37 that the average age of public sector bank non-officers 

is 43.41 years, with a standard deviation of 6.385 years and a standard error mean of 

0.693 years and that of private sector bank non-officers is 31.91 years, with a standard 

deviation of 6.966 years and a standard error mean of 1.027 years. That means the 

average age of public sector bank non-officers is higher than that of private sector 

bank non-officers.

TABLE 38: Cross-Tabulation of Experience Group of the Oillccrs and Non- 

offlcers and Type of Ownership of the Banks

Type of ownctship of the banks
Total

Pubh'cscctor Private scctor

O iliccrs
Non-

oflicers ODiccrs
Non-

oflicers Oflicers
Non»

officers
Experience in the <=2 years 9 6 60 14 69 20
prcsenlbanktn 2+to5ycais 7 0 31 19 38 19

5+ to 10 years 6 4 35 7 41 11
lOHo 15 years 8 11 21 3 ■ 29 14
Nfore than 15 years 62 64 IS 3 77 67

Total 92 85 85 46 46 131
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Figure 14: Clustered Bar Chart of Experience Group of the Officers of Public

and Private Sector Banl<s

Type of ownership

sector

^^R -Jvale  sector 
<=2 years 5+ lo 10 years More than 15 years

2 + to 5 y ears  1 0 + lo l5 y e a rs

Experience in the present bank In group 

Figure 15: Clustered Bar Chart of Experience Group of the Non-officers of 

Public and Private Sector Banks
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Interpretation of the Cross-Tabulation and Clustered Bar Chart 

The tabIc-38 and figure-14 and 15 unveil that of total 92 public and 162 private sector 

ofHcers who have working experience in the present bank, there are 9 and 60, 7 and 

31,6 and 35, 8 and 21, and 62 and 15 respondents fall respectively between the time 

period of <= 2 years, 2+ to 5 years, 5+ to 10 years, 10+ to 15 years, and more than 15 

years. Again, 6 and 14, 0 and 19, 4 and 7, 11 and 3, and 64 and 3 respondents of 

respectively 85 public and 46 private sector non-officers who fall between the time 

period of <= 2 years, 2+ to 5 years, 5+ to 10 years, 10+ to 15 years, and more than 15 

years of working experience in the present bank. .

TABLE 39: t Test for Experience Bet^veen Officers

Levenc’s Tesl for 
Equality o f 
Variances t-test for Equality of Means

F Sig. t df
Sig.

(2-tailed)
Mean

Difference
Std. Error 
Difference

95% Confidence 
Interval o f the 

DifTercncc
Lower Upper

Equal variances 
assumed 45.993 .000 11.834 252 .000 146.7293 12.39884 122.31 171.14

Equal variances not 
assumed 10.325 127.139 .000 146.7293 14.21049 118.60 174.84

Interpretation of the Results
Hypotheses: The null and the alternative hypotheses are-

Ho: The average experience of the officers of public and private sector banks is the 

same, i.e. , / / 1  = / /2

Hi: The average experience of the ofiicers of public and private sector banks is not 

the same, i.e.,/z j 9^//2 [Two-tailed test]

Comment on Levene’s Test for Equality of Variances:

Since the probability of F  is less than the significance level a  i.e., 0.05, it can be 

assumed that the population variances are relatively unequal. Therefore, /-value, 

degrees of freedom and t\vo-tailed significance can be used for the unequal variance 

estimate to determine whether differences exist of average experience of the officers 

between public and private sector bank or not.
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Comment on Mcst for Equality of Means:
The observed two-tailed significance level is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank ofTicers do not 

have the same average experience.

TABLE 40: Group Statistics for Experience in Months of the Officers

Type of ou-ncrship of tlic 
banks N Mean Std. Deviation

Std. Error 
Mean

Public sector 92 222.9022 124.70802 13.00171
Private sector 162 76.1728 72.99831 5.73529

Interpretation of the Group Statistics
It is observed from the table-40 that the average experience of public sector bank 

officers is 222.9022 months, with a standard deviation of 124.70802 months and a 

standard error mean of 13.00171 months and that of private sector bank ofTicers is 

76.1728 months, with a standard deviation of 72.99831 months and a standard error 

mean of 5.73529 months. That means the average experience of public sector bank 

officers is higher than that of private sector bank officers.

TABLE 41: t Test for Experience Between Non-officers

Lcvcne’s Test for 
Equality of 
Variances 1-tcst for Equality of Means

F Sig. I df
Sig.

(2-tailcd)
Mean

Differenee
Std. Error 
Differenee

95%Coi
Interva

Diffe

ifidence 
I o f the 
rencc

Lower Upper
Equal variances 
assumed
Equal variances not 
assumed

.718 .398 9.923

9.699

129

86.528

.000

.000

158.7862

158.7862

16.00254

16,37204

127.12

126.24

190.44

191.32
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Hypotheses: The null and the alternative hypotheses are- .

Ho'. The average experience of the non-officers of public and private sector banks is 

the same, i.e., / / 1 = 2

Hi: The average experience of the non-officers of public and private sector banks is 

not the same, i.e., fi 2 [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is greater than the significance level a  i.e., 0.05, Ho is not 

rejected, and t based on the pooled variance estimate can be used to determine 

whether differences exist of average experience of the non-officers between public 

and private sector bank or not.

Comment on Mest for Equality of Means:

The observed two-tailed significance level is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank non-officers do 

not have the same average experience.

TABLE 42: Group Statistics for Experience in Months of the Non-officers

Interpretation of the Results

Type of ownership of ihc 
bonks N Mean Std. Deviation

Std. Error 
Mean

Public scctor 85 229.0471 85.01875 9.22158
Private scctor 46 70.2609 91.75122 13.52798

Interpretation of the Group Statistics
It is observed from the table-42 that the average experience of public sector bank non

officers is 229.0471 months, with a standard deviation of 85.01875 months and a 

standard error mean of 9.22158 months and that of private sector bank non-officers is 

70.2609 months, with a standard deviation of 91.75122 months and a standard error 

mean of 13.52798 months. That means the average experience of public sector bank 

non-officers is higher than that of private sector bank non-officers.
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TABLE 43: /  Test for Working Hours Behveen Officers

Lcvcnc’s Test for 
Equality of 
Variances

Sig. tir

t-tcst for Equality o f Means

Sig.
(2-lailcd)

Mean
DifTerencc

Std. Error 
DifTerencc

95% Confidence 
Interval of the 

Dini’rcnec
Lower I Upper

Equal varianecs 
assumed
Equal variances nol 
assumed

2.509 .114 -3.004

-2.935

252

176.326

.003

.004

-.47

-.47

,157

.161

-.780

-.788

-.162

-.154

Interpretation of the Results

Hypotheses; The null and the alternative hypotheses are-

Ho: The average working hours of the officers of public and private sector banks is 

the same, i.e.,/z 1=

Hj: The average working hours of the officers of public and private sector banks is 

notthesame, i . e . , [ T w o - t a i l e d  test]

Comment on Lcvene's Test for Equality of Variances:

Since the probability of F is greater than the significance level a  i.e., 0.05, Hq is not 

rejected, and t based on the pooled variance estimate can be used to determine 

whether differences exist of average working hours of the officers between public and 

private sector bank or not.

Comment on /-test for Equality of Means:
The observed two-tailed significance level Is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank officers do not 

have the same average working hours.

TABLE 44: Group Statistics for Working Hours/Day of (he Officers

Type o f  owTiCTship o f 
the banks N Mean Std. Deviation

Std. Error 
Mean

Public sector 92 9.15 1.266 .132
Private sector 162 9.62 I.I64 .091
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Interpretation of the Group Statistics

It is observed from tiie tabic-44 that the average worlting hours of public sector bank 

officers is 9.15 hours, with a standard deviation of 1.266 hours and a standard error 

mean of 0.132 hour and that of private sector bank officers is 9.62 hours, with a 

standard deviation of 1.164 hours and a standard error mean of 0.091 hour working 

liours. That means the average working hours of private sector bank ofilccrs is higher 

than that of public sector bank officers.

TABLE 45: / Test for Working Hours Bet^vccn Non-officcrs

Lcvcnc's Test for 
Equality o f 
Variances t-test for Equality of Means

F Sig. t d f
Sig.

(2-latlcd)
Mean

DinTcrcncc
Std. Error 
DilTercncc

95% Conddencc 
Interval o f the 

Diftcrcnce
L o\«r Upper

Equal variances 
assumed 7.376 .008 -1444 129 .016 -.48 .197 -.871 -.092

Equal variances not 
assumed • -2.623 112.159 .010 -.48 .183 -.844 -.118

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-
Hq: The average working hours of the non-officers of public and private sector banks 

is the same, i.e., fx\ = 2

Hi: The average working hours of the non-ofTlcers of public and private sector banks 

is not the same, i.e., ^ 2  [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is less than the significance levela I.e., 0.05, it can be 

assumed that the population variances are relatively unequal. Therefore, /-value, 

degrees of freedom and t^vo-tailed significance can be used for the unequal variance 

estimate to determine whether differences exist of average working hours of the non

officers between public and private sector bank or not.
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Comment on t-test for Equality of Means:

The observed two-tailed significance level is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank non-officers do 

not have the same average working hours.

TABLE 46: Group Statistics for Working Hours/Day of (he Non-officers

Type or ownership of 
llic banks N Mean Std. Deviation

Std. Error 
Mean

Public sector 85 9.11 1.155 .125
Private scctor 46 9-59 .909 .134

Interpretation of the Group Statistics

It is observed from the table-46 that the average working hours of public sector bank 

non-officers is 9.11 hours, with a standard deviation of 1,155 hours and a standard 

error mean of 0.125 hour and that of private sector bank non-officers is 9.59 hours, 

with a standard deviation of 0.909 hour and a standard error mean of 0.134 hour. That 

means the average working hours of private sector bank non-officers is higher than 

that of public sector bank non-officers.

TABLE 47: t Test for Salary with Allowances BetAVcen Officers

Lcvcne's Test for 
Equality of 
Voriances t-test for Equality o f Means

Sig.(2-
tailcd)

Mean
Diflcrcncc

Std. Error 
DifTcrence

95% Confidence lmer%'al 
of the Difference

F Sig. ,t df
Lower Upper

Equal variances 
assumed 5U 53 .000 -6.250 ■ 252 .000 -14405.31 2305.00 -18945.84 -9866.78

Equal variances nol 
assumed

-7.878 209.922 .000 -14406.31 1828.59 •18011.07 -10801.54
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Interpretation of the Results

Hypotheses; The null and the alternative hypotheses are-

Hq: The average salary with allowances of the officers of public and private sector 

banks is the same, i.e., p. \ = /i 2

Hi: The average salary with allowances of the ofilcers of public and private sector 

banks is not the same, i.e., / / 1 // 2 [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is less than the significance level or i.e., 0.05, it can be 

assumed that the population variances are relatively unequal. Therefore, /-value, 

degrees of freedom and two-tailed significance can be used for the unequal variance 

estimate to determine whether differences exist of average salary with allowances of 

the officers bet\veen public and private sector bank or not.

Comment on /-test for Equality of Means:

The observed two-tailed significance level is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank officers do not 

have the same average salary with allowances.

TABLE 48: Group Statistics for Salaiy with Allowances/Month of the Officers

Typo of ovsncrship of 
llic banks N Mean Sid. Deviation

Std. Enx)r 
Mean

Public scctor 92 18499.83 6703.268 698.864
Private scelor 162 32906.15 21507.382 1689.779

Interpretation of the Group Statistics
It is observed from the table-48 that the average salaiy with allowances of public 

sector bank officers is taka 18,499.83, with a standard deviation of taka 6,703.268 and 

a standard error mean of taka 698.864 and that of private sector bank officers is taka 

32,906.15, with a standard deviation of taka 21,507.382 and a standard error mean of 

taka 1,689.779. That means the average salary with allowances of private sector bank 

officers is higher than that of public sector bank officers.
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TABLE 49: /  Test for Salary with Allowances Bet^vccn Non-officers

Lcvcnc's Test for 
Equality of 
Variances l-lesl for Equality of Means

Sig.
(2-taiIed)

K f Aon Std. Error 
Differcncc

95% Confidence 
Interval of the 

DifTcrcncc

F Sig. I df DilTcrcncc
Lower Upper

Equal variances 
assumed 32.373 .000 -2.505 129 .013 -1619.04 646.232 -2897.62 -340.450

Equal variances not 
assumed -2.142 60.858 .036 -1619.04 755.851 -3130.52 -107.548

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: The average salary with allowances of the non-officers of public and private 

sector banks is the same, i.e., f i \  = fi 2

Hj: The average salary with allowances of the non-ofificers of public and private 

sector banks is not the same, i.e., 1 /i 2 [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is less than the significance level a  i.e., 0.05, it can be 

assumed that the population variances are relatively unequal. Therefore, /-value, 

degrees of freedom and two-tailed significance can be used for the unequal variance 

estimate to determine whether differences exist of average salaty with allowances of 

the non-officers between public and private sector bank or not.

Comment on Most for Equality of Means:
The observed two-tailed significance level is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank non-officers do 

not have the same average salaty with allowances.
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TABLE 50: Group Statistics for Salary >vith AIIowanccs/Month of the Non- 

officcrs

Type o f  oHUcnhip o f 
the banks N Mean Sid. Deviation

Sid. Error 
Mean

Public sector 

Private sector
85
46

10498.53
12117.57

2670J76
4735.101

289.643

698.153

Interpretation of the Group Statistics

It is observed from the table-50 that the average salary with allowances of public 

sector bank non-ofiicers is taka 10,498.53, with a standard deviation of taka 

2,670.376 and a standard error mean of taka 289.643 and that of private sector bank 

non-ofiicers is taka 12,117.57, with a standard deviation of taka 4,735.101 and a 

standard error mean of taka 698.153. That means the average salary with allowances 

of private sector bank non-officers is higher than that o f public sector bank non- 

officers.

TABLE 51: t Test for Job Descriptive Index (JDI)-Work Score Between Officers

Levcne’s Test for 
Equality of 
Variances t'tC!■t Tor Equality ()r Means

F Sig. t dr
Sig.

(2-tailcd)
Mean

DifTercnce
Std. Error 
DifTcrcncc

95%Coi
Inierva

DifTe

nfldcnce 
1 o f the 
■cnee 

UpperLower
Equal variances 
assumed
Equal variances not 
assumed

8.512 .004 ..388

-.367

252

160.347

.699

.714

-1.0638

-1.0638

2.74447

2.89855

-6,46

-6.78

4.34

4.66

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Hq: The average Job Descriptive Index (JDl)-Work score of the officers of public and 

private sector banks is the same, i.e., f i \  -  ^ 2

Hi: The average Job Descriptive Index (JDl)-Work score of the officers of public and 

private sector banks is not the same, i.e .,//I / / 2  [Two-tailed test]
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Comment on Levene’s Test for Equality of Variances:

Since the probability of F  is less than the significance level a  i.e., 0.05, it can be 

assumed that the population variances are relatively unequal. Therefore, /-value, 

degrees of freedom and two-tailed significance can be used for the unequal variance 

estimate to determine whether differences exist of average Job Descriptive Index 

(JDI)-Work score of the officers between public and private sector bank or not.

Comment on/-test for Equality ofMeans:

The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank officers have 

the same average Job Descriptive Index (JDI)-Work score.

TABLE 52: Group Statistics for Job Descriptive Index (JDI)-Work Score of the 

Officers

Type ofowneiship 
o f the banks N Mean Std. Deviation

Std. Error 
Mean

Public sector 92 66.0829 23.66107 2.46684
Private sccior 162 67.H68 19.37358 1.52213

Interpretation of the Group Statistics
It is observed from the table-52 that the average Job Descriptive Index (JDI)-VVork 

score of public sector bank officers is 66.0829, with a standard deviation of 23.66107 

and a standard error mean of 2.46684 and that of private sector bank officers is 

67.1468, with a standard deviation of 19.37358 and a standard error mean of 1.52213, 

That means the average Job Descriptive Index (JDI)-Work score of private sector 

bank officers is higher than that of public sector bank officers. But this difference is 

not statistically significant.
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TABLE 53: t Test for Job Descriptive Index (JDl)-Work Score Bet^vcen Non-

offlcers

Lcvcnc's Test for 
Equality of 
Variances

Sig. t dr

t-iest for Equality of Means

Sig.
(2-talled)

Mean
Diffcrcncc

Std. Error 
Differcncc

95%Confidcncc 
Intcml of tlic 

Differcncc
Lower Upper

Equal variances 
assumed

Equal variances not 
assumed

.937 .335 1.677

1.7)1

129

97.792

.096

.090

6.7448

6.7448

4.02085

3.94176

-I.2I

-1.07

14.70

14.56

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: The average Job Descriptive Index (JDI)-Work score of the non-officers of public 

and private sector banks is the same, i.e., fi \  = fi 2

H\: The average Job Descriptive Index (JDl)-Work score of the non-officers of public 

and private sector banks is not the same, i.e., / / 1 a [Two-tailed test]

Comment on Levene’s Test for Equality of Variances:

Since the probability of F is greater than the significance level a  i.e., 0.05, Ho is not 

rejected, and t based on the pooled variance estimate can be used to determine 

whether differences exist of average Job Descriptive Index (JDI)-Work score of the 

non-officers betNveen public and private sector bank or not.

Comment on Most for Equality of Means:

The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank non-officers 

have the same average Job Descriptive Index (JDI)-Work score.
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TABLE 54: Group Statistics for Job Descriptive Index (JDI)-\Vork Score of the

Non-officcrs

Types of 
owTicrship
Public scctor 
Private scctor

N
85
46

Mean
62.9847
56.2399

Std. Deviation
22.45886
21.01798

Std. Error 
Mean
2.43601
3.09893

Interpretation of the Group Statistics ,

It is observed from the tabIe-54 that the average Job Descriptive Index (JDI)-\Vork 

scorc of public sector bank non-officers is 62.9847, with a standard deviation of 

22.45886 and a standard error mean of 2.43601 and that of private sector bank non

officers is 56.2399, with a standard deviation of 21.01798 and a standard error mean 

o f3.09893. That means the average Job Descriptive Index (JDI)-Work score of public 

sector bank non-ofTicers is higher than that of private sector bank non-officers. But 

this difference is not statistically significant.

TABLE 55: / Test for Job Descriptive Index (JDI)-Promotion Score Bet^veen 

Officers

Lcvenc's Test for 
Equality of 
Variances t-test for Eoualltv ofMeans

F Sig. t df
Sig.

(2-tailed)
Mean

Dinbrence
Std. Error 
DifTercnce

95% Confidence 
Interval o f the 

DilTerencc
Lower Upper

Equal variances 
assumed .379 .539 -6.837 252 .000 -22.4414 3.28248 -28.90 -15.97

Equal variances not 
assumed -6.661 174.886 .000 -22.4414 3.36886 -29.09 -15.79

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-’

Ho: The average Job Descriptive Index (JDI)-Promotion score of the officers of public 

and private scctor banks is the same, i.e., f i \  =

Hr. The average Job Descriptive Index (JDI)-Promotion score of the officers of public 

and private sector banks is not the same, i.e., fi \ ^ ji i [Two-tailed test]
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Comment on Lcvcne’s Test for Equality of Variances:

Since the probability of F  is greater than the significance levela i.e., 0.05, //o is not 

rejected, and / based on the pooled variance estimate can be used to determine 

whether difTcrences exist of average Job Descriptive Index (JDI)-Promotion score of 

the officers between public and private sector bank or not.

Comment on /-test for Equality of Means:

The observed two-tailed significance level is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank ofiicers do not 

have the same average Job Descriptive Index (JDl)-Promotlon score.

TABLE 56: Group Statistics for Job Descriptive Index (JDI)-Promotion Score of 

the Officers

Tjpc of ownership of 
the banks N Mean Std. Deviation

Std. Error 
Mean

Pubh'c sector 92 52.4557 26.64720 2.77816
Private scctor 162 74.8971 24.25346 1.90553

Interpretation of the Group Statistics
It is observed from the table-56 that the average Job Descriptive Index (JDI)- 

Promotion score of public sector bank officers Is 52.4557, with a standard deviation 

of 26.64720 and a standard error mean of 2.77816 and that of private sector bank 

officers is 74.8971, with a standard deviation of 24.25346 and a standard error mean 

of 1.90553. That means the average Job Descriptive Index (JDI)-Promotion score of 

private sector bank officers is higher than that of public sector bank officers.
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TABLE 57: t Test for Job Dcscriptivc Index (JDI)-Promotion Score Between

Non-officers

Lcvene'sTcsl for 
Equality o f 
Variances

Sig. t df

Mest Tor Equality of Means

Sig.
(2-taiIcd)

Mean
Difrercnec

Std. Error 
DifTcrcncc

95% Conlidcnce 
Interval oftlic 

Dirrcrcnec
Lower Upper

Equal variances 
assumed

Equal variances not 
assumed

7.715 .006 1.958

2.177

129

121227

.052

.031

8.6000

8.6000

4.39123

3.94959

-.088

.780

17.28

16.-1I

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: The average Job Descriptive Index (JDI)-Promotion score of the non-officers of 

public and private sector Banks is the same, i.e., f i \  =

Hi'. The average Job Descriptive Index (JDI)-Promotion score of the non-officers of 

public and private sector banks is not the same, i.e., [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is less than the significance level a  i.e., 0.05, it can be 

assumed that the population variances are relatively unequal. Therefore, /-value, 

degrees of freedom and two-tailed significance can be used for the unequal variance 

estimate to determine whether differences exist of average Job Descriptive Index 

(JDI)’Promotion score of the non-officers between public and private sector bank or 

not.

Comment on/-test for Equality of Means:

The observed two-tailed significance level is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank non-officers do 

not have the same average Job Descriptive Index (JDI)-Promotion score.
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TABLE 58: Group Statistics for Job Descriptive Index (JDI)-Promotion Score
of the Non-officers

Types of 
ownership
Public scclor 
Private scclor

85
46

Mean
46.3617
37.7617

Sid. Deviation
26.52133
18.35516

Std. Error 
Mean
2.87664
2.70632

Interpretation of the Group Statistics

it is observed from the tabIe-58 that the average Jot Descriptive Index (JDl)- 

Promotion score of public sector bank non-officers is 46.3617, with a standard 

deviation of 26.52133 and a standard error mean of 2.87664 and that of private sector 

bank non-officers is 37.7617, with a standard deviation of 18.35516 and a standard 

error mean of 2.70632. That means the average Job Descriptive Index (JDI)- 

Promotion score of public sector bank non-officers is higher than that of private sector 

bank non-officers.

TABLE 59: t Test for Job Descriptive Index (JDI)-Supervisian Score Between 

Officers

Lcvene's Test for 
Equality of 
Variances Mest for Equality of Means

F Stg. 1 df
Sig.

(2-lailed)
Mean

DifTcrcncc
Std. Error 
DilTcrcncc

959o Confidence 
Interval of the 

Difference
Lower Upper

Equal variances 
assumed .033 .856 -.002 252 .998 -.0050 2.57619 -5.078 5.068

Equal variances not 
assumed -.002 194.075 .998 -.0050 2.55-J-15 ■5.0-J3 5.033

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ifo: The average Job Descriptive Index (JDI)-Supervlsion Score of the ofTicers of 

public and private sector banks is the same, i.e., =

Hj: The average Job Descriptive Index (JDI)-Supervlsion Scorc of the officers of 

public and private sector banks is not the same, i.e., ^ 2  [Two-tailed test]
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Comment on Lcvene's Test for Equality of Variances:

Since the probability o f F h  greater than the significance level a  i.e., 0.05, Ho is not 

rejected, and t based on the pooled variance estimate can be used to determine 

whether differences exist of average Job Descriptive Index (JDl)-Supervision Score of 

the officers between public and private sector bank or not.

Comment on/-test for Equality of Means:

The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be acccpted and it can be concluded that public and private sector bank ofTicers have 

the same average Job Descriptive Index (JDI)-Supervision Score.

TABLE 60: Group Statistics for Job Descriptive Index (JDI)-Supervision Score 

of the Officers

Type of ownership of 
the banks N’ Mean Std. Deviation

Std. Error 
Mean

Public scctor 92 78.8245 19.34716 2.01708
Private sector 162 78.8294 19.94919 1.56736

Interpretation of the Group Statistics
It is observed from the table-60 that the average Job Descriptive Index (JDI)- 

Supervision Score of public sector bank officers is 78.8245, with a standard deviation 

of 19.34716 and a standard error mean of 2.01708 and that of private sector bank 

ofTicers is 78.8294, with a standard deviation of 19,94919 and a standard error mean 

of 1.56736. That means the average Job Descriptive Index (JDI)-Supervision Score of 

public sector bank officers is almost equal to that of private scctor bank ofTicers.
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TABLE 61: t Test for Job Dcscriptivc Index (JDI)-Supervision Score Bchvccn
Non-ofllccrs

Levene's Test for 
Equality of 
Variances t-test for Equalily ofMeans

F Sig. t dr ■
Sig.

(2-taiIcd)
Mean

Difference
Std. Error 
Diirerence

95% Confidence 
Interval ofthc 

DifTcrcncc
Lower Upper

Equal variances 
assumed .392 .532 .610 129 .543 2.4609 4.03209 -5.51 10.43

Equal variances not 
assumed .619 96.198 J3 7 2.4609 3.97565 -5.43 1035

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: The average Job Descriptive Index (JDl)-Supervision score of the non-officers of 

public and private sector banks is the same, i.e., = f i i

Hi: The average Job Descriptive Index (JDI)-Supervision score of the non-oflicers of 

public and private sector bank is not the same, i.e., fi\i^  ^  2 [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  Is greater than the significance level or i.e., 0.05, Hq is not 

rejected, and t based on the pooled variance estimate can be used to determine 

whether differences exist of average Job Descriptive Index (JDl)-Supervision score of
the non-ofiicers between public and private sector bank ornot.

Comment on/-test for Equality of Means:

The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank non-officers 

have the same average Job Descriptive Index (JDl)-Supervision score.
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TABLE 62: Group Statistics for Job Descriptive Index (JDl)-Supcrvision Score

of the Non-officers

Tjpes of 
ow nCRih ip

Public sector 
Private scctor

N
85
46

Mean
73.8780
71.4171

Sid. Deviation
2238153
21.35357

Std. EiTQr 
Mean
2.42762
3.14841

Interpretation of tiie Group Statistics
It is observed from tlie table-62 that the average Job Descriptive Index (JDI)- 

Supervision score of public sector bank non-officers is 73.8780, with a standard 

deviation of 22.38153 and a standard error mean o f2.42762 and that of private sector 

bank non-officers is 71.4171, with a standard deviation of 21.35357 and a standard 

error mean o f 3.14841. That means the average Job Descriptive Index (JDI)- 

Supervision score of public sector bank non-officers is higher than that of private 

sector bank non-ofllcers. But this difference is not statistically significant.

TABLE 63: t  Test for Job Descriptive Index (JDI)-Co-workers Score Bet>vcen 

Officers
Levcne's Test for 

Equality of 
Variances Hcst for Eoualily o f M c ^

■

F Sig. t df
Sig.

(2-laiIed)
Mean

Difference
Std. Error 
Difference

95% Confidence 
Interval of the 

Dirfercnee
Lower Upper

Equal variances 
assumed .033 .856 -.002 252 .998 -.0050 2.57619 -5.07 5.06

Equal variances not 
assumed -.002 194.075 .998 -.0050 2.55445 -5.04 5.03

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: The average Job Descriptive Index (JDI)-Co-workers score of the officers of 

public and private sector banks is the same, i.e., i = // 2

Hi: The average Job Descriptive Index (JDI)-Co-workers score of the officers of 

public and private sector banks is not the same, i.e., M2 [Two-tailed testj

122

Dhaka University Institutional Repository



Comment on Lcvenc’s Test for Equality of Variances;

Since tiie probability of F Is greater than the significance level a  i.e., 0.05, Ho is not 

rejected, and t based on the pooled variance estimate can be used to determine 

whether differences exist of average Job Descriptive Index (JDl)-Co-workers score of 

the officers between public and private sector bank or not.

Comment on /-test for Equality of Means:

The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and It can be concluded that public and private sector bank officers have 

the same average Job Descriptive Index (JDI)-Co-workers score.

TABLE 64: Group Statistics for Job Descriptive Index (JDI)-Co-workcrs Score 

of the Officers

Type o f  owTicrehip of 
the banks N‘ Mean Std. Deviation

Std. Error 
Mean

Public sector 92 78.8245 19.34716 2.01708
Private scctor . 162 78.8294 19.94919 U6736

Interpretation of the Group Statistics
It is observed from the table-64 that the average Job Descriptive Index (JDl)-Co- 

workers score of public sector bank oflicers is 78.8245, with a standard deviation of 

19.34716 and a standard error mean of 2.01708 and that of private sector bank 

officers is 78.8294, with a standard deviation of 19.94919 and a standard error mean 

of 1.56736. That means the average Job Descriptive Index (JDl)-Co-workers score of 

public sector bank officers is almost equal to that of private sector bank ofTicers.
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TABLE 65: t Test for Job Dcscriptivc Index (JDI)-Co-workers Score Bchvecn
Non-officers

Levene's Test for 
Equality or 
Variances (-lesirorEaualitvorMeans

F Sig. I dr
Sig.

(2-tailcd)
Mean

DilTercncc
Std. Error 
DirTcrcnee

95% Confidence 
Interval o f the 

Diflerencc
Lower Upper

Equal variances 
assumed .037 .849 .597 129 .552 2.3719 3.9736! -5.4S , 10.23

Equal variances not 
assumed .597 92.413 .552 2.3719 3.97326 -5.51 10.26

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: The average Job Descriptive Index (JDI)-Co-workers score of the non-officers of 

public and private sector banks is the same, i.e., / / 1 ~ 2

Hi: The average Job Descriptive Index (JDI)-Co-workers score of the non-officers of 

public and private sector banks is not the same, i.e., / / 1 /i 2 [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is greater than the significance levelo: i.e., 0.05, Ho is not 

rejected, and t based on the pooled variance estimate can be used to determine 

whether differences exist of average Job Descriptive Index (JDI)-Co-workers score of 

the non-ofTicers between public and private sector bank or not. ,

Comment on/-test for Equality of Means:

The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank non-officers 

have the same average Job Descriptive Index (JDI)-Co-workers score.
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TABLE 66: Group Statistics for Job Descriptive Index (JDI)-Co->vorkcrs Score

of tlie Non-officers

Types or 
DWTiership N Mean Sid. Deviation

Std. Error 
Mean

Public sector 
Private seetor

85
A6

77.7342
75.3623

21.71108
21.70478

2.35490
3.20019

Interpretation of the Group Statistics

It Is observed from the tabIe-66 that the average Job Descriptive Index (JDI)-Co- 

workers score of public sector bank non-officers is 77.7342, with a standard deviation 

of 21.7II08 and a standard error mean o f2.35490 and that of private sector bank non

officers is 75.3623, with a standard deviation of 21.70478 and a standard error mean 

of 3.20019. That means the average Job Descriptive Index (JDI)-Co-workers score of 

public sector bank non-officers is higher than that of private sector bank non-officers. 

But this difference Is not statistically significant.

TABLE 67; i Test for Happiness Scorc of Personal Life BctAveen OfTicers

Lcvcne's Test for 
Equality of 
Variances t-tesi for Equality ofMeans

F Sig. I df
Sig.

(2-taiIcd)
Mean

Dificrence
Std. Error 
Difierence

95% Confidence 
Inteival o f the 

Difference
Lower Upper

Equal variances 
assumed 5.315 .022 .062 252 .950 .01 .108 -.205 .219

Equal variances not 
assumed

.059 161.925 .953 .01 .113 -.217 .230

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are=
Ho: The average happiness score of personal life of the officers of public and private 

sector banks is the same, i.e., ] = / / 2

Hi: The average happiness score of personal life of the officers of public and private 

sector banks is not the same, I.e., fi\i^  ^ 2  [Two-tailed test]
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Comment on Lcvene's Test for Equality of Variances:

Since the probability of F  is less than the significance levela i.e<, 0.05, it can be 

assumed that the population variances arc relatively unequal. Therefore, /-value, 

degrees of freedom and two-tailed significance can be used for the unequal variance 

estimate to determine whether differences exist of average happiness score of 

personal life of the officers between public and private sector bank or not.

Comment on /-test for Equality of Means:

The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank officers have 

the same average happiness score of personal life.

TABLE 68: Group Statistics for Happiness Score of Personal Life of the Officers

Type of ownership of 
the banks N Mean Std. Dcvialion

Std. Error 
Mean

Public sector • 92 4.09 .922 .096
Private scctor 162 4.08 .764 .060

Interpretation of the Group Statistics
It is observed from the table-68 that the average happiness score of personal life of 

public sector bank officers is 4.09, with a standard deviation of 0,922 and a standard 

error mean of 0,096 and that of private sector bank officers is 4.08, with a standard 

deviation of 0.764 and a standard error mean of 0.060. That means the average 

happiness score of personal life of public sector bank officers is almost equal to that 

of private sector bank officers.

TABLE 69: t  Test for Happiness Score of Personal Life Bet^veen Non-officers
Lcvcnc's Test for 

Equality of 
Variances t-test for Equality of Means

F Sig. I df
Sig.

(2-tailed)
Mean

Difference
Std, Error ■ 
DilTcrcncc

95% Confidence 
Interval of ihc 

DifTercnec
Lower Upper

Equal variances 
assumed .214 .645 -2.457 129 .015 -.42 .171 -.757 -.082

Equal variances not 
assumed

-2.452 91.854 .016 -.42 .171 -.759 -.080
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Hypotheses: The null and the alternative hypotheses are-

//o; The average happiness score of personal life of the non'ofTlccrs of public and 

private sector banks is the same, i.e., / / 1 = / /2

H i: The average happiness score of personal life of the non-officers of public and 

private sector banks is not the same, i.e., [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of is greater than the significance level a  i.e., 0.05, Ho is not 

rejected, and / based on the pooled variance estimate can be used to determine 

whether difTerences exist of average happiness score of personal life of the non

officers bet^veen public and private sector bank or not.

Comment on /-test for Equality of Means:

The observed two-tailed significance level is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank non-officers do 

not have the same average happiness score of personal life.

TABLE 70: Group Statistics for Happiness Score of Personal Life of the Non

officers

Interpretation of the Results

Type orowncRhip of 
Ihc banks N Mean Std. Deviation

Std. Error 
Mean

Public scclor 85 4.06 .930 .101
Private sector 46 4.-18 .937 .138

Interpretation of the Group Statistics
It is observed from the table-70 that the average happiness score pf personal life of 

public sector bank non-officers is 4.06, with a standard deviation of 0.930 arid a 

standard error mean of 0.101 and that of private sector bank non-ofTicers is 4.48, with 

a standard deviation of 0.937 and a standard error mean of 0.138. That means the 

average happiness score of personal life of private sector bank non-ofTicers is higher 

than that of public sector bank non-ofiicers.
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TABLE 71: / Test for Happiness Scorc of Family Life Bchvecn Officers

Lcvcnc’s Test for 
Equality of 
Variances t-lesl for Equality of Means

F Sig. t d f
Sig.

(2-laiIcd)
Mean

DilTerence
Std. Error 
DifTcrcncc

95% Confidence 
Interval of the 

DilTercncc
Lov«r 1 Upper

Kqual variances 
assumed 1.962 .163 -1.119 252 .264 -.12 .108 -.334 .092
Equal variances not 
assumed -1.079 169.112 .282 -.12 .112 -.343 . .101

Infcrprelation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: The average happiness score of family life of the officers of public and private 

sector banks is the same, i.e., / / 1 = 2

Hi: The average happiness score of family life of the officers of public and private 

sector banks is not the same, i.e., / / 1 2 [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is greater than the significance level a  i.e., 0.05, Ho is not 

rejected, and / based on the pooled variance estimate can be used to determine 

whether differences exist of average happiness score of family life of the officers 

bet\veen public and private sector bank or not.

Comment on Mest for Equality of Means:

The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank ofTicers have 

the same average happiness score of family life.

TABLE 72: Group Statistics for Happiness Score of Family Life of the Officers

T>pe of ownership of 
the banks N Mean Std. Deviation

Std. Error 
Mean

Public sector 92 4.12 .900 .094
Private sector 162 4.24 .787 .062
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Interpretation of the Group Statistics

It is observed from the table«72 tliat the average happiness score of family life of 

public sector bank officers is 4.12, with a standard deviation of 0.900 and a standard 

error mean of 0.094 and that of private sector bank officers is 4.24, with a standard 

deviation of 0.787 and a standard error mean of 0.062. That means the average 

happiness score of family life of private sector bank officers is higher than that of 

public sector bank officers. But this difference is not statistically significant.

TABLE 73: / Test for Happiness Score of Family Life Bet^vcen Non-officers

Lcvcnc's Test for 
Equality o f 
Variances t-test for Equality of Means

p Sig. t df
Sig.

(2-lailcd)
Mean

DifTercnce
Sid. Error 
Difference

95% Confidence 
Interval o f the 

Difference
Low r Upper

Equal variances 
assumed 2.289 .133 -2.580 129 .011 -.51 .197 -.899 -.119

Equal variances not 
assumed -2.746 109.819 .007 -.51 .185 -.876 -.142

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-
Ho: The average happiness score of family life of the non-ofTicers of public and 

private sector banks is the same, i.e., fi\ = fi 2

Hj: The average happiness score of family life of the non-ofTicers of public and 

private sector banks is not the same, i.e., 2 [Two-tailed test]

Comment on Levcne's Test for Equality of Variances:

Since the probability of F  is greater than the significance level 0: i.e., 0.05, Ho is not 

rejected, and t based on the pooled variance estimate can be used to determine 

whether differences exist of average happiness score of family life of the non-officers 

between public and private sector bank or not.
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Comment on Mcst for Equality of Means: .
The observed two-tailed significance level Is less than 5%; so null hypothesis can be 

rejected and it can be concluded that public and private sector bank non-officers do 

not have the same average happiness score of family life,

TABLE 74: Group Statistics for Happiness Score of Family Life of the Non
officers •

Tjpc o f owncrsliip o f 
ihc banks N Mean Std. Dcviatioa

Sid. Error 
Mean

Public scclor 85 3.88 1.149 .125
Private scctor 46 4.39 .930 .137

Interpretation of the Group Statistics

It is observed from the table-74 that the average happiness score of family life of 

public sector bank non-officers Is 3.88, with a standard deviation of 1.149 and a 

standard error mean of 0.125 and that of private sector bank non-officers is 4.39, with 

a standard deviation of 0.930 and a standard error mean of 0.137. That means the 

average happiness score of family life of private sector bank non-ofTicers is higher 

than that of public scctor bank non-officers.

TABLE 75: t Test for Happiness Score of Social Life BetAvecn Officers

Lcvene's Test for 
Equality of 
Variances t-lcsl for Equality o f Means

F Sig. t df
Sig.

(2-taiIed)
Mean

DifTcrcnce
Sid. Error 
Difference

95%ConRdenee 
Interval o f the 

Difference
Lower Upper

Equal variances 
assumed 3.4S0 .064 -.920 252 .358 -.11 .116 -.334 .121

Equal variances not 
assumed -.870 159.660 .386 -.11 .122 -.348 .135
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Hypotheses: The null and the alternative hypotheses are-
Hq: The average happiness score of social life of the officers of public and private 

sector banks is the same, i.e., jui= ju 2

H i:  The average happiness score of social life of the officers of public and private 

sector banks is not the same, i.e., fx\i^ n z  [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is greater than the significance level or i.e., 0.05, i/o is not 

rejected, and t based on the pooled variance estimate can be used to determine 

whether differences exist of average happiness score of social life of the ofTicers 

between public and private sector bank or not.

Comment on /-test for Equality of Means:

The observed hvo-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank officers have 

the same average happiness score of social life.

TABLE 76: Group Statistics for Happiness Score of Social Life of the Officers

Interpretation of the Results

Type of ownership of 
(he banks ■ N Mean Sid. DeWalion

Std. Error 
Mean

Pubh'csccior 92 4.01 1.000 .104
Private scclor 162 4.12 .814 .064

Interpretation of the Group Statistics
It is observed from the table-76 that the average happiness score of social life of 

public sector bank officers is 4.01, with a standard deviation of 1.000 and a standard 

error mean of 0.104 and that of private sector bank ofiicers is 4.12, with a standard 

deviation of 0.814 and a standard error mean of 0.064. That means the average 

happiness score of social life of private sector bank officers is higher than that of 

public sector bank officers. But this difference is not statistically significant.
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TABLE 77: / Test for Happiness Score of Social Life Bchvecn Non-officers

Lcvcne’s Test for 
Equality o r 
Variances

Sig. I df

t‘test for Equality oFMcans

Sig.
(2-tailcd)

Mean
Difrcrencc

S(d. Error 
DifTcrencc

95% Confidence 
Inier\-aloftho 

__. DilTcrenee
L ow r I Upper

Equal variances 
assumed
Equal variances not 
assumed

.002 .963 -1.232

- 1.202

129

86.171

.220

.233

-.20

-.20

.163

.167

-.522

-.531

.121

.131

Interpretation of the Results

Hypotheses: The null and the alternative hypotheses are-

Ho: The average happiness score of social life of the non-ofilcers of public and private 

sector banks is the same, i.e., ^ \  = ^ 2

Hj: The average happiness score of social life of the non-officers of public and private 

sector banks is not the same, i.e., fi\i^  ^ 2  ■ [Two-tailed test]

Comment on Levene's Test for Equality of Variances:

Since the probability of F  is greater than the significance level a  i.e., 0.05, Ho is not 

rejected, and / based on the pooled variance estimate can be used to determine 

whether differences exist of average happiness score of social life of the non-officers 

between public and private sector bank or not.

Comment on /-test for Equality of Means:
The observed two-tailed significance level is greater than 5%; so null hypothesis can 

be accepted and it can be concluded that public and private sector bank non-officers 

have the same average happiness score of social life.
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TABLE 78: Group Statistics for Happiness Score of Social Life of the Non
officers

Type o f  ownerehtp of 
the banks N Mean Sid. Deviation

Std. Error 
Mean

Public scctor 
Private scclor

85
46

4.08
4.28

.862

.935
.094
.138

Interpretation of the Group Statistics

It is observed from the table-78 that the average happiness score of social life of 

public sector bank non-officers is 4.08, with a standard deviation of 0.862 and a 

standard error mean of 0.094 and that of private sector bank non-officers Is 4.28, with 

a standard deviation of 0.935 and a standard error mean of 0.138. That means the 

average happiness score of social life of private sector bank non-officers is higher 

than that of public sector bank non-officers. But this difference is not statistically 

significant.
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Hypothesis Test for Correlation:

Null Hypothesis-Ho: p ’s=  0

Alternative Hypothesis- Mt: p ’s #  0 [Two-tailed lest]

Age and Experience 

Comment on r:

The value of correlation coefTicient, r = 0.922, which implies that there is almost 

perfect positive association between age and experience.

Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between age and experience.

Age and Working hours 

Comment on r:

The value of correlation coefficient, r = 0.105, which implies that there is a weak 

positive association between age and working hours.

Comment on significance;
Since p-yalue > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  Is equal to 0, i.e., 

there is no linear association between age and working hours.

Age and Salary 

Comment on r:
The value of correlation coefTicient, r = 0.398, which implies that there is a moderate 

positive association between age and salary.

Interpretation of (he Rcsulfs
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Comment on signifiGancc:

Sincc p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between age and salaiy.

Age and Work 

Comment on r:

The value of correlation coefficient, r = 0.112, which implies that there is a weak 

positive association between age and work.

Comment on significance;

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between age and work. .

Age and Promotion 

Comment on r:

The value of correlation coefficient, r = -0.22, which implies that there is a weak 

negative association between age and promotion.

Comment on significance:
Since p-value < 0.05 null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between age and promotion.

Age and Supervision 

Comment on r:
The value of correlation coefficient, r = 0.1, which implies that there is a weak 

positive association between age and supervision.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between age and supervision.
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Age and Co-workers 

Comment on r:

The value of correlation cocfTicient, r = O.IIl, which implies that there is a weak 

positive association between age and co-workcrs.

Comment on significance:

Since p-value> 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefncient p  is equal to 0, i.e., 

there is no linear association between age and co-workers.

Age and Personal life 

Comment on r:

•The value of correlation coefficient, r = 0.145, which implies that there is a weak 

positive association between age and personal life.

Comment on signiRcnnce:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, I.e., 

there is no linear association between age and personal life.

Age and Family life 

Comment on r:
The value of correlation coefficient, r = 0.116, which implies Ihat there Is a weak 

positive association between age and family life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between age and family life.

Age and Social life 

Comment on r:
The value of correlation coefficient, r = 0.043, which implies that there is a very weak
positive association between age and social life.
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Age and Propensity to quit the job 
Comment on r:

The value of correlation coefTicicnt, r = 0.393, which implies that there is a moderate 

positive association between age and propensity to quit the job.

Comment on significance:

Since p-value <0.01, null hypotiiesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between age and propensity to quit the job.

Experience and Working hours 

Comment on r:

The value of correlation coefficient, r = 0.207, which implies that there is a weak 

positive association between experience and working hours.

Comment on signiFicance:
Since p-value < 0.05, null.hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between experience and working hours.

Expcricnce and Salary 

Comment on r;
The value of correlation coeflicient, r = 0.39, which implies that there is a moderate 

positive association between experience and salary.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there Is a linear association between experience and salary.

Experience and Work 

Comment on r:
The value of correlation coefficient, r = 0.127, which implies that there is a weak 

positive association between experience and work.
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Comment on signincancc:

Since p-value > 0.05, null hypothesis can be acceptcd at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between experience and work.

£xpcricnce and Promotion 

Comment on r;

The value of correlation coefficient, r = -0.25, which implies that there is a weak 

negative association between experience and promotion.

Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between experience and promotion.

Experience and Supervision 

Comment on r:

The value of correlation coefficient, r = 0.042, which implies that there is a very weak 

positive association between experience and supervision.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and supervision.

Expcricncc and Co-workers 

Comment on r;
The value of correlation coefficient, r = 0.033, which implies that there is a very weak 

positive association between experience and co-woricers.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear iassociation between experience and co-workers.

140

Dhaka University Institutional Repository



Experience and Personal life 

Comment on r:

The value of correlation coefficient, r = 0.136, which implies that there is a weak 

positive association between experience and personal life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefllcient p  Is equal to 0, i.e., 

there is no linear association between experience and personal life.

Experience and Family life 

Comment on r:

The value of correlation coefficient, r = 0.101, which implies that there is a weak 

positive association between experience and family life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  Is equal to 0, i.e., 

there is no linear association between experience and family life.

Experience and Social life 

Comment on r:
The value of correlation coefficient, r = 0,033, which implies that there is a very weak 

positive association between experience and social life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and social life.

Experience and Job satisfaction 

Comment on r:
The value of correlation coefficient, r = 0.011, which Implies that there is a very weak 

positive association between experience and sob satisfaction.
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Comment on significance:

Sincc p-valuc > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and job satisfaction.

Expericncc and Job involvement 

Comment on r:

The value of correlation coefficient, r = 0.106, which implies that there is a weak 

positive association between experience and job involvement.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and job involvement.

Experience and Job stress 

Comment on r:

The value of correlation coefficient, r = -0.2, which implies that there is a weak 

negative association between experience and job stress.

Comment on significance:
Since p-value > 0.05, null hypothesis can be acceptcd at 5% level of significance and 

it can be concluded that the population correlation coefTiclent p  is equal to 0, i.e., 

there is no linear association between experience and job stress.

Expcricncc and Propensity to quit the job 

Comment on r;
The value of correlation coelTlcient, r = 0.409, which implies that there is a moderate 

positive association between experience and propensity to quit the job.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between experience and propensity to quit the job.
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Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between working hours and supervision.

Working hours and Co-workers 

Comment on r:

The value of correlation coefficient, r = -0.173, which implies that there is a weak 

negative association between working hours and co-workers.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and co-workers.

Working hours and Personal life 

Comment on r:

The value of correlation coefficient, r = -0.143, which implies that there is a weak 

negative association bc^veen working hours and personal life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and personal life.

Working hours and Family life 

Comment on r:
The value of correlation coefTIcient, r = -0.17, which implies that there is a weak 

negative association between working hours and family life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and family life.
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Working hours and Social life 

Comment on r;

The value of correlation coefficient, r = -0.175, which implies that there is a weak 

negative association between working hours and social life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be acceptcd at 5% level of significance and 

it can be concluded that the population correlation coefTieient p  is equal to 0, i.e., 

there is no linear association between working hours and social life.

Working hours and Job satisfaction 

Comment on r:

The value o f correlation coefficient, r = -0.264, which implies that there is a weak 

negative association behveen working hours and job satisfaction.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between working hours and job satisfaction.

Working hours and Job involvement 

Comment on r:
The value of correlation coefficient, r = -0.064, which implies that there is a very 

weak negative association between working hours and job involvement.

Comment on significance;
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and job involvement.

Working hours and Job stress 

Comment on r:
The value of correlation coefficient, r = -0.311, which implies that there is a moderate 

negative association between working hours and job stress.
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Salary and Supervision 

Comment on r:

The value of correlation coefilclcni, r = 0.187, which implies that there is a weak 

positive association between salary and supervision.

Comment on signiflcancc:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

It can be concluded that the population correlation coefilcient p  is equal to 0, i.e., 

there is no linear association between salary and supervision.

Salary and Co»workcrs 

Comment on r:

The value of correlation coefficient, r = 0.148, which implies that there is a weak 

positive association between salary and co-workers.

Comment on signififtance:

Since p-value > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no h'near association between salary and co-workers.

Salary and Personal life 

Comment on r:
The value o f correlation coefficient, r = 0.155, which implies that there is a weak 

positive association between salary and personal life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association behveen salary and personal life.

Salary and Family life 

Comment on r:
The value of correlation coefilcient, r=  0.055, which implies that there is a very weak 

positive association between salaiy and family life.
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Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefHcient p  is equal to 0, i.e., 

there is no linear association between salary and family life.

Salary and Social life 

Comment on r:

The value of correlation coefficient, r = 0.017, which implies that there is a very weak 

positive association between salary and social life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between salary and social life.

Salary and Job satisfaction 

Comment on r:

The value o f correlation coefficient, r = 0.116, which implies that there is a weak 

positive association between salary and job satis&ction.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between salary and job satisfaction.

Salary and Job involvement 

Comment on r:
The value o f correlation coefficient, r = 0.14, which implies that there is a weak 

positive association between salary and job involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between salary and job involvement.
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Salary and Job stress 

Comment on r:

The value of correlation coefficient, r = -0.08, which implies that there is a very weak 

negative association between salary and job stress.

Comment on signincance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between salary and job stress.

Salary and Propensity to quit the job 

Comment on r:

The value of correlation coefficient, r = 0.162, which implies that there is a weak 

positive association between salary and propensity to quit the job.

Comment on significance:

Since p-value > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between salary and propensity to quit the job.

Work and Promotion 

Comment on r:
The value of correlation coefficient, r = 0.409, which implies that there is a moderate 

positive association between work and promotion.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and promotion.

Work and Supervision 

Comment on n
The value of correlation coefficient, r  = 0.651, which Implies that there is a strong 

positive association between work and supervision.
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Comment on significance:

Since p-va!ue < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefUcicnt p  is not equal to 0, i.e., 

there is a linear association between work and supervision.

Work and Co-workers 

Comment on r:

The valiic of correlation coefficient, r = 0.379, which implies that there is a moderate 

positive association between work and co-workers.

Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation cocfdcicnt p  is not tqual to 0, i.e., 

there is a linear association between work and co-workers.

Work and Personal life - 

Comment on r:

The value of correlation coefficient, r = 0.375, which implies that there is a moderate 

positive association between work and personal life.

Comment on significance:
Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and personal life.

Work and Family life 

Comment on r:
The value o f correlation coefficient, r = 0.3SI, which implies that there is a moderate 

positive association between work and family life.

Comment on significance:
Since p-value < 0,01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e„ 

there is a linear association between work and family life.
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Work and Social life 

Comment on r:

The value of correlation coefficient, r = 0.46, which implies that there is a moderate 

positive association between work and social life.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and social life.

Work and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = 0.764, which implies that there is a strong 

positive association between work and job satisfaction.

Comment on signiilcance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and job satisfaction.

Work and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.405, which implies that there is a moderate 

positive association between work and job involvement.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population conrelation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and job involvement.

Work and Job stress 

Comment on r:
The value of cotrelation coefficient, r = 0.252, which implies that there is a weak 

positive association between work and job stress.
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Comment on significance:

Since p-value < 0,05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and job stress.

Work and Propensity to quit the job 

Comment on r: 0.394

The value of correlation coefficient, r = 0.394, which implies that there is a moderate 

positive association between work and propensity to quit the job.

Comment on signiflcancc:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there Is a linear association between work and propensity to quit the job.

Promotion and Supervision 

Comment on r:
The value of correlation coefficient, r = 0.372, which implies that there is a moderate 

positive association between promotion and supervision.

Comment on significance:
Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between promotion and supervision.

Promotion and Co-workers 

Comment on r:
The value of correlation coefficient, r = 0.252, which implies that there is a weak 

positive association between promotion and co-workers.

Comment on significance:
Sincc p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between promotion and co-workers.
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Promotion and Personal life 

Comment on r:

The value of correlation coefllcient, r = 0.144, which implies that there is a weak 

positive association between promotion and persona! life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association bet\veen promotion and personal life.

Promotion and Family life 

Comment on r:

The value of correlation coefficient, r=  0.051, which implies that there is a very weak 

positive association between promotion and family life.

Comment on signiflcance;

Since p-value > 0.05, null.hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and family life,

Promotion and Social life 

Comment on r:
The value o f correlation coefficient, r = 0.133, which implies that there is a weak 

positive association betw'een promotion and social life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be acccpted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and social life.

Promotion and Job satisfaction 

Comment on r:
The value of correlation coefficient, r = 0.475, which implies that there is a moderate
positive association between promotion and job satisfaction.
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Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between promotion and job satisfaction.

Promotion and Job involvement 

Comment on r;

The value of correlation coefiicicnt, r = 0,249, which implies that there is a weak 

positive association between promotion and job involvement.

Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between promotion and job involvement.

Promotion and Job stress 

Comment on r:

The value of correlation coefficient, r = 0.092, which implies that there is a very weak 

positive association between promotion and job stress. •

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and job stress.

Promotion and Propensity to quit the job 

'Comment on r:
The value of correlation coefficient, r = 0.133, which implies that there is a weak 

positive association between promotion and propensity to quit the job.

Commcnton significance:
Since p-valuc > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and propensity to quit the job.
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Supervision and Co-workers 

Comment on n

The value of correlation coefTlcient, r = 0.692, which implies that there is a strong 

positive association between supervision and co-workers.

Comment on signiflcance:

Since p-valuc < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefRcient p  is not equal to 0, i.e., 

there is a linear association between supervision and co-workers.

Supervision and Personal life 

Comment on r:

The value of correlation coefficient r = 0.174, which implies that there is a weak 

positive association between supervision and personal life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between supervision and personal life.

Supervision and Family life 

Comment on r:

The value of correlation coefficient, r = 0.2043, which implies that there is a weak 

positive association between supervision and family life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeiTicient p  is equal to 0, i.e., 

there is no linear association between supervision and family life.

Supervision and Social life 

Comment on r:
The value of correlation coefficient, r = 0,2897, which implies that there is a weak 

positive association between supervision and social life. .
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Comment on signtficaacc;

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and social life.

Supervision and Job satisfaction 

Comment on r:

The value of correlation coefTlcient, r = 0.5887, which implies that there is a strong 

positive association between supervision and job satisfaction.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and job satisfaction.

Supervision and Job involvement 

Comment on r:

The value of correlation coefficient, r** 0.3419, which implies that there is a moderate 

positive association between supervision and job involvement.

Comment on significance:
Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coeflicient p  is not equal to 0, i.e., 

there is a linear association between supervision and job involvement.

Supervision and Job stress 

Comment on r:
The value of correlation coefficient, r = 0.2421, which implies that there is a weak 

positive association between supervision and job stress.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and job stress.
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Supervision and Propensity to quit tlic job 

Comment on r:

The value of correlation ccefllcicnt, r=  0.3475, which implies that there is a moderate 

positive association between supervision and propensity to quit the job.

Comment on significance;

Since p-value <0.01, null hypothesis can be rejected at i% level of significance and it 

can be concluded that the population correlation coefTlcient p  is not equal to 0, i.e., 

there is a linear association between supervision and propensity to quit the Job,

Co-workers and Personal life 

Comment on r:

The value of correlation coefficient, r = 0.259, which implies that there is a weak 

positive association between co-workers and personal life.

Comment on signiiicance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefilcient p  is not equal to 0, i.e., 

there is a linear association between co-workers and personal life.

Co-workers and Family life 

Comment on r:
The value of correlation coefficient, r = 0.225, which implies that there is a weak 

positive association between co-workers and family life.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between co-workers and family life,

Co-workers and Social life 

Comment on r:
The value o f correlation coefficient, r = 0.24, which implies that there is a weak 

positive association between co-workers and social life.
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Comment on signiflcancc:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, I.e., 

there is a linear association between co-worliere and social life.

Co-workcrs and Job satisfaction 

Comment on r:

The value of correlation coelTicient, r = 0.361, which implies that there is a moderate 

positive association between co-workers and job satisfaction.

Comment on significance;

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between co-workers and job satisfaction.

Co-workers and Job involvement 

Commentonr:

The value of correlation coefficient, r = 0.366, which implies that there is a moderate 

positive association between co-workers and job involvement.

Comment on significance:
Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between co-workers and job involvement.

Co-workers and Job stress 

Comment on r:
The value of correlation coefficient, r = 0.236, which implies that there is a weak 

positive association between co-workers and job stress.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between co-\vorkers and job stress.
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Co-workcrs and Propensity to quit the job 

Comment on r:

The value o f correlation coefficient, r = 0.21, which implies that there is a weak 

positive association between co-workers and propensity to quit the job.

Comment on significnnce:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefTicient p is not equal to 0, i.e., 

there is a linear association between co-workers and propensity to quit the job.

Personal life and Family life 

Comment on r:
The value of correlation coefficient, r = 0.822, which implies that there is a strong 

positive association between personal life and family life.

Comment on significance: P< .01

Since p-value <0.01, null hypothesis can be rejected atl% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between personal life and family life.

Personal life and Social life 

Comment on r:
The value of correlation coefficient, r -  0.619, which implies that there is a strong 

positive association between personal life and social life.

Comment on significance:
Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefncient p  is not equal to 0, i.e., 

there is a linear association between personal life and social life.

Personal life and Job satisfaction 

Comment on r:
The value of correlation coefficient, r = 0.256, which implies that there is a weak 

positive association between personal life and job satisfaction.
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Comment on significance:

Since p-valuc < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefiTcicnt p  is not equal to 0, i.e., 

there is a linear association between personal life and job satisfaction.

Personal life and Job involvement 

Comment on r:

The value of correlation coefTicicnt, r = 0.322, which implies that there is a moderate 

positive association between personal life and job involvement.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTicicnt p  is not equal to 0, i.e., 

there is a linear association bet\veen personal life and job involvement.

Personal life and Job stress 

Comment on r:

The value o f correlation coefficient, r = 0.085, which implies that there is a very weak 

positive association between personal life and job stress.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicicnt p  is equal to 0, i.e., 

there is no linear association between personal life and job stress.

Personal life and Propensity to quit the job 

Comment on r:
The value o f correlation coefiicient, r = 0.192, which Implies that there is a weak 

positive association between personal life and propensity to quit the job.

Comment on significance:
Sincc p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTIcient p  is equal to 0, i.e., 

there is no linear association between personal life and propensity to quit the job.
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Family life and Social life 

Comment on r:

Tiie value of correlation coefficient, r « 0.634, which implies that there is a strong 

positive association between family life and social life.

Comment on significance:

Sincc p-valuc < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e„ 

there is a linear association between family life and social life.

Family life and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = 0,318, which implies that there is a moderate 

positive association between family life and job satisfaction.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between family life and job satisfaction.

Family life and Job involvement 

Comment on r:

The value o f correlation coefficient, r = 0,404, which implies that there is a moderate 

positive association between family life andjob involvement.

Comment on significance:
Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between family life andjob involvement.

Family life and Job stress 

Comment on r:
The value of correlation coefficient, r = 0.15, which implies that there is a weak 

positive association between family life and job stress.
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Comment on signiricancc:

Sincc p-valuc > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between family life and job stress.

Family life and Propensity to quit the job 

Comment on r:

The value of correlation coefficient, r = 0.266, which implies that there is a weak 

positive association between family life and propensity to quit the job.

Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between family life and propensity to quit the job.

Social life and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = 0.321, which implies that there is a moderate 

positive association between social life and job satisfaction.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between social life and job satisfaction.

Social life and Job involvement 

Comment on r:
The value of correlation coeflicient, r = 0.297, which implies that there is a moderate 

positive association between social life and job involvement.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between social life and job involvement.
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Social life and Job stress 

Comment on r:

The value of correlation coemdcnt, r = 0.178, which implies that there is a weak 
positive association between social life and job stress.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between social life and job stress.

Social life and Propensity (o quit the job 

Comment on r:

The value of correlation coefficient, r = 0.248, which implies that there is a weak 

positive association bet^veen social life and propensity to quit the job.

Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coeillcient p  is not equal to 0, i.e., 

there is a linear association between social life and propensity to quit the job.

Job satisfaction and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.456, which implies that there is a moderate 

positive association between job satisfaction and job involvement.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there Is a linear association between job satisfaction and job involvement.

Job satisfaction and Job stress 

Comment on r;
The value of correlation coefficient, r = 0.213, which implies that there is a weak 

positive association between job satisfaction and job stress.
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Job stress and Propensity to quit the job 

Comment on r:

Tiie value of correlation coefficient, r = 0.147, which implies that there is a weak 

positive association between job stress and propensity to quit the job.

Comment on signincance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between job stress and propensity to quit the job.
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Job stress and Propensity to quit the job 

Comment on r:

The value of correlation coefficient, r = 0.147, which Implies that there is a weak 

positive association between job stress and propensity to quit the job.

Comment on signiflcancc:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between job stress and propensity to quit the job.
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Hypothesis Test for Correlation:
Null Hypothesis- Ho: / ) 's = 0

Alternative Hypothesis- Hi:/) ’s 0 [Two-tailed test]

Age and Experience 

Comment on r:

The value of correlation coefncient, r = 0,753, which implies that there is a strong 

positive association between age and experience.

Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between age and experience.

Age and Working hours 

Comment on r:
The value of correlation coefficient, r = 0.278, which implies that there is a weak 

positive association between age and working hours.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between age and working hours.

Age and Salary 

Comment on r:
The value o f correlation coefiicient, r = 0.448, which implies that there is a moderate 

positive association be^vcen age and salary.

Interpretation of the Results
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Comment on significance:

Slncc p-value < 0,01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefiicient p  is not equal to 0, i.e., 

there is a linear association between age and salary.

Age and Work 

Comment on r:

The value o f correlation coefiicient, r = 0,015, which implies that there is a very weak 

positive association between age and work.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation cocfiiclent p  is equal to 0, i.e., 

there is no linear association bet\veen age and work.

Age and Promotion 

Comment on r:

The value of correlation coefficient, r=  0,084, which implies that there is a very weak 

positive association between age and promotion.

Comment on significance:
Since p-value > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between age and promotion.

Age and Supervision 

Comment on r: ,
The value of correlation coefncient, r = -0.063, which implies that there is a very 

weak negative association between age and supervision.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between age and supervision.
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Age and Co-workers 

Comment on r:

The value of correlation coefTicient, r = -0.063, which implies that there is a very 

weak negative association between age and co-workers.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concludcd that the population correlation cocfTicient p  is equal to 0, i.e., 

there is no linear association between age and co-workers.

Age and Personal life 

Comment on r:

The value of correlation coefliclent, r = -0.022, which implies that there is a very 

weak negative association between age and personal life.

Comment on signiflcancc:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

It can be concludcd that the population correlation cocHlcient p  is equal to 0, i.e., 

there is no linear association behveen age and personal life.

Age and Family life 

Comment on r:
The value of correlation coefficient, r = 0.05, which implies that there is a very weak 

positive association between age and family life.

Comment on significance;

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between age and family life.

Age and Social life 

Comment on r:
The value of correlation coefTicient, r = -0.23, which implies that there is a very weak 

negative association between age and social life.
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Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTncient p  Is not equal to 0, i.e., 

there is a linear association between age and social life.

Age and Job satisfaction 

Comment on r:

The value of correlation coefTicient, r = -0.153, which implies that there is a very 

weak negative association between age and job satisfaction.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between age and job satisfaction.

Age and Job involvement 

Comment on r:

The value of correlation coefficient, r = 0.155, which implies that there is a very weak 

positive association between age and job involvement.

Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between age and job involvement.

Age and Job stress 

Comment on r:
The value of correlation coefficient, r = 0.064, which implies that there is a very weak 

positive association between age and job stress.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefRcient p  is equal to 0, i.e., 

there is no linear association between age and job stress.
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Age and Propensity to quit the job 

Comment on r:

The value of correlation coefTicient, r = -0.035, which implies that there is a very 

weak negative association between age and propensity to quit the job.
Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between age and propensity to quit the job.

Experience and Working hours 

Comment on r:

The value of correlation coefficient, r = 0.161, which implies that there is a weak 

positive association between experience and working hours.

Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between experience and working hours.

Experience and Salary 

Comment on r;
The value of correlation coefficient, r = 0.314, which implies that there is a moderate 

positive association between experience and salary.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association betwqen e.sperience and salary.

Experience and Work 

Comment on r:
The value of correlation coefficient, r = 0.023, which implies that there is a very weak 

positive association between experience and work.
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Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between e.xpcricnce and work.

Experience and Promotion 

Comment on r:

The value of correlation coefficient, r = 0.107, which implies that there is a weak 

positive association between experience and promotion.

Comment on signiflcance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation cocfTicient p  is equal to 0, i.e., 

there is no linear association between experience and promotion.

Experience and Supervision 

Comment on r:

The value of correlation coefficient, r = -0.08, which implies that there is a very very 

weak negative association between experience and supervision.

Comment on signiflcance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and supervision.

Experience and Co-workers 

Comment on r:
The value of correlation coefficient, r = -0.08, which implies that there is a very very 

weak negative association between e.\perience and co-workers.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and co-workers.
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Expericncc and Personal life 

Comment on r:

The value o f correlation coefilcient, r = -0.07, which implies that there is a very weak 

negative association between experience and personal life.

Comment on signlfleanee:

Since p-valiie > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation cocfilcient p  ts equal to 0, i.e., 

there is no linear association between experience and personal life.

Experience and Family life 

Comment on r:

The value of correlation coefficient, r = 0.034, which implies that there is a very weak 

positive association between experience and family life.

Comment on signiflcance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and family life.

Experience and Social life 

Comment on r:
The value of correlation coefficient, r = -0,26, which implies that there is a very weak 

negative association between experience and social life.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation cocfilcient p  is not equal to 0, i.e., 

there is a linear association between experience and social life.

Expericncc and Job satisfaction 

Comment on r;
The value of correlation coefficient, r = -0.03, which implies that there is a very weak 

negative association between experience and sob satisfaction.
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Comment on significance:

Since p-value > 0.05, null hypothesis can be acccptcd at 5% level of significance and 

it can be concluded that the population correlation coefTicicnt p  is equal to 0, i.e., 

there is no linear association between experience and job satisfaction.

Experience and Job involvement 

Comment on r:

The value of correlation coefiicient, r = 0.183, which implies that there Is a weak 

positive association between experience and job involvement.

Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefiicient p  is not equal to 0, i.e., 

there is a linear association between experience and job involvement.

Experience and Job stress 

Comment on r:

The value of correlation coefficient, r = 0.0002, which implies that there is no 

association between experience and job stress.

Comment on signiflcnnce:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and job stress.

Experience and Propensity to quit the job 

Comment on r:
The value of correlation coefiicient, r = -0.04, which implies that there is a very weak 

negative association between experience and propensity to quit the job.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and propensity to quit the job.
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WorJting hours and Salary 

Comment on r:

The value of correlation coemcient, r = 0.379, which implies that there is a moderate 

positive association between working hours and salary.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between working hours and salary.

Working hours and Work 

Comment on r:
The value of correlation coefficient, r = -0.25, which implies that there Is a weak 

negative association bet\veen working hours and work.

Comment on significance;
Since p-value < 0,01, null.hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTlcient p  is not equal to 0, i.e., 

there is a linear association between working hours and work.

Working hours and Promotion 

Comment on r:
The value of correlation coefficient, r = -0.03, which implies that there Is a very weak 

negative association between working hours and promotion.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and promotion.

Working hours and Supervision 

Comment on r:
The value of correlation coefficient, r = 0.112, which implies that there is a weak 

positive association between working hours and supervision.
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Comment on significance:

Since p-valuc > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and supervision.

Working hours and Co-workers 

Comment on r:

The value of correlation coefficient, r = -0.08, which implies that there is a very weak 

negative association between working hours and co-workers.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and co-workers.

Working hours and Personal life 

Comment on r:

The value of correlation coefficient, r = 0.055, which implies that there is a very weak 

negative association between working hours and personal life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and personal life.

Working hours and Family life 

Comment on r:
The value of correlation coefficient, r = 0.066, which implies that there is a very weak
positive association beUveen working hours and family life.

Comment on significance:
Since p-valuc > 0.05, null hypothesis can be accepted at 5% level o f significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and family life.
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Working hours and Social life 
Comment on r:

The value o f corrclatfon coeflfjcienl, r = 0.06, which implies that there is a very weak 

positive association between working hours and social life.
Comment on significance:

Sincc p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and social life.

Working hours and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = -0.14, which implies that there is a weak 

negative association between working hours and job satisfaction.

Comment on signiflcance:
Since p-value > 0.05, null, hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and job satisfaction.

Working hours and Job involvement 

Comment on r:
The value of correlation coefficient, r = -0.05, which implies that there is a very weak 

negative association between working hours and job involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and job involvement.

Worldng hours and Job stress 

Comment on r:
The value of correlation coefficient, r = -0.11, which implies that there 'is a weak 

negative association between working hours and job stress.
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Comment on significance:

Since p-valuc > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between working hours and job stress.

Working hours and Propensity to quit the job 

Comment on r:

The value of correlation coeRiclent, r = -0.03, which implies that there is a very weak 

negative association between working hours and propensity to quit the job.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and propensity to quit the job.

Salary and Work 

Comment on r:
The value of correlation coefficient, r = 0.201, which implies that there is a weak 

positive association between salary and work.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between salary and work.

Salary and Promotion 

Comment on r:
The value of correlation coefficient, r = 0.205, which implies that there is a weak 

positive association between salary and promotion.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation cocilicient p  is not equal to 0, i.e., 

there is a linear association between salary and promotion.
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Salary and Supervision 

Comment on r:

The value of correlation coefllcient, r = 0.097, which implies that there is a very weak 
positive association between salary and supervision.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between salary and supervision.

Salary and Co-workers 

Comment on r:

The value of correlation coefficient, r = 0,217, which implies that there is a weak 

positive association between salary and co-workers.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1 % level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, I.e., 

there is a linear association between salary and co-workers.

Salary and Personal life 

Comment on r:
The value of correlation coefficient, r = 0.089, which Implies that there is a very weak 

positive association between salary and personal life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, I.e., 

there is no linear association faet̂ veen salaiy and persona! life.

Salary and Family life 

Comment on r:
The value of correlation coelTicient, r =0.027, which Implies that there is a very weak 

positive association between salary and family life.
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Comment on significance:

Since p-value > 0.05, null hypotliesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between salary and family life.

Salary and Social life 

Comment on r;

The value o f correlation coefficient, r = 0.029, which implies that there is a very weak 

positive association between salary and social life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefiicient p  is equal to 0, i.e., 

there is no linear association between salary and social life.

Salary and Job satisfaction 

Comment on r:

The value of correlation coefiicient, r = 0.216, which implies that there is a weak 

positive association between salary and job satisfaction.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between salary and job satisfaction.

Salaty and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.195, which implies that there is a weak 

positive association between salary and job involvement.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded tiiat tlie population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between salary and job involvement.
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Salary and Job stress 

Comment on r;

The value of correlation coefilcient, r = -0.07, which implies that there is a very weak 
negative association between salary and job stress.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between salary and job stress.

Salaty and Propensity to quit the job 

Comment on r:

The value of correlation coefficient, r = 0,05], which implies that there is a very weak 

positive association between salary and propensity to quit the job.

Comment on significance:
Since p-value > 0.05, null-hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between salary and propensity to quit the job.

Work and Promotion 

Comment on r:
The value of correlation coefficient, r = 0.469, which implies that there is a moderate 

positive association between work and promotion.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and promotion.

Work and Supervision 

Comment on r:
The value of correlation coefficient, r = 0.299, which implies that there is a moderate 

positive association between work and supervision.
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Comment on significance:

Since p-va!uc < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between work and supervision.

Work and Co-workers 

Comment on r;

The value of correlation coelTlcient, r = 0.495, which implies that there is a strong 

positive association between work and co-workers.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefilcient p  is not equal to 0, i.e., 

there is a linear association between work and co-workers.

Work and Personallife .

Comment on r;
The value of correlation coefficient, r = 0.273, which implies that there is a weak 

positive association between work and personal life.

Comment on significance:
Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and personal life.

Work and Family life 

Comment on r:
The value of correlation coefilcient, r = 0.085, which implies that there is a very weak 

positive association between work and family life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between work and family life.

182

Dhaka University Institutional Repository



Work and Social life 

Comment on r;

The value of correlation coefficient, r = 0.252, which Implies that there is a weak 
positive association between work and social life.

Comment on signiflcance:

Since p-va!ue < 0.01, null h>pothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefllcient p  is not equal to 0, i.e., 

there is a linear association between work and social life.

Work and Job satisfaction 

Comment on r;

The value of correlation coefficient, r = 0.694, which implies that there is a strong 

positive association between work and job satisfaction.

Comment on significance:
Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and job satisfaction.

Work and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.386, which implies that there is a moderate 

positive association between work and job involvement.

Comment on significance:
Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and job involvement.

Work and Job stress 

Comment on r:
The value o f  c o r r e l a t i o n  coefficient, r = 0.267, which implies that there is a weak 

positive association between work and job stress.

183

Dhaka University Institutional Repository



Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and job stress.

Work and Propensity to quit the job 

Comment on r:

The value of correlation coefficient, r = 0.1, which implies that there is a weak 

positive association behveen work and propensity to quit the job.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between work and propensity to quit the job.

Promotion and Supervision 

Comment on r:
The value of correlation coefHcient, r = 0.397, which implies that there is a moderate 

positive association bet\veen promotion and supervision.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1 % level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between promotion and supervision.

Promotion and Co-workers 

Comment on r:
The value of correlation coefncient, r = 0.414, which implies that there is a moderate 

positive association between promotion and co-workers.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coeflicient p  is not equal to 0, i.e., 

there is a linear association between promotion and co-workers.
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Promotion and Persona) life 

Comment on r:

The value of correlation coefficient, r = 0.126, which implies that there is a weak 

positive association bet\veen promotion and persona! life.
Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, I.e., 

there is no linear association between promotion and personal life.

Promotion and Family life 

Comment on r:

The value of correlation coefficient, r = 0.139, which implies that there is a weak 

positive association bet\veen promotion and family life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and family life.

Promotion and Social life 

Comment on r:
The value of correlation coefficient, r = 0.101, which implies that there is a weak 

positive association between promotion and social life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and social life.

Promotion and Job satisfaction 

Comment on r:
The value of correlation coefficient, r = 0.427, which implies that there is a moderate
positive association between promotion and job satisfaction.
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Comment on significance:

Since p-valuc < 0.01, null hypothesis can be rejected at [% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between promotion and job satisfaction.

Promotion and Job involvement 

Comment on r:

The value of correlation coefllcient, r = 0.288, which implies that there is a weak 

positive association between promotion and job involvement.

Comment on significance:

Since p-value < 0,01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between promotion and job involvement.

Promotion and Job stress 

Comment on r:

The value of correlation coefTicient, r = 0.088, which implies that there is a very weak 

positive association between promotion and job stress.

Comment on signiflcance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and job stress.

Promotion and Propensity to quit the job 

Comment on r:
The value of correlation coefficient, r = 0.066, which implies that there is a very weak 

positive association between promotion and propensity to quit the job.

Comment on significnncc:
Since p-value > 0.05, null hypothesis can be acccpted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and propensity to quit the job.
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Supervision and Co-workers 

Comment on r:

The value of correlation coefficient, r = 0.564, which implies that there is a strong 

positive association between supervision and co-workers.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and co-workers.

Supervision and Personal life 

Comment on r:

The value of correlation coefficient, r = 0,17, which implies that there is a weak 

positive association between supervision and personal life.

Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and personal life. ’

Supervision and Family life 

Comment on r:
The value of correlation coefficient, r = 0.015, which implies that there is a very weak 

positive association between supervision and family life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  Is equal to 0, i.c., 

there is no linear association between supervision and family life.

Supervision and Social life 

Comment on r:
The value of correlation coefficient, r = 0.091, which implies that there is a very weak 

positive association between supervision and social life.
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Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTlcient p  is equal to 0, i.e., 

there is no linear association between supervision and social life.

Supervision and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = 0.376, which implies that there is a moderate 

positive association between supervision and job satisfaction.

Comment on significance:

Since p-value < O.OI, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and job satisfaction.

Supervision and Job involvement 

Comment on r:
The value of correlation coefTlcient, r = 0.261, which implies that there is a weak 

positive association between supervision and job involvement.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefUcient p  is not equal to 0, i.e., 

there is a linear association between supervision and job involvement.

Supervision and Job stress 

Comment on r:
The value of correlation coefficient, r = 0.038, which implies that there is a very weak
positive association between supervision and job stress.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeflicient p  is equal to 0, i.e., 

there is no linear association between supervision and job stress.
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Supervision and Propensity to quit the job 
Comment on r:

The value of correlation coeHicient, r = 0.056, which implies that there is a very weak 

positive association bet\veen supervision and propensity to quit the job.

Comment on signiHcancc:

Since p-va!ue > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefilcient p  is equal to 0, i.e., 

there is no linear association between supervision and propensity to quit the job.

Co-workers and Personal life 

Comment on r:

The value of correlation coefiicient, r = 0.224, which implies that there is a weak 

positive association between co-workers and personal life.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between co-workers and personal life.

Co-workers and Family life 

Comment on r:
The value of correlation coefncient, r = 0.09, which implies that there is a very weak 

positive association between co-workers and family life.

Comment on significance:
Since p*value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between co-workers and family life.

Co-workers and Social life 

Comment on r:
The value of correlation coefficient, r = 0,136, which implies that there is a weak 

positive association between co-workers and social life.
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Comment on significance:

Since p-valuc > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient is equal to 0, i.e., 

there is no linear association between co-workers and social life.

Co-workcrs and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = 0.495, which implies that there is a strong 

positive association bct^vccn co-workers and job satisfaction.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefilcient p  is not equal to 0, i.e., 

there is a linear association between co-workers and job satisfaction.

Co-workers and Job involvement 

Comment on r:

The value of correlation coefficient, r  = 0.3, which implies that there is a moderate 

positive association bet\vcen co-workers and job involvement.

Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at t% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between co-workers and job involvement.

Co-workers and Job stress 

Comment on r: .
The value of correlation coefficient, r = -0.04, Which implies that there is a very weak 

negative association between co-workers and job stress.

Comment on significance:
Since p-valuc > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association behvecn co-workers and job stress.
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Co-workers and Propensity to quit the job
Comment on r:

The value of correlation coeRlcicnt, r = 0.009, which implies that there is no 

association between co-workers and propensity to quit the job.
Comment on signiflcance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation cocfTicient p  is equal to 0, i.e., 

there is no linear association between co-workers and propensity to quit the job.

Personal life and Family life 

Comment on r:

The value of correlation coefficient, r = 0.619, which Implies that there is a strong 

positive association between personal life and family life.

Comment on significance;

Since p-value <0.01, null hypothesis can be rejected atl% level of significance and it 

can be concluded that the population correlation cocfTicient p  is not equal to 0, i.e., 

there is a linear association between personal life and family life.

Personal life and Social life 

Comment on r:

The value of correlation coeflicient, r = 0.604, which implies that there is a strong 

positive association between personal life and social life.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation cocfTicient p  is not equal to 0, i.e., 

there is a linear association between personal life and social life.

Personal life and Job satisfaction 

Comment on r:
The value of correlation coefficient, r = 0.279, which implies that there is a weak 

positive association between personal life and job satisfaction.
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Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concludcd that the population correlation coeflicient p  is not equal to 0, i.e., 

there is a linear association between personal life and job satisfaction.

Personal life and Job involvement 

Comment on r:

The value of correlation coefilcient, r = 0.19, which implies that there is a weak 

positive association between personal life and job involvement.

Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concludcd that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association bet\veen personal life and job involvement.

Personal life and Job stress 

Comment on r:
The value of correlation coefficient, r = 0.168, which implies that there is a weak 

positive association between personal life and job stress.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association behveen personal life and job stress.

Personal life and Propensity to quit the job 

Comment on r;
The value of correlation coeflicient, r = 0.161, which implies that tliere is a weak 

positive association between personal life and propensity to quit the job.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between personal life and propensity to quit the job.
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Family life and Social life 

Comment on r:

The value of correlation coefficient, r = 0.411, which implies that there is a moderate 

positive association between family life and social life.

Comment on significance:

Since p-valuc < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between family life and social life.

Family life and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = 0.031, which implies that there Is a very weak 

positive association beUveen family life and job satisfaction.

Comment on significance:

Since p-value > 0.05, null-hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there Is no linear association between family life and job satisfaction.

Family life and Job involvement 

Comment on r;
The value of correlation coefficient, r = 0.131, which implies that there is a weak 

positive association between family life and job involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between family life and job involvement.

Family life and Job stress 

Comment on r:
The value of correlation coefficient, r -  -0.001, which implies that there is no 

association between family life and job stress.
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Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefRcient p is equal to 0, i.e., 

there is no linear association between family life and job stress.

Family life and Propensity to quit the job 

Comment on r:

The value o f correlation coefTiclent, r = -0.06, which implies that there is a very weak 

negative association between family life and propensity to quit the job.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeflicient p  is equal to 0, i.e., 

there is no linear association between family life and propensity to quit the job.

Social life and Job satisfaction 

Comment on r:
The value of correlation coellicient, r = 0.288, which implies that there is a weak 

positive association between social life and job satisfaction.

Comment on signiflcance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefilcient p  is not equal to 0, I.e., 

there is a linear association between social life and job satisfaction.

Social life and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.076, which implies that there is a very weak 

positive association between social life and job involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between social life and job involvement.
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Social life and Job stress 

Comment on r:

The value o f correlation cocfilcicnt, r = 0.127, which implies that there is a weak 

positive association between social life and job stress.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between social life and job stress.

Social life and Propensity to quit the job 

Comment on r:

The value of correlation coefficient, r = 0.163, which implies that there is a weak 

positive association between social life and propensity to quit the job.

Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between social life and propensity to quit the job.

Job satisfaction and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.489, which implies that there is a moderate 

positive association between job satisfaction and job involvement.

Comment on significance:
Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e„ 

there is a linear association between job satisfaction and job involvement.

Job satisfaction and Job stress 

Comment on r:
The value o f correlation coefficient, r = 0.119, which implies that there is a weak
positive association between job satisfaction and job stress.
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Comment on significance:

Since p-value > 0.05, null hypotliesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between job satisfaction and job stress.

Job satisfaction and Propensity to quit the job 
Comment on r:

The value of correlation coefficient, r = 0.177, which implies that there is a weak 

positive association between job satisfaction and propensity to quit the job.

Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between job satisfaction and propensity to quit the job.

Job involvement and Job stress 

Comment on r:
The value of correlation coefficient r = 0.117, which Implies that there is a weak 

positive association between job involvement and job stress.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, I.e., 

there is no linear association between job involvement and job stress.

Job involvement and Propensity to quit the job 

Comment on r:
The value of correlation coefficient, r =0.091, which implies that there is a very weak 

positive association between job involvement and propensity to quit the job. 

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there Is no linear association between job Involvement and propensity to quit the job.
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Job stress and Propensity to quit the job 
Comment on r:

The value of correlation coefTlclent, r = 0.227, which implies that there is a weak 

positive association between job stress and propensity to quit the job.

Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between job stress and propensity to quit the job.

197

Dhaka University Institutional Repository



tn

z

0) to
m
u

01c
o

2  T -

cra
QQ o

in

OJ

CO

u  
0> 

«  

S3 
□ .
O
£

8
3ra
'C

:2 
L .
0
'i? 
S  
0)

1
W  
0 )  c . o
E 
<  
tn c 
o

*'SZ 
CJ 

g o 
(J 
l -

c

S
s

CO

OJ

CO
(O
C3
O

N -  CO

§ « 2  
0 2  •

(/) g  w 
2  o 'z

S S «
^ 9 2

• o> * 
c/3 p  CO

rsj ^  T— . ^
to  o  O  w  to  O
2  V o  ̂  5;. Vo  Q, Z  o  Q,

:<fz
S S q  
S ' S

CO a  
«  V

•n . 
g  w

9 ‘ z

f>i in N  q
9  V 

Q.

S ' -
d z
^  CO

. (D  
d

COCO o
' ‘ i S
Ift ^o  o' •̂  ' I

• ^  
<0 N  

Z  d
. GO 

CO -r; 
O

cv p

2 s
i"5“ 0 2 2

^  (o r :  •o  ea q  ^  CO
^  O i  o  Z

- CO . 
T-. W in  CO

2 9 2' 5 2
W

W 2  CO T  CO . o  . T- .
2  d 2  d  z

«j S <0
9  2  9° d .  

p  to o  S 
o  ;r o  2
sCO

OL °  i

. to 
CO d

« o  z  d
. CM

: «  5

' in to T- I o  in o

Q . £ L  a  
»- tv T- W T
9  §  9 ; ; ;  9
V  o  V  CD VQ. CL “  n.

o  t«-

2 9
q  o  (/3 ^  p
n 5  2  d
Ui S . t\r 

CO to

9 S
y  d

cn tn CO
CN O  C3>

: - - v 5

I .CD 
1 ° W -
9  2' 0

Q.
. °3

z' a  
o  ”
y S

0 2 0 2 0
“> scO  cn ■ o  V d  Q. 9

CO S i  

2  O

V
D.

J2 o  01
V
Q.

CO “  
2 °

CO 2
0 2 0

<3) . CO

9
V 
Q.

<0 5  CO g  CO 
Z 0  2  O 2

to to .CD . _  .-tpgCO^COgCOpjCOov.Q
d 2  0 2  9  2  o' 2  o  2  9 2'

CM . CO
CO S CO

COCO ^  • O  CO
z 9 :

s; s s s Si s g CO § CO -
2  oi ® co‘ S  CO q  CO w CO S  <0 ® c/5 
9 2 9 2 9 2 9 2 9 2 d 2 9 2

00
m  S
U  S3
m  .2

5 I
otJl
<
T- CVJ

s
Ca•cQ)i

e3O
SI

G

I
C9

OS
loCO I

tn

c i e
0)

i i s

30
tn
■5 •£0

T5
0 75*G

E
s

0
& 1 S2 £ 0CO

CL CO 0 0. d T-
d CO d T*

co
o

■ aJ5
row
J3o

▼- CNJ

c0)
E0>
>o

M
J3O•~3
CO

S{/>

JQ

0)

■5o*
B

<uC3.
a
D-

c
I
*c
03

w
c(U0)
s
CO
2 :

Dhaka University Institutional Repository



Hypothesis Test for Correlation:

Null Hypothesis-Ho:/3’s = 0

Alternative Hypothesis- Hi: p ’s 0 [Two-tailed test]

Age nnd Experience 

Comment on r:

The value of correlation coefficient, r = 0,832, which implies that there is a strong 

positive association between age and experience.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between age and experience.

Age and Working hours 

Comment on r:
The value of correlation coefiflcient, r = 0,01, which implies that there is a veiy weak 

positive association between age and working hours.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeHlcient p  is equal to 0, i.e,, 

there is no linear association bet^veen age and working hours.

Age and Salary 

Comment on r:
The value of correlation coefficient, r = 0.461, which implies that there is a moderate 

positive association between age and salary.

Interpretation of the Results
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Comment on significance;

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coeflicient p  is not equal to 0, i.e., 

there is a linear association between age and salary.

Age and Work 

Comment on r:

The value of correlation coefficient, r = -0.22, which implies that there is a wcalc 

negative association between age and worI\.

Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between age and work.

Age and Promotion 

Comment on r:
The value of correlation coefficient, r = -0.3, which implies that there is a moderate 

negative association between age and promotion.

Comment on significance:
Since p-value < 0.01 null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between age and promotion.

Age and Supervision 

Comment on r:
The value of correlation coefficient, r = -0.15, which implies that there is a weak 

negative association between age and supervision.

Comment on significance:
Since p-value > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeflicient p  is equal to 0, i.e., 

there is no linear association between age and supervision.
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Age and Co-workcrs 

Comment on r;

The value of correlation coefTtcient, r = -0.2, which implies that there is a weak 

negative association between age and co-workers.

Comment on significance:

Since p-valiie > 0.05, null hypothesis can be accepted at 5% level of significancc.and 

it can be concluded that the population correlation coefRcient p  is equal to 0, i.e., 

there is no linear association between age and co-workers.

Age and Personal life 

Comment on r:

The value of correlation coefficient, r = -0.13, which implies that there is a weak 

negative association between age and personal life.

Comment on signiflcance:

Since p-value > 0.05, null, hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between age and personal life.

Age and Family life 

Comment on r:
The value of correlation coefficient, r = -0.16, which implies that there is a weak 

negative association between age and family life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there Is no linear association between age and family life.

Age and Social life 

Comment on r:
The value of correlation coefficient, r = -0.04, which implies that there is a very weak, 

negative association between age and social life.
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Comment on significance:

Sincc p-valuc > 0.05, null hypothesis can be acccpted at 5% level of signiflcance and 

it can be concluded that the population correlation coefHcient p  is equal to 0, i.c„ 

there is no linear association between age and social life.

Age and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = -0.07, which Implies that there is a very weak 

negative, association between age and job satisfaction.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between age and job satisfaction.

Age and Job involvement 

Comment on r:

The value of correlation coefRcient, r = -0.21, which implies that there Is a weak 

negative association between age and job involvement.

Comment on significance: .
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between age and job involvement.

Age and Job stress 

Comment on r:
The Value of correlation coefficient, r = 0.109, which implies that there is a weak 

positive association between age and job stress.

Comment on significance:
Sincc p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between ajge and job stress.
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Age and Propensity^ to quit the job 
Comment on r:

The value of correlation coefncient, r = -0.16, which implies that there is a weak 

negative association between age and propensity to quit the job.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that Ihe population correlation coeflicient p  is equal to 0, i.e., 

there is no linear association between age and propensity to quit the job.

Experience and Working hours 

Comment on r:

The value of correlation coefficient, r = -0.03, which implies that there is a very weak 

negative association between experience and working hours.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  Is equal to 0, i.e., 

there is no linear association bet\veen experience and working hours.

Experience and Salary 

Comment on r:
The value o f correlation coefficient, r = 0.261, which implies that there is a weak 

positive association between experience and salary.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% ievel of significance and it 

can be concluded that the population correlation coeflicient p  is not equal to 0, i.e., 

there is a linear association between experience and salary.

Experience and Work 

Comment on r:
The value of correlation coefTicient, r = -0.01, which implies that there is a very weak 

negative association between experience arid work.
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Comment on signincancc;

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and work.

Experience and Promotion 

Comment on r:

The value of correlation coefiicient, r = -0.09, which implies that there is a very weak, 

negative association between experience and promotion.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and promotion.

Experience and Supervision 

Comment on r;

The value o f correlation coefficient, r =0.014, which implies that there Is a veiy weak 

positive association between experience and supervision.

Comment on significance;
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and supervision.

Experience and Co-workers 

Comment on r:
The value of correlation coefndent, r = -0.05, which implies that there is a vei7  weak 

negative association bet^veen experience and co-workers.

Comment on signiOcancc:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and co-workers.
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Expcricncc and Personal life 

Comment on r:

The value of correlation coefficient, r = -0.24, wiiich Implies that there Is a weak 

negative association between experience and personal life.

Comment on significance:

Since p-value < 0,05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between experience and personal life.

Experience and Family life 

Comment on r:

The value of correlation coefficient, r = -0.23, which implies that there is a weak 

negative association between experience and family life.

Comment on significance:
Since p-value < 0.05, null Jhypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association bet^veen experience and family life.

Experience and Social life 

Comment on r;
The value of correlation coefficient, r =* -0.22, which , implies that there is a weak 

negative association between experience and social life.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coeflicient p  is not equal to 0, i.e., 

there is a linear association between experience and social life.

Experience and Job satisfaction 

Comment on r:
The value of correlation coefficient, r = 0.031, which implies that there is a very weak
positive association between experience and sob satisfaction.
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Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and job satisfaction.

Expcricncc and Job involvement 

Comment on r:

The value of correlation coefilcient, r = -0.09, which implies that there is a very weak 

negative association bet\vecn experience and job involvement.

Comment on significance:

Since p-value > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefilcient p  is equal to 0, i.e., 

there is no linear association between e-xperience and job involvement.

Experience and Job stress 

Comment on r:

The value of correlation coefficient, r = 0.18, which implies that there is a weak 
positive association between experience and job stress.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between e.\perience and job stress.

Expcricncc and Propensity to quit the job 

Comment on r:
The value of correlation coefTicient, r = -0.04, which implies that there is a very weak 

negative association between experience and propensity to quit the job.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTiclent p  is equal to 0, i.e., 

there is no linear association between experience and propensity to quit the job.
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Working hours and Salary 

Comment on r:

The value of correlation coefficient, r = -0.037, which implies that there is a very 

weak negative association between working hours and salary.
Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefilcient p  is equal to 0, i.e., 

there is no linear association between working hours and salary.

Working hours and.Work 

Comment on r:

•The value of correlation coefficient, r = -0.26, which implies that there is a weak 

negative association between working hours and work..

Comment on significance;

Since p-value < 0.05, null hypothesis can b; rejected at 5% level of significance and it 

can be concluded that the population correlation coefilcient p  is not equal to 0, i.e., 

there is a linear association between woricing hours and work.

Working hours and Promotion 

Comment on r:
The value of correlation coefficient, r=  -0.182, which implies that there is a weak 

negative association between working hours and promotion.

Comment on significance:
Since p-value >0.05, null hypothesis can re accepted at 5% level of significance and 

it can be concluded that the population ccrrelation coeificient p  is equal to 0, i.e., 

there is no linear association between working hours and promotion.

Worldng hours and Supervision 

Comment on r:
The value of correlation coefficienL r = -0.22, which implies that there is a weak
negative association between w'orking hoias and supervision.

207

Dhaka University Institutional Repository



Comment on significance:

Since p-value < 0.05, null hypotliesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coeflicienl p  is not equal to 0, i.e., 

there is a linear association between working hours and supervision.

Working hours and Co-workcrs 

Comment on r:

The value of correlation coefficient, r = -0.015, which implies that there is a very 

weak negative association between working hours and co-workers.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeflicient p  is equal to 0, i.e., 

tiiere is no linear association between working hours and co-workers.

Working hours and Personal life 

Comment on r;

The value o f correlation coefficient, r = -0.216, which implies that there is a weak 

negative association between working hours and personal life.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coelTIcient p  is not equal to 0, i.e., 

there is a linear association between working hours and personal life.

Working hours and Family life 

Comment on r:
The value of correlation coefficient, r = -0.017, which implies that there is a very 

weak negative association between working hours and family life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association bet\veen working hours and family life.
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Working hours and Social life 
Comment on r:

The value of correlation coefilcicnt, r = -0.116, which implies that there is a weak 

negative association between working hours and social life.

Comment on significance;

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between \yorking hours and social life.

Working hoars and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = -0.099, which implies that there is a weak 

negative association between working hours and job satisfaction.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association bet^vecn working hours and job satisfaction.

Working hours and Job involvement 

Comment on r;
The value of correlation coefficient, r = 0.128, which implies that there is a weak 
positive association bet\veen working hours and job involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and job involvement.

Working hours and Job stress 

Comment on r:
The value of correlation coefficient, r =* 0.072, which implies that there is a very weak 

positive association between working hours and job stress.
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Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefncient p  is equal to 0, I.e., 

there is no linear association between working hours and job stress.

Working houn and Propensity to quit the job 

Comment on r:

The value of correlation coefficient, r = -0.088, which implies that there is a very 

weak negative association between working hours and propensity to quit the job. 

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  Is equal to 0, i.e., 

there is no linear association between working hours and propensity to quit the job.

Salary and Work 

Comment on r:

The value of correlation coefficient, r = -0.066, which implies that there is a very 

weak negative association behveen salary and work.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTiclent p  is equal to 0, i.e., 

there is no linear association between salary and work.

Salary and Promotion 

Comment on r:
The value of correlation coefficient, r = -0.091, which implies that there is a very 

weak negative association between salary and promotion.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between salary and promotion.
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Salary and Supervision 

Comment on r;

The value o f correlation coefficient, r = -0.065, which implies that there is a very 

weali negative association between salary and supervision.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e„- 

there is no linear association bet\veen salary and supervision.

Salary and Co-workcrs 

Comment on r:

The value of correlation coefficient, r = -0.238, which implies that there is a wealt 

negative association between salary and co-workers.

Comment on signiflcance;
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefHcient p  is not equal to 0, i.e., 

there is a linear association between salary and co-workcrs.

Salary and Personal life 

Comment on r:
The value of correlation coefficient, r = -0.101, which implies that there is a weak 

negative association between salary and personal life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeftlcient p  is equal to 0, i.e., 

there is no linear association between salary and personal life.

Salary and Family life 

Comment on r:
The value o f correlation coefficient, r = -0.116, which Implies that there is a weak 

negative association between salary and family life.
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Comment on significance:

Since p-valuc > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association be^veen salary and family life.

Salary and Social life 

Comment on r:

The value o f correlation coefRcien^ r = 0.155, which implies that there is a weak 

positive association between salary and social life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between salary and social life.

Salary and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = 0.006, which implies that there is no 

association between salary and job satisfaction.

Comment on significance:
Since p-valuc > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population conrelation coefTlcient p  is equal to 0, i.e., 

there is no linear association between salary and job satisfaction.

Salary and Job involvement 

Comment on r:
The value of correlation coefficient, r = -0.142, which implies that there is a weak 

negative association between salary and job involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between salary and job involvement.

212

Dhaka University Institutional Repository



Salaiy and Job stress 

Comment on r:

The value of correlation coefficient, r = -0.131, wliich implies tiiat there is a weak 

negative association between salary and job stress.
Comment on signincance:

Sincc p-vaiue > 0.05, null hypothesis can be accepted at 5% level of signiflcance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between salary and job stress.

Salaiy and Propensity to quit the job 

Comment on r:
The value of correlation coefficient, r -  -0.091, which implies that there is a very 

weak negative association between salary and propensity to quit the job.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level o f significance and 

it can be concluded that the population correlation coefificient p  is equal to 0, i.e., 

there is no linear association bet>vcen salary and propensity to quit the job.

Work and Promotion 

Comment on r;
The value of correlation coefficient, r = 0.553, which implies that there is a strong 

positive association between work and promotion.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  Is not equal to 0, i.e., 

there is a linear association between work and promotion.

Work and Supervision 

Comment on r:
The value of correlation coefficient, r = 0.S81, which implies that there is a strong 

positive association between work and supervision.
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Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between work and supervision.

Work and Co-workers 

Comment on r:

The value of correlation coefficient, r = 0.484, which implies that there is a moderate 

positive association between work and co-workers.

Comment on significance:

Since p-value < O.OI, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a 1 inear association between work and co-workers.

Work and Personallife 

Comment on r;

The value of correlation coefficient, r = 0.23, which implies that there is a weak 

positive association between work and personal life.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  Is not equal to 0, i.e., 

there is a linear association between work and personal life.

Work and Family life 

Comment on r:
The value of correlation coefficient, r = 0.196, which implies that there is a weak 

positive association between work and family life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefiicient ./j is equal to 0, i.e., 

there is no linear association between work and family life.
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Work and Social life 

Comment on r:

The value of correlation coefTlcient, r = 0.245, which implies that there is a weak 
positive association between work and social life.

Comment on significance:

Since p-vaiue < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and social life.

Work andJob satisfaction 

Comment on r:

The value of correlation coefficient, r = 0.465, which implies that there is a moderate 

positive association between work and job satisfaction.

Comment on significance:
Since p-value <0.01, null .hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and job satisfaction.

Work and Job involvement 
Comment on r;
The value of correlation coefficient, r = 0.243, which implies that there is a weak 

positive association bet\veen work and job involvement.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and job involvement.

Work and Job stress 

Comment on r:
The value of correlation coefficient, r = 0.093, which implies that there is a very weak 

positive association bet\veen work and job stress.
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Comment on signiricnncc:

Sincc p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population conrelation cocfilcient p  is equal to 0, i.e., 

there is no linear association between work and job stress.

Work and Propensity to quit the job 
Comment on r:

The value o f correlation coefiicient, r = 0.16, which implies that there is a weak 

positive association between work and propensity to quit the job.

Comment on signiHcancc:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there Is no linear association between work and propensity to quit the job.

Promotion and Supervision 

Comment on r:
The value of correlation coefficient, r = 0.433, which implies that there is a moderate 

positive association between promotion and supervision.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between promotion and supervision.

Promotion and Co-workers 

Comment on r;
The value of correlation coefficient, r -  0.415, which implies that there is a moderate 

positive association between promotion and co-workers.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e.,

there is a linear association between promotion and co-workers.
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Promotion and Personal life 

Comment on r:

The value of correlation coefficient, r = 0.362, which implies that there is a moderate 

positive association bet\veen promotion and personal life.

Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between promotion and personal life.

Promotion and Family life 

Comment on r:

The value of correlation coefficient, r = 0.375, which implies that there is a moderate 

positive association bet\veen promotion and family life.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between promotion and family life.

Promotion and Social life 

Comment on r:

The value o f correlation coefficient, r = 0.346, which implies that there is a moderate 

positive association between promotion and social life.

Comment on significance:
Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between promotion and social life.

Promotion and Job satisfaction 

Comment on r:
The value of correlation coefficient, r = 0.151, which implies that there is a weak 

positive association between promotion and job satisfaction.
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Promotion and Personal life 

Comment on r:

The value of correlation cocfTicient, r = 0.362, which implies that there is a moderate 
positive association between promotion and personal life.

Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between promotion and personal life.

Promotion and Family life 

Commentonr;
The value of correlation coefficient, r = 0.375, which implies that there is a moderate 

positive association between promotion and family life.

Comment on significance:
Since p-value < O.OI, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between promotion and family life.

Promotion and Social life 

Comment on r:
The value of correlation coefficient, r = 0.346, which implies that there is a moderate 

positive association between promotion and social life.

Comment on significance:
Since p-value < 0.0 1, null hypothesis can be rejected at \% level of significance and it 

can be concluded that the population correlation coefiicient p  is not equal to 0, i.e., 

there is a linear association between promotion and social life.

Promotion and Job satisfaction 

Commentonr:
The value of coirelation coefficient, r = 0.151, which implies that there is a weak
positive association between promotion and job satisfaction.
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Comment on signincance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefUclent 77 is equal to 0, i.e., 

there is no linear association between promotion and job satisfaction.

Promotion and Job involvement 

Comment on r:

The value of correlation coefTicient, r = 0.218, which implies that there is a weak 

positive association between promotion and job involvement.

Comment on signfflcancc:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefHcient p  is not equal (0 0, i.e., 

there is a linear association between promotion and job involvement.

Promotion and Job stress 

Comment on r:

The value of correlation coefficient, r = -0.094, which implies that there is a very 

weak negative association between promotion and job stress.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and job stress.

Promotion and Propensity to quit the job 

Comment on r:
The value of correlation coefficient, r = 0.221, which implies that there is a weak 
positive association between promotion and propensity to quit the job.

Comment on significance:
Since p-value < 0.05, null hjTOthesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coeififlcient p  is not equal to 0, i.e., 

there is a linear association between promotion and propensity to quit the job.
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Supervision and Co-workers 

Comment on r:

The value of correlalion coefncient, r » 0.827, which implies that there is a strong 

positive association between supervision and co-workers.

Comment on significance:

Since p-value < 6.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and co-workers.

Supervision and Personal life 

Comment on r:

The value of correlation coefficient, r = 0.405, which implies that there is a moderate 

positive association between supervision and personal life.

Comment on significance:
Since p-value < 0.01, null, hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and personal life.

Supervision and Family life 

Comment on r:
The value of correlation coefficient, r = 0.254, which implies that there is a weak 

positive association between supervision and family life.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e.,

there is a linear association between supervision and family life.

Supervision and Social life 

Comment on r:
The value of correlation coefficient, r = 0.353, which implies that there is a moderate 

positive association between supervision and social life.
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Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between supervision and social life,

Supervision and Job satisfaction.

Comment on r:

The value of correlation coefficient, r = 0.325, which implies that there is a moderate 

positive association between supervision and job satisfaction.

Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and job satisfaction.

Supervision and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.171, which implies that there is a weak 

positive association between supervision and job involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between supervision and job involvement.

Supervision and Job stress 

Comment on r:
The value of coirclation coefJicient, r = 0.153, which implies that there is a weak 

positive association between supervision and job stress.

Comment on signiflcance:
Sincc p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between supervision and job stress.
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Supervision aad Propeasily to quit the job 
Comment on r:

The value of correlation coefTicient, r = 0.462, which implies that there is a moderate 

positive association between supervision and propensity to quit the job.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and propensity to quit the job.

Co-workers and Personal life 

Comment on r:
The value of correlation coefficient, r = 0.38, which implies that there is a moderate 

positive association between co-workers and personal life.

Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the’ population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between co-workers and personal life. .

Co-workers and Family life 

Comment on r:
The value of correlation coefficient, r = 0.444, which implies that there is a moderate 

positive association between co-workers and family life.

Comment on significance:
since p-value < 0.0 1, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., •

there is a linear association between co-workers and family life.

Co-workers and Social life 

Comment on r:
The value of correlation coefficient, r = 0.331, which implies that there is a moderate 

positive association between co-workers and social life.
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Comment on significance:

Since p-value < 0.01, null hypolhcsis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTIcient p  is not equal to 0, i.e., 

there is a linear association between co-workers and social life.

Co-workcrs and Job satisfaction 

Comment on r:

The value o f correlation coefllcient, r = 0.154, which implies that there is a weak 

positive association between co-workers and job satisfaction.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between co-workers and job satisfaction.

Co-workers and Job involvement 

Comment on r:

The value o f correlation coefficient, r = 0.3, which implies that there is a moderate 

positive association between co-workers and job Involvement.

Comment on significance:
Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between co-workers and job involvement.

Co-workers and Job stress 

Comment on r:
Tlie value of correlation coefficient, r = 0.104, which implies that there is a weak 

positive association between co-workcrs and job stress.

Comment on significance:
Since p-valuc > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between co-workers and job stress.
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Co-workcrs and Propensity to quit the job 

Comment on r;

The value of correlation coefTicicnt, r = 0.442, which Implies that there is a moderate 

positive association between co-workers and propensity to quit the job.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between co-wbrkers and propensity to quit the job.

Personal life and Family life 

Comment on r:

The value of correlation coefTicient, r = 0.608, which implies that there is a strong 

positive association between personal life and family life.

Comment on significance:

Since p-value < 0.01, null.hypothesis can be rejected atl% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between personal life and family life.

Personal life and Social life 

Comment on r:
The value of correlation coefficient, r = 0.558, which implies that there is a strong 

positive association between personal life and social life.

Comment on signincnncc:
Since p-value < 0.0 1, null hypothesis can be rejected at 1% level of significance and It 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there Is a linear association between personal life and social life.

Personal life and Job satisfaction 

Comment on r:
The value of correlation coefficient, r = -0.06, which implies that there is a very weak 

negative association between personal life and job satisfaction.
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Comment on signiflcancc:

Since p-value > 0.05, hull hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeflicient p  is equal to 0, i.e., 

there is no linear association between personal life and job satisfaction.

Personal lire and Job involvement 

Comment on r:

The value of correlation coefTlcient, r = -0.04, which implies that there is a very weak 

negative association between personal life and job involvement.

Comment on signiflcancc:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there Is no linear association bet\veen personal life and job involvement.

Personal life and Job stress 

Comment on r;

The value of correlation coefficient, r = -0.12, which implies that there is a weak 

negative association between personal life and job stress.

Comment on signiflcancc:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between personal life and job stress.

Personal lire and Propensity to quit the job 

Comment on r:
The value of correlation coefficient, r = O.Ol 1, which implies that there is a very weak 

positive association beUveen personal life and propensity to quit the job.

Comment on signiflcancc: .

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between personal life and propensity to quit the job.
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Family life and Social life 

Comment on r;

The value of correlation coefTIcient, r = 0.515, which implies that there is a strong 

positive association between family life and social life.

Comment on slgniitcancc:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefltcient p  is not equal to 0, i.e., 

there is a linear association between family life and social life.

Family life andJob satisfaction 

Comment on r:.

The value of correlation coefficient, r = 0,034, which implies that there is a very weak 

positive association between family life and job satisfaction.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between family life and job satisfaction.

Family life and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.18, which implies that there is a very weak 

positive association between family life and job involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between family life and job involvement.

Family life and Job stress 

Comment on r:
The value of correlation coefficient, r = 0.031, which implies that there is a very weak 
positive association between family life and job stress.
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Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefllcient p  is equal to 0, i.e., 

there is no linear association between family life and job stress.

Family life and Propensity to quit the job 
Comment on r:

The value of correlation coefficient, r = 0.141, which implies that there is a weak 

positive associalion between family life and propensity to quit the job.

Comment on significance;

Since p-value > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefllcient p  is equal to 0, i.e.,

there is no linear association between family life and propensity to quit the job.

Social life and Job satisfaction 

Comment on r:
The value of correlation coefficient, r = 0.061, which implies that there is a very weak 

positive association between social life and job satisfaction.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefilcient p  is equal to 0, i.e., 

there is no linear association between social life and job satisfaction.

Social life and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.174, which implies that there Is a weak 

positive association between social life and job involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefilcient p  is equal to 0, i.e.,

there is no linear association between social life and job involvement.
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Social life and Job stress 

Comment on r:

The value of correlation coefTiclent, r = -0.17, which Implies that there is a weak 
negative association between social life and job stress.

Comment on significance;

Sincc p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefilcient p is equal to 0, i.e., 

there Is no linear association between social life and job stress.

Social life and Propensity to quit the job 

Comment on r:

The value of correlation coefficient, r -  0.153, which implies that there is a weak 

positive association between social life and propensity to quit the job.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between social life and propensity to quit the job.

Job satisfaction and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.382, which implies that there is a moderate 

positive association between job satisfaction and job involvement.

Comment on significance:
Sincc p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between job satisfaction and job involvement.

Job satisfaction and Job stress 

Comment on r;
The value of correlation coefficient, r = 0.286, which implies that there is a weak
positive association between job satisfaction and job stress.
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Comment on significance:

Since p-valuc < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between job satisfaction and job stress.

Job satisfaction and Propensity to quit (he job 
Comment on r: ‘

The value of correlation coefTlcicnt, r = 0.117, which implies that there is a weak 

positive association between job satisfaction and propensity to quit the job.

Comment on signiflcance:

Since p-value > 0.05, null hypothesis can be acceptcd at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association bet\veen job satisfaction and propensity to quit the job.

Job involvement and Job stress 

Comment on r: .

The value of correlation coefficient, r = 0.018, which implies that there is a very weak 

positive association between job involvement and job stress.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between job involvement and job stress.

Job involvement and Propensity to quit the job 

Comment on r:
The value of correlation coefficient, r = 0.1, which implies that there is a weak 

positive association between job involvement and propensity to quit the job.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between job involvement and propensity to quit the job.
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Job stress and Propensity to quit the job
Comment on r:

The value of correlation coefficient, r = 0.242, which implies that there is a weak 

positive association between job stress and propensity to quit the job.
Comment on significance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between job stress and propensity to quit the job.
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Ĉ J CO t r i (D

C0 0
.2 3 s
15 
c . ro

g 0 ‘e 0
Q.3 1

12
J?

(0
u.

CO 0 0. d  ' >-
C O ai ir*

co
*G
«2]w
row

c
a
Ea>
o
>

Ao
C O

s
sw

Xi

0)
, £

*5
c ro

.0}
a .

S
O.

8
*cO)
*to
oc
<n 
c  -

s
s
CO
z

Dhaka University Institutional Repository



Hypothesis Test for Correlation:

Null Hypothesis-Hot jD’s = 0

Alternative Hypothesis-Hi:/7 ’s?t0 [Two-tailed test]

Age and Expcrieiicc 

Comment on r;

The value of correlation coefficient, r = 0.873, which implies that there is a strong 

positive association between age and experience.

Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between age and experience;

Age and Working hours 

Comment on r:

The value of correlation coefficient, r = -0.01, which Implies that there is a very weak 

negative association between age and working hours.

Comment on significance:
Since p-value > O.OS, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.cl, 

there is no linear association between age and working hours.

Age and Salary 

Comment on r:
The value of correlation coefficient, r = 0.458, which implies that there is a moderate 

positive association between age and salary.

Interpretation of the Results
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Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of signiHcance and it 

can be conbluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between age and salary.

Age and Work 

Comment on r:

The value of correlation coelTicient, r = -0.33, which implies that there is a moderate 

negative association between age and work.

Comment on signiflcance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between age and work.

Age and Promotion 

Comment on r:
The value of correlation coefficient, r = -0.57, which implies that there is a strong 

negative association between age and promotion.

Comment on significance:
Since p-value < 0,01 null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between age and promotion.

Age and Supervi^on 

Comment on r:
The value of correlation coeflicient, r = -0.14, which implies that there is a weak 

negative association between age and supervision.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e.,

there is no linear association between age and supervision.
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Age and Co-workers 

Comment on r:

The value of correlation coefTicient, r *=. -0.18, which implies ihai there is a weak 

negative association between age and co-workers.
Comment on significance:

Since p-value > 0.05, null hypothesis can be acceptcd at 5% level of significance and 

it can be concluded that the population correlation coeiTlcient p  is equal to 0, i.e., 

there is no linear association between age and co-workcrs.

Age and Personal life 

Comment on r:

The value of correlation coefficient, r = -0.08, which implies that there is a very weak 

negative association between age and personal life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between age and personal life.

Age and Family life 

Comment on r:
The value of correlation coefficient, r = -0,22, which implies that there is a weak 

negative association between age and family life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between age and family life.

Age and Social life 

Comment on r:
The value o f correlation coefficient, r = -0.07, which implies that there is a very weak

negative association between age and socjal life.
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Comment on significance:

Since p-value > 0.05, null hypothesis can be acccpted at 5% level of significance and 

it can be concluded that the population coirelation cocflicient p  is equal to 0, i.e., 

there is no linear association between age and social life.

Age and Job satisfaction 

Comment on r:

The value of correlation coefTicicnt, r = -0.13, which implies that there is a weak 

negative association between age and job satisfaction.

Comment on signiflcancc:

Since p-value > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between age and job satisfaction.

Age and Job involvement 

Comment on r:
The value of correlation coefilcient, r = -0.22, which implies that there is a weak 

negative association between age and job involvement.

Comment on signiflcancc:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  Is equal to 0, i.e., 

there is no linear association between age and job involvement.

Age and Job stress 

Comment on r:
The value of correlation coefficient, r = 0.08, which implies that there is a very weak 

positive association between age and job stress.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to-0, i.e.,

there is no linear association between age and job stress.
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Age and Propensity to quit the job 
Comment on r;

The value of correlation coefncient, r = -0.21,. which implies that there is a weak 

negative association between age and propensity to quit the job.

Comment on significance:

Sincc p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between age and propensity to quit the job.

Experience and Working hours 

Comment on r:

The value of correlation coefficient, r = -0.07, which implies that there is a veiy weak 

negative association between experience and working hours.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and working hours.

Experience and Salary 

Comment on r:
The value of correlation coefficient, r = 0.347, which implies that there is a moderate 

positive association between experience and salary.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between experience and salary.

Expertcncc and Work 

Comment on r:
The value of correlation coefficient, r = -0.22, which implies that there is a weak 

negative association between experience and work.
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Continent on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance 

it can be concluded that the population correlation cocfUcient p  is equal to 0, i.e., 

there is no linear association between experience and work.

Experience and Promotion 

Comment on r:

The value of correlation coefTicient, r = -0.42, which implies that there is a moderate 

negative association between experience and promotion.

Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between e.xperience and promotion.

Experience and Super\’ision 

Comment on r:
The value of correlation coefficient, r = -0.1, which implies that there is a weak 

negative association between experience and supervision.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between e,vperience and supervision.

Experience and Co-workers 

Comment on n
The value of correlation coefficient, r = -0,11, which Implies that there is a weak, 

negative association between experience and co-workers.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation ccefUcient p  is equal to 0, i.e., 

there is no linear association between experience and co-workers.
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Experience and Personal life 
Comment on r:

The value of correlation coefTlcient, r = -0.22, wiiidi Implies that (here is a weak 

negative association between experience and pcrsonallife.
Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that tlie population correlation coelTlcicnt p  is equal to 0, i.e., 

there is no linear association between experience and personal life.

Experience and Family life 

Comment on r:

The value of correlation coeflicient, r = -0.26, which implies that there is a weak 

negative association between experience and family life.

Comment on significance:
Since p-vafue > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association bet^veen experience and family life.

Expcriencc and Social life 

Comment on r:
The value of correlation coeflicient, r = -0.17, which implies that there is a weak 

negative association between experience and social life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTTcient p  is equal to 0, i.e., 

there is no linear association between experience and social life.

Expcriencc and. Job satisfaction 

Comment on r;
The value of correlation coefficient, r = -0.03, which implies that there is a veiy weak
negative association between experience and sob satisfaction.
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Comment on significance:

Since p-value > 0.05, null iiypotliesis can be accepted at 5% level of significance and 

it can be concludcd that the population correlation coefficient p  . is equal to 0, i.e., 

there is no linear association between experience and job satisfaction.

Expcriencc and Job involvement 

Comment on r:

The value of correlation coefTicient, r = -0.02, which implies that there is a very weak 

negative association between experience and job involvement.

Comment on signincancc:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeflicient p  is equal to 0, i.e., 

there is no linear association bet\veen experience and job involvement.

Experience and Job stress 

Comment on r:

The value of correlation coefficient, r = 0.055, which implies that there is a very weak 

positive association between experience and job stress.

Com men ton significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is nolinear association between experience and job stress.

E.\pcricncc and Propensity to quit the job 

Comment on r:
The value of correlation coefficient, r = -O.ie, which implies that there is a weak 

negative association between experience and propensity to quit the job.

Comment on significance;
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

It can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between experience and propensity to quit the job.
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Working hours and Salaty 
Comment on r:

The value of correlation coemcicnl, r = -0.081, which implies that there is a very 

weak negative association between working hours and salary.
Comment on significance;

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and salary.

Working hours and Work 

Comment on r:

The value of correlation coefficient, r = -0.275, which implies that there is a weak 

negative association between working hours and woric.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and work.

Working hours and Promotion 

Comment on r:
The value of correlation coeflicient, r = -0.04, which implies that there is a very weak 

negative association between working hours and promotion.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and. 

it can be concluded that the population correlation .coefficient p  is equal to 0, i.e., 

there is no linear association bet\veen working hours and promotion.

Worldng hours and Supervision 

Comment on r:
The value of correlation coefficient, r = -0.123, which implies that there is a weak
negative association between working hours and supervision.
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Comment on significnncc:

Since p-value > 0.05, null hypothesis can be accepted al 5% level of significance and 

it can be concluded that the population correlation coefilcicnt p is equal to 0, i.e., 

there is no linear association between working hours and supervision.

Working hours and Co-workcrs 
Comment on r:

The value of correlation coefficient, r = 0.1561, which implies that there is a weak 

positive association between working hours and co-workers.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between working hours and co-workers.

Working hours and Personal life 

Comment on r:

The value of correlation coefficient, r = -0.201, which implies that there is a weak 

negative association between working hours and personal life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and personal life.

Working hours and Family life 

Comment on r:
The value of correlation coefficient, r = 0.0612, which implies that there is a very 

weak positive association between working hours and family life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefilcient p  is equal to 0, i.e., 

there is no linear association between working hours and family life.
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Working hours and Social life 

Comment on r;

The value of correlation coefTlcient, r = -0.01, which implies that titere is a very weak 

negative association between working hours and social life.

Comment on significance:

Since p-value > 0.05, null hypolhesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTtcient p  is equal to 0, i.e., 

there is no linear association between working hours and social life.

Working hours and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = -0.031, which implies that there is a very 

weak negative association between working hours and job satisfaction.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and job satisfaction.

Working hours and Job involvement 

Comment on r:
The value o f correlation coefficient, r = 0.1852, which implies that there is a weak 

positive association between working hours and job involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefncicnt p  is equal to 0, i.e., 

there is no linear association bettveen working hours and Job involvement.

Working hours and Job stress 

Comment on r:
The value of correlation coefficient, r = -0.012, which implies that there is a very 

weak negative association bet^veen working hours and job stress.
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Comment on significance:

Since p-^valuc > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between working hours and job stress.

Working hours and Propensity to quit (he job 
Comment on r:

The value of correlation coefficient, r = -0.061, which implies that there is a very 

weak negative association between working hours and propensity to quit the job. 

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeHlcient p  is equal to 0, i.e., 

there is no linear association between working hours and propensity to quit the job.

Salary and Work 

Comment on r:
The value of correlation coeflicient, r = -0.13, which implies that there is a weak 

negative association between salary and work.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  Is equal to 0, i.e., 

there is no linear association between salary and work.

Salary and Promotion 

Comment on r:
The value of correlation coefficient, r = -0. 12, which implies that there is a weak 

negative association between salary and promotion.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between salaiy and promotion.
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Salary and Supervision 

Comment on r:

The value of correlation coefficient, r = 0.189, wiiicii implies that there is a weak 
positive association between salary and supervision.

Comment on significance:

Sincc p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between salary and supervision.

Salary and Co-workers 

Comment on r:

The value of correlation coefficient, r = -0.04, which implies that there is a very weak 

negative association bet\veen salary and co-workers.

Comment on significance:

Since p-value > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTlcient p  is equal to 0, i.e., 

there is no linear association between salary and co-workers.

Salary and Personal life 

Comment on r:
The value of correlation coeflicient, r = -0.001, which implies that there is no 

association between salao'and personal life.

Comment on signiflcance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it Can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between salary and personal life.

Salary and Family life 

Comment on r:
The value of correlation coefficient, r = -0.3, which implies that there is a moderate
negative association between salary and family life.
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Comment on signincancc:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coelTiclent p  is not equal to 0, i.e., 

there is a linear association between salary and family life.

Salary and Social life 

Comment on r:

The value of correlation coefTicicnt, r = 0.218, which implies that there is a weak 

positive association between salary and social life.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between salary and social life.

Salary and Job satisfaction 

Comment on r:
The value of correlation coefTicient, r = -0.03, which implies that there is a very weak 

negative association between salaiy and job satisfaction.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association bct̂ veen salary and job satisfaction.

Salary and Job involvement 

Comment on r:
The value of correlation coefficient, r = -0.13, which implies that there is a weak 

negative association between salary and job Involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association bet^veen salary and job involvement.
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Salary and Job stress 

Comment on r:

The value of correlation coefficient, r = -0.1, which implies that there is a weal: 
negati ve association between salary and job stress.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

il can be conchided that the population correlation coefiTcieni p  is equal to 0, i.e., 

there is no linear association between salary and job stress.

Salary and Propensity to quit the job 

Comment on r:

The value of correlation coefficient, r = 0.124, which implies that there is a weak 

positive association between salary and propensity to quit the job.

Comment on significance:
Since p-value > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can' be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between salary and propensity to quit the job.

Work and Promotion 

Comment on r:
The value of correlation coefficient, r = 0.293, which implies that there is a weak 

positive association bet\veen work and promotion.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and promotion.

Work and Supervision 

Comment on r:
The value of correlation coefficient, r = 0.562, which implies that there is a strong 

positive association between work arid supervision.
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Comment on significance:

Since p-value < O.OI, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and supervision.

Work and Co-workcrs 

Comment on r:

The value of correlation coefficient, r = 0.442, which implies that there is a moderate 

positive association between work and co-workers.

Comment on significance:

Since p-va!ue <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and co-workers.

Work and Personal life 
Comment on r:

The value of correlation coefficient, r = 0.228, which implies that there is a weak 

positive association between work and personal life.

Comment on signiflcance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association benveen work and personal life.

Work and Family life 

Comment on r;
The value of correlation coefficient, r = 0.128, which implies that there is a weak 

positive association between work and family life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeRlcient p  is equal to 0, i.e., 

there is no linear association between work and family life.
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Work and SociaMifc 

Comment on r:

The value of correlation coefficient, r = 0.284, which implies that there is a weak 

positive association between work and social life.
Comment on significance:

Sincc p-value > 0.05, null hypothesis can be acceptcd at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between work and social life.

Work and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = 0.572, which implies that there is a strong 

positive association between work and job satisfaction.

Comment on significance;
Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between work and job satisfaction.

Work and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.297, which implies that there is a moderate
positive association between work and job Involvement.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and It 

can be concluded that the population correlation coefficient p  Is not equal to 0, i.e., 

there is a linear association between work and job Involvement.

Work and Job stress 

Comment on r:
The value of correlation coefficient, r = 0.05, which implies that there Is a very weak
positive association between work and job stress.
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Comment on significance:

Since p-value > 0.05, null hypotliesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between work and job stress.

Work and Propensity to quit the job 

Comment on r:

The value of correlation coefTicient, r = 0.182, which implies that there is a weak 

positive association between work and propensity to quit the job.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association bet̂ veen work and propensity to quit the job.

Promotion and Supervision 

Comment on r:

The value of correlation coefficient, r = 0.307, which implies that there is a moderate 

positive association between promotion and supervision.

Comment on significance:
Since p-value < 0,05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between promotion and supervision.

Promotion and Co-workers 

Comment on r:
The value of correlation coefTicient, r -  0.288, which implies that there is a weak 

positive association between promotion and co-woiicers.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

It can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and co-workers.
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Promotion and Personal life 
Comment on r:

The value of correJation coefficient, r = 0.27, which implies that there is a weak 

positive association between promotion and personal life.
Comment on signiflcance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and personal life.

Promotion and Family life 

Comment on r:

The value of correlation coefficient, r = 0.198, which implies that there is a weak 

positive association between promotion and family life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and family life.

Promotion and Social life 

Comment on r:
The value of correlation coefficient, r = 0.197, which implies that there is a weak 

positive association between promotion and social life.

Comment on significance:
Since p-value > 0.05, null hypothesis can be acceptcd at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there Is no linear association bct\veen promotion and social life.

Promotion and Job satisfaction 

Comment on r:
The value of correlation coefficient, r = 0.218, which implies that there is a weak 

positive association between promotion and job satisfaction.
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Comment on significance:

Since p-value > 0.05, null hypotliesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between promotion and job satisfaction.

Promotion and Job involvement 

Comment on r:

The value of correlation coefficient, r = 0.061, which implies that there is a very weak 

positive association bet^veen promotion and job involvement.

Comment on signiOcance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeflTtcient p  is equal to 0, i.e., 

there is no linear association bet>veen promotion and job involvement.

Promotion and Job stress 

Comment on r:
The value of correlation coefRcient, r = -0.088, which implies that there is a very 

weak negative association between promotion and job stress.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association bet\veen promotion and job stress.

Promotion and Propensity to quit the job 

Comment on r:
The value of correlation coefficient, r =® 0.202, which implies that there is a weak 
positive association between promotion and propensity to quit the job.

Comment on significance:
Since p-value > 0.05, null hypothesis can be acccpted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i,e., 

there is no linear association between promotion and propensity to quit the job.
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Supervision and Co-workers 

Comment on r:

The value of correlation coefficient, r = 0.777, whicii Implies tliat tliere is a strong 

positive association between supervision and co-workers.
Comment on significance;

Since p-value <0.01, null hypotliesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and co-workers.

Supervision and Personal life 

Comment on r:
The value of correlation coefficient, r = 0.573, which implies that there is a strong 

. positive association bet\veen supervision and personal life.

Comment on significance:

Since p-value < O.OI, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefiRcient p  is not equal to 0, i.e., 

there is a linear association between supervision and personal life.

Supervision and Family life 

Comment on r:
The value of correlation coefficient, r = 0.365, which implies that there is a moderate
positive association beUveen supervision and family life.

Comment on significance:
Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and family life.

Supervision and Social life 

Comment on r:
The value o f correlation coefficient, r = 0.582, which implies that there is a strong 

positive association between supervision and social life.
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Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefTicient p  is not equal to 0, i.e., 

there is a linear association between supervision and social life.

Supervision and Job satisfaction 

Comment on r:

The value of correlation coefTicient, r = 0.334, which implies that there is a moderate 

positive association between supervision and job satisfaction.

Comment on significance:

Since p-value <0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  Is not equal to 0, i.e., 

there is a linear association between supervision and job satisfaction.

Supervision and Job involvement 

Comment on r:

The value of correlation coefficient, r = 0.198, which implies that there is a weak 

positive association between supervision and job involvement.

Comment on significance:
Since p>value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between supervision and job involvement.

Supervision and Job stress 

Comment on r:
The value of correlation coefficient, r = 0.119, which implies that there is a weak 

positive association between supervision and job stress.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between supervision and job stress.
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Supervision and Propensity to quit the job
Comment on r:

The value of correlation coefficient, r=  0.412, which implies that there is a moderate 

positive association between supervision and propensity to quit the job.
Comment on significance:

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between supervision and propensity to quit the job.

Co-workcrs and Personal life 

Comment on r;

The value of correlation coefiicient, r = 0.433, which implies that there is a moderate 

positive association between co-workers and personal life.

Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between co-workers and personal life. -

Co-workers and Family life 

Comment on r:
The value o f correlation coefficient, r = 0J35, which implies that there is a strong 

positive association between co-workers and family life.

Comment on significance:
Since p-valuc <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e.,

there is a linear association between co-workers and family life.

Co-workers and Sociallife 

Comment on r:
The value of correlation coefficient, r = 0.417, which implies that there is a moderate 

positive association bet\veen co-workers and social life.
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Comment on signincance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, l.e,, 

there is a linear association between co-workers and social life.

Co-workers and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = 0.193, which implies that there is a weak 

positive association between co-workers and job satisfaction.

Comment on slgniflcanee:

Since p-value > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeflicient p  is equal to 0, i.e., 

there is no linear association between co-workers and job satisfaction.

Co-workers and Job involvement 

Comment on r:

The value of correlation coefficient, r = 0.285, which implies that there is a weak 

positive association between co-workers and job involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association bet^veen co-workers and job involvement.

Co-workers and Job stress 

Comment on r: .
The value of correlation coefficient, r = 0.132, which implies that there Is a weak 

positive association between co-workers and job stress.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between co-workers and job stress.
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Co-workcrs and Propensity to quit the job 
Comment on r;

The value of correlation cocfilcient, r == 0.476, which implies that there is a moderate 

positive association between co-workers and propensity to quit the job.

Comment on significance:

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlalion coefficient p  is not equal to 0, i.e., 

there is a linear association between co-workers and propensity to quit the Job.

Personal life nnd Family life 

Comment on r:

The value of correlation coefTlcient, r = 0.605, which implies that there is a strong 

positive association between personal life and family life.

Comment on significance:

Since p-value < 0.01, null.hypothesis can be rejected atl% level of significance and it 

can be concluded that the population correlation coefilcient p  is not equal to 0, i.e., 

there is a linear association between personallife and family life.

Personal life and Social life 

Comment on r:
The value of correlation coefficient, r = 0.592, which implies that there is a strong 

positive association between personal life and social life.

Comment on significance;
Since p<value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between personal life and social life.

Personal life and Job satisfaction 

Comment on r:
The value of correlation coefficient, r = 0.148, which implies that there is a weak 

positive association between personal life and job satisfaction.

. 255

Dhaka University Institutional Repository



CommGnt on signiflcancc:

Since p-valuc > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between personal life and job satisfaction.

Persona) life and Job involvement 

Comment on r;

The value of correlation coefficient, r = -0.129, which implies that there is a weak 

negative association between personal life and job involvement.

Comment on significance:

Since p-value > O.OS, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefHcient p  is equal to 0, i.e., 

there is no linear association between personal life and job involvement.

Personal life and Job stress 

Comment on r:
The value of correlation coefficient, r ® 0.022, which implies that there is a very weak 

positive association between personal life and job stress.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at S% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between personal life and job stress..

Pcrsonallife and Propensity to quit the job 

Comment on r:
The value of correlation coefficient, r = 0.027, which Implies that there is a very weak 

positive association between personal life and propensity to quit the job.

Comment on significance:
Since p-valuc > 0.05, nuJJ hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  Is equal to 0, i.e., 

there is no linear association between personal life and propensity to quit the job.
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Family life and Social life 
Comment on r;

The value of correlation coefficient, r = 0.358, whicli implies fiiat there is a moderate 
positive association between family life and social life.

Comment on signiHcance:

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there is a linear association between family life and social life.

Family life and Job satisfaction 

Comment on r:

The value of correlation coefficient, r = 0.167, which implies that there is a weak 

positive association between family life and job satisfaction.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between family life and job satisfaction.

Family life and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.009, which implies that there is no 

association between family life and job involvement.

Comment on signincance;
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between family life and job involvement.

Family life and Job stress 

Comment on r:
The value of correlation coefTicient, r = 0.191, which implies that there is a weak
positive association between family life and job stress.
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Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation cocfTtcicnt p  is equal to 0, i.e., 

there is no linear association between family life and job stress.

Family life and Propensity to quit the job 

Comment on r:

The value of correlation coefficient, r = 0.183, which implies that there is a weak 

positive association between family life and propensity to quit the job.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  Is equal to 0, i.e., 

there is no linear association between family life and propensity to quit the job.

Social life andJob satisfaction 

Comment on r:
The value of correlation coefficient, r = 0.103, which implies that there is a weak 

positive association between social life and job satisfaction.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between social life and job satisfaction.

Social life and Job involvement 

Comment on r:
The value of correlation coefficient, r = -0.088, which implies that there is a very 

weak negative association between social life and job involvement.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.ê , 

there is no linear association between social life and job involvement.
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Social life and Job stress 

Comment on r;

The value of correlation coefTicient, r = *0.019, which implies that there is a very 

wcaiv negative association between social life and job stress.

Comment on signiFicancc:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between social life and job stress.

Social life and Propensity to quit the job 

Comment on r:

The value of correlation coefTicient, r = 0.206, which implies that there is a weak 

positive association between social life and propensity to quit the job.

Comment on significance:

Since p-value > 0,05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefTicient p  is equal to 0, i.e., 

there is no linear association between social life and propensity to qiiit (he Job.

Job satisfaction and Job involvement 

Comment on r:
The value of correlation coefficient, r = 0.473, which implies that there is a moderate 

positive association bet^veen job satisfaction and job involvement.

Comment on significance:
Since p-value < 0.01, null hypothesis can be rejected at 1 % level of significance and it 

can be concluded that the population correlation coefficient p  is not equal to 0, i.e., 

there Is a linear association between job satisfaction and job involvement.

Job satisfaction and Job stress 

Comment on r: .
The value of correlation cocfTicient, r = 0.246, which implies that there is a weak 
positive association between job satisfaction and job stress.
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Comment on significance:

Since p-va!ue > 0.05, null hypothesis can be acccptcd at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between job satisfaction and job stress.

Job satisfaction and Propensity to quit the job 
Comment on r:

The value of correlation coefficient, r -  0.009, which implies that there is no 

association between job satisfaction and propensity to quit the job.

Comment on signiflcance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association bet^veen job satisfaction and propensity to quit the job.

Job involvement and Job stress 

Comment on r:

The value of correlation coeflicient, r = 0.131, which implies that there is a weak 

positive association between job involvement and job stress.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0, i.e., 

there is no linear association between job involvement and job stress.

Job involvement and Propensity to quit the job 

Comment on r:
The value of correlation coefficient, r = 0.212 , which implies that there is a weak 

positive association between job involvement and propensity to quit the job.

Comment on significance:
Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coeiTicient p  is equal to 0, i.e., 

there is no linear association between job involvement and propensity to quit the job.
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Job stress and Propensity to quit the job 
Comment on r:

The value of correlation coefficient, r = 0.053, wliich implies that there is a very weak 

positive association between job stress and propensity to quit the job.

Comment on significance:

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the population correlation coefficient p  is equal to 0. i.e., 

t h e r e  is no linear association betweenjob stress and propensity t o  quit t h e  job. .
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TABLE 83; Regression Analysis - Job Satisfacfion of Public Scctor Bank

Officers on Sex, Work, Promotion and Family Life (N = 92)

Model Sunitnary

Model
I .807(a)

R Square
.651

Adjuslcd R 
Square

.635

Sid. lirrorof 
the Esiimaic

8.0856

a Predictors: (Constant), Family life. Promotion, Sex, Work

ANOVA(b)

Model
Sum of 
Squares df Mean Square F Sig.

1 Regression 10620.417 4 265S.I04 40.612 .000(a)
Residual 5687.836 87 65.377
Total 16308.253 91

a Predictors; (Constant), Family life. Promotion, Sex, Work 
b Dependent Variable; Job satisfaction

Cocfficicnts(a)

Model

Unstandardized
Cocflicienls

Standardized
Cocfllcicnts

t Sis.B Std. Error Beta
1 (Constant) 29J75 4.965 5.957 .000

Sex 4.889 1.751 .179 2.793 .006
Work J52 .043 .621 8.253 .000
Promotion .106 .035 ,21) 3.019 .003
Family life 1.476 1.018 .099 1.449 .151

a Dependent Variable; Job satisfaction

Interpretation of the Results

Multiple Linear Regression Model:

Y + >31 X| +  X j +  .....+;5k Xk+ 5  

Wliere,

Y is ihcyield (dependent variable); 

a  \s {he iiUerccpi;

P \ . P 2..... slopes;

X1, X2......  Xk are the independent variables;
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E \s{\is random error Vam.
Interpretation of parameters:

flf =Expectcd/Avcrage valiieofYwhenXi.Xj.......Xk = 0.

/?2....... = Expcctcd/Average change in Y for I unit change in

Xi.Xz.......Xk.

Hypothesis Test for Regression Slope 

Nulll-Iypothcsis-Ho-./?’s = 0

Alternative Hypothesis-H]t;3’s 5^0 [Two-tailed test]

The estimated regression model is;
Y = ff  + /7 | X,  + ^2X2+/?3X3+/?4X4+ff

7=29,575 + 4.889X1 + 0.352X2 + 0.106X3+1.476X4 
Or, Job satisfaction = 29.575 + 4.889 (Sex) + 0.352 (Work) + 0.106 

(Promotion) + 1.476 (Family life)

Comment on a ,  p u  P 2, /?3 and

The estimated value of a  = 29.575, 

which implies that on average the increase in job satisfaction (%) is 29,575 when 

increase in the variation in sex, work, promotion and family life (%) = 0.
The estimated value of/71 = 4.889, 

which implies that for 1% increase in the variation in sex the average increase in job 

satisfaction is 4.889%.
The estimated value of;?2= 0.352, 

which implies that for 1% increase in work score the average increase in job 

satisfaction is 0.352%.
The estimated value of/?3 = 0.106, 

which implies that for 1% increase in promotion score the average increase in job 

satisfaction is 0.106%.
The estimated value o f = 1.476, 

which implies that for 1% increase in happiness score of family life the average 

increase in job satisfaction is 1.476%.
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Here p-value for a  = 0.000 

Since p-valuc < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the intercept coenicient is not equal to 0,

Here p-value for/? I = 0.006 

Since p-vahie <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/? i is not equal to 0. That means variation in se,v: has significant 

positive impact on job satisfaction.

Here p-value for fiz  = 0.000 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/?2  is not equal to 0. That means variation in work score has 

significant positive impact on job satisfaction.

Here p-value for p t  = 0.003 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that ̂ 3*is not equal to 0. That means variation in promotion score 

has significant positive impact on job satisfaction.

Here p-value for ;04 = 0.151 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that fin is equal to 0. That means happiness score of family life 

docs not have significant impact on job satisfaction.

Comment on model fitting:
Here R̂  = 0.651,

which implies that 65.1% of the total variation in job satisfaction can be e.\plained by 

the regression model (by the variation in sex, work score, promotion score and 

happiness score of family life).
In the regression model, the independent variables are sex, work, promotion and 

family life and dependent variable is job satisfaction. The other independent variables 

do not have mentionable impact on job satisfaction. In this model, it is found that 

variation in sex has the highest positive impact on job satisfaction among the four 

independent variables.

Comment on significance:
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TABLE 84: Regression Analysis - Job Salisfaclion of Pri’.^te S«clor Bank

Officers on Age, Experience, Work and Job Invoivcrneat(N'= 162)

■ Model Sumtnic?'

Adjusted R
Model R R Square Squ2TC tic EsLcaTir {■
I ■.768(a) 11 1 -5S0j1 1*

1
■a Prcdiciors:(Consiani). Job involvement. Age, Worfc, EipsnKCs

ANOVA(b>

Model
Sum or 
Squares d f  1

f ;• 
r NSsmiSinuacr ■

I
i'
! Sis..

I •Regression J1847.806 » ^W.’I S S ;. S6;5;i3;- .ouaia).
Residual 8221329 157 Zisits]

T otal 20069.136 le t !
a Predictors: (Constant), Job involvement, A ^ , Wcri:, Eipaicnci 
b :Dcpendent Variable: Job satisfaction

CoefiiincacKj)

• Unstandordizai
Coefllcicnts

■ SUuriwiUijni;: 
COfitlidcit. .

i

: Model B StvL Pmrr Beta I: Sic;
1 (Constant)

Age
ENpcriencc
Work
Job
involvement

42.-1-I3
-.■152
.022
.338

.27?

.III

.Q13

O.i?.;.
.lr!&,:

•2S5-;

SjiJO
-1.0&2,
1.S70

10J65

5.016

.000
■QUO
.063.
.QUO

.000

a Dependent Variable: Job satisfaclion

Interpretation of the UcsiiKs

Multiple Linear Regression Model:

Y = a + y ? i  X j + )9 2 X 2  +  .....-* '/5kX i;+^

Where,
Y is ibayield (dependent variable): 

a  is the intercept;
...... nrethe.v/(VWV

X i, Xz.   X)i nro the indepemknt wrkblQs;
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TABLE 84: Regression Analysis - Job Satisfaction of Private Sccfor Bank

Officers on Age, Experience, Work and Job Involvement (N = 162)

M diJcI Sumraaiy

Model R R Square -
Adjusted R 

Square
Std.EiTDror 
the Estimate

1 .768(a) .590 .580 7.2364

a Prcdictors: (Constant), Job involvement. Age, Work, Experience

ANOVA(b)

Model
Sum of 
Squares dr Mean Square F Sip.

I Regression 11847.806 4 2961.952 56J63 .000(a)
Residual 822U 29 JS7 52365
Total 20069.136 161

a Prcdictors: (Constant), Job involvement. Age, Woik, Expericncc 
b Dependent Variable; Job sausraction

Coerficicnts(a)

• Uttstandardized
Coeflieients

Standardized
Coeflieients

Model 0 Std, Error Beta t Srg.
1 (Constant)

Age
Experience
Work
Job
involvement

42.443
-.452
.022

.338

.279

4.976
.111
.012
.032

.055

-.315
.146
.586

.285

8,530
-4.062
1.870

10.565

5,046

.000

.000

.063

.000

.000

a  Dependent Variable: Job satisfaction

Interpretation of the Results

Multiple Linear Regression Model:

Y = a + / ? , X ,  + y?2X2 + .....+/?icXk+^

Wliere,

Y is Xhzyield (dependent variable); 

a  hi\\& intercept:

P\, P i,......P\t are tiie slopes;

X1.X2, X t  are the independent variables:
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e  is the random error term.

Interpretation of parameters:

a  = Expected/Average value of Y when Xi.Xi.......Xu « 0.

P i ....... /9k = Expected/Average change in Y for I unit change in

X,.

Hypothesis Test for Regression Slope 

Null Hypothesis- Ho: P 's = 0

Alternative Hypothesis-H):/?’s?SO [Two-tailed test]

The estimated regression model is: .

Y- =a  + +  +

y = 42.443 + -0.432Xi + 0.022X2 + O.SSBXj + 0.279X4 

Or, Job satisfaction = 42.443 + -0.452 (Age) + 0.022 (Experience) + 0.338 

(Work) + 0.279 (Job involvement)

Comment on Of,/?!, y?2» >03 and yff̂ ’s:

The estimated value of or = 42.443, 

which implies that on average the increase in job satisfaction (%) is 42.443 when 

increase in the variation in age, experience, work and Job involvement (%) = 0.

The estimated value of/31 = -0.452, 

which implies that for 1% increase in the variation in age the average decrease in job 

satisfaction is 0.452 %.
The estimated value of/?2= 0.022, 

which implies that for 1% increase in experience score the average increase in job 

satisfaction is 0.022%.
The estimated value of f l j -  0.338, 

which implies that for 1% increase in work score the average increase in job 

satisfaction is 0.338%.
The estimated value of J&4 = 0.279, 

which implies that for 1% increase in job involvement score the average increase in 

job satisfaction is 0.279 %.
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Here p-value for a  = 0.000 

Since p>vatae < 0.01, null hypothesis can be rcjcctcd at 1% level of significance and it 
can be concluded that the intercept coefficient is not equal to 0.

Here p-value for /? i = 0.000 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded thaty5j is not equal to 0. That means variation in age has significant 

negative impact on job satisfaction.

Here p-value for p% = 0.063 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded thaty^2 is equal to 0. That means experience score does not have 

significant impact on job satisfaction.

Here p-value for /?3 =0.000 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/?3' is not equal to 0. That means variation in work score has 

significant positive impact on job satisfaction.

Here p-value for 04 = 0.000 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that p 4 is not equal to 0. That means variation in job involvement 

score has significant positive impact on job satisfaction.

Comment on model fitting:
Here R- = 0.590.

which implies that 59% of the total variation in job satisfaction can be explained by 

the regression model (by the variation in age, experience, work score and Job 

involvement score).
In the regression model, the independent variables are age, experience, work and job 

involvement and dependent variable is job satisfaction. The other independent 

variables do not have mentionable impact on job satisfaction. In this model, it is found 

that variation in age has the highest negative impact and work and job involvement 

have the higher positive impact on job satisfaction among the four independent 

variables.

Comment on significance:

267

Dhaka University Institutional Repository



TABLE 85: Regression Analysis - Job Satisfaction of Public Sector Bank Non-

officers on Education, Expcricncc, Work, Supervision, Co-workers, Job

Involvement and Job Stress (N = 85)

Model Summary

Model

L1 .691(0)
R Square

Adjusted R 
Square

.477 .430

Sid. Error o f 
tlic Estimate

9.3700
a Predictors: (Constant), Job stress, Job involwmcnt, Expcricncc, Supervision, Education. Work, Co-wocfccrs

ANOVA(b)

Model
Sum of
Squares df Mean Square F Sig.

1 Regression 6174.447 7 882.064 10.047 .000(a)
Residual 6760J39 77 87,797
Total 12934.786 84

b Dependent Variable; Job satisraction

Coefneicnts(n)

Model

Unstandaidizcd
Cocfilcicnts

Standardized
CocfTicicnts

I Sig.B Beta
1 (Constant) 18J66 8.272 2.220 .029

Education 3J35 1.462 2Vt 2.418 .018
Expcricncc .000 .012 .001 .017 .987
Work .189 .057 .342 3 J I6 .001

Supcrv’ision .207 .093 372 2.216 .030

Co-woikcrs -.272 .089 ..475 -3.040 .003

Job involvement .316 .086 • .334 3.636 .000

Job stress 3.047 .929 .288 3280 .002

a Dependent Variable: Job saiisfaction

Interpretation of the Results

Multiple Linear Regression Model:

Y = a + / ? , X i  +  /?2Xz + ......+/?fcX |;+^

Where,
Y is Win yield (dependent variable); 

a  xsXhe intercept;
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P  I. 02 ........Pv. are the slopes;

X|,X2........Xk^rc {heindepeiutent variables;
s  \s the random error {cm.

Interpretation of parameters:

a ~ Expected/Average value of Y when Xi, X2, ......Xk = 0.

fit, /?2. ...... fik = Expected/Average change in Y for 1 unit change in

X,.X2.......Xu.

Hypothesis Test for Regression Slope 

Null Hypothesis- Ho: /?’s = 0

Alternative Hypothesis-Hj:/?’s?^0 [Two-tailed test]

The estimated regression model is:

Y=ar + ;5iXi + ^2X2+ ^ 2X1+ + PiXr^

£

y  =  18.366 +  3.535 Xi +  0.000 X2 +  0.189 X3 +  0.207 X4 +-0.272 Xs 

+ 0.3 1 6 X5 + 3 .047X7

Or, Job satisfaction = 18.366 + 3.535 (Education) + 0.000 (Experience) + 

0.189 (Work) + 0.207 (Supervision) + -0.272 (Co-workcrs) + 0.316 

(Job involvement) + 3.047 (Job stress)

Commentona, )0i, ^ 2, ^ 3, /?s./?6,and /?7’s;

The estimated value of or -  18.366, 

which implies that on average the increase in job satisfaction (%) is 18.366 when 
increase in the variation in education, experience, work, supervision, co-workcrs, job 

involvement, job stress (%) = 0.
The estimated value of;? I = 3.535,.

which implies that for 1% increase in the variation in education the average increase 

in job satisfaction is 3.535 %.
The estimated value of >9 2= 0.000, 

which implies that for 1% increase in experience the average increase in job. 

satisfaction is 0%.
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The estimated value of/?3 = 0.189, 

which implies that for 1% increase in work score the average increase in job 

satisfaction is 0.189%,

The estimated value of/?4 = 0.207, 

which implies that for J% Increase in SupeiVision score the average increase in job 

satisfaction is 0.207 %.

The estimated value of)9s = -0.272, 

which implies that for 1% increase in Co-workers score the average decrease in job 

satisfaction is 0.272 %.

The estimated value of ;06 = 0.316, 

which implies that for 1% increase in job involvement score the average increase in 

job satisfaction is 0.316 %.
The estimated value of;07 = 3.047, 

which implies that for 1% increase in job stress score the average increase in job 

satisfaction is 3.047 %.

Comment on significance:
Here p-value for a  = 0.029 

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that the intercept coefficient is not equal to 0.

Here p-value for /?i = 0.018 

Since p-value < 0.05, null hypotliesis can be rejected at 5% level of significance and it 

can be concluded that/?j Is not equal to 0. That means variation in education has 

significant positive impact on job satisfaction.

Here p-value for P i = 0,987 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that ̂ 2  is equal to 0. That means experience score does not have 

significant impact on job satisfaction.
Here p-value f o r = 0.001
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Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded thaty^j is not equal to 0. That means variation in work score has 

significant positive impact on job satisfaction.

Here p-valiie f o r =0.030 

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that/?^ is not equal to 0. That means variation in supervision score 

has significant positive impact on job satisfaction.

Here p-value for ^ 5  = 0.003 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/?5 is not equal to 0. That means variation in co-workers score 

has significant negative impact on job satisfaction.

Here p-value for = 0,000 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/^e is not equal to 0. That means variation in job involvement 

score has significant positive impact on job satisfaction.

Here p-vaJue for = 0.002 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that p^  is not equal to 0. That means variation in job stress score has 

significant positive impact on job satisfaction.

Comment on model fitting:
Here = 0.477,

which implies that 47.7% of the total variation in job satisfaction can be axplained by 
the regression model (by the variation in education, experience, work score, 

supervision score, co-workers score, job involvement scoto and job stress scorc).
In the regression model, the independent variables are education, experience, work, 
supervision, co-workers, job involvement and job stress and dependent variable is job 
satisfaction. The other independent variables do not have mcntionable impact on job 

satisfaction. In this model, it is found that variation in education and job stress score 
have the higher positive impact on job satisfaction among the seven independent 

variables.
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TABLE 86: Regression Analysis - Job Satisfaction of Private Sector Bank Non- 

officers on Work, Promotion, Co-workers, Family Jifc and Job Involvement (N = 

46)

Mode) Summary'

Model
I

R
,702{a)

R Square
.492

Adjusted R 
Square

Sid. Error of 
(he Estimate

.429 10.5200
a Predictors; (Constant), Job involvement. Family lifc, Promotion, Work, Co-workers

ANOVA(b)

Model
Sum or 
Squares df Mean Sqoaie F Siji.

1 Regression 4294.093 5 858.819 7.760 .000(a)
Residual 4426.787 40 110.670
Total 8720.880 45

a Predictors: (Constant), Job involvement. Family lire, Promotion, Work, Co*\vorkcts 
b Dependent Variable: Job satisfaction

Cocrncicnts(o)

Unstandardizcd
Coenicicnts

Standardized
CoeJTicicnts

Model B Std. Error Beta t Sip.
1 (Constant)

Work
Promotion
Co-worivcrs
Family lifi:
Job
involvement

18.483
.356
.059

-.199
2.959

.395

10.708
.087
.091
.099

1.653

.122

.538

.078
O H
.245

.395

1.726
4.080
.646

-2.015
1.791

3.248

.092

.000
.522
.051
.081

.002

a Dependent Variable: Job satisraction

Interpretation of the Results

Multiple Linear Regression Model:

Y = a+ y?iX j + y?2X2 + .....+>5kX|;+5 

Where,

Y is the yie/d (dependent variable)! 

a  is the

......Px, arc slopes;
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Xi,X2, ......Xiitaelhc independent variables;
E is the random error term.

Interpretation of parameters:

or = Expected/Avcragc value of Y when X1.X2,.... .Xk = 0.

P 1, .......“  Expected/Avcrage change in Y for 1 unit change in

X,.X2. ......Xfc. .

Hypothesis Test for Regression Slope 

Null Hypothesis-Ho:;?’s = 0

Alternative Hypothesis- Hj: 's 9̂  0 [Two-tailed test]

The estimated regression mode! Is:

Y = a  +>3i X, + j02X 2+^3X 3+ j94X4+/?sX5+

y = 18.483 + 0.356 X ,+0.059 X2 +-0.199 X3 + 2.959 X4+ 0.395 Xs 
Or, Job satisfaciion = 18.483 + 0.356 (Work) + 0.059 (Promotion) + -0.199 

(Co-workers) + 2.959 (Family life) + 0.395 (Job involvement)

C om m en to n a,/? i,/? 2, /?3, /94and ;9s’s:

The estimated value of ar =18.483, 

which implies that on average the increase in job satisfaction (%) is 18.483 when 
increase in the variation in work, promotion, co-workers, family life and Job 

involvement (%) = 0.
The estimated value o f^ i  = 0.356, 

which implies that for 1% Increase in the variation in work score the average increase 

in job satisfaction is 0.356 %.
The estimated value of/J2= 0.059, 

which implies that for 1% increase in promotion score the average increase In job 

satisfaction is 0.059 %.
The estimated value of/?3 *=-0.199, 

which implies that for 1% increase in co-workers score the average decrease in job 

satisfaction is 0.199%.
The estimated value of/?4 -  2.959,
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which implies that for 1 % increase in happiness scorc of family life ihe average 
increase in job satisfaction is 2.959 %.

The estimated value of/fi = 0.395, 

which implies that for 1% increase In job involvement score the average increase in 
job satisfaction is 0.395 %.

Comment on significance:

Here p-value for a = 0.092 

Since p-value > 0.05, null hypothesis can be acceptcd at 5% level of significance and 

it can be concludcd that the intercept coefiicient is equal to 0.

Here p-value f o r = 0.000 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/?i is not equal to 0. That means variation in work score has 

significant positive impact on job satisfaction.

■ Here p-value for /?z = 0.522 

Since p-value > 0.05, null hypothesis can be acceptcd at 5% level of significance and 

it can be concluded that ̂ 2  is equal to 0. That means promotion score does not have 

significant impact on job satisfaction.
Here p-value for y?3 =0.051 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

It can be concluded that /?3 is equal to 0. That means co-workers scorc does not have 

significant impact on job satisfaction.
Here p-value for/?4 = 0.081 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concludcd that/?4 is equal to 0. That means happiness score of family life 

does not have significant impact on job satisfaction.

Here p-value for /7s = 0.002 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/?s is not equal to 0. That means variation in job involvement 

score has significant positive impact on job satisfaction.
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HereR^ = 0.492,
which implies that 49.2% of the total variation in job satisfaction can be explained by 

the regression model (by the variation in work score, promotion score, co-\vorkcrs 

score, happiness score of family life and Job involvement score).

In the regression model, the Independent variables arc work, promotion, co-workers, 

family life and job involvement and dependent variable is job satisfaction. The other 

independent variables do not have menlionable impact on job satisfaction. In this 

model, it is found that variation in happiness score of family life has the highest 

positive impact on job satisfaction among the five independent variables.

Comment on model fitting: ^
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TABLE 87: Regression Analysis - Job Involvement of Public Sector Bank

Ofliccrs on Age, Co-workers, Family Life, Job Stress and Propensity to Quit the

Job(N  = 92)

Model Suramarj'

Model
1

R
.586(a)

R Square
J43

Adjusted R 
Squ!in!

Sid. Etroror 
the Gsiimatc

.305 I 11.8436
a Pfcdiclors: (Constant). Propensity to quit tlte job, Job stress, Family life, Co-M-orkcrs, Age

ANOVA(b)

Model
Sum of 
Squares df Mean Square F Sis.

1 Regression 6294.606 5 1258,921 8.975 .000(a)
Residual 12063.244 86 140.270
Total 18357.850 91

a Predictors: (Constant), Propensity to quit the job, Job stress. Family life, Co-workers, Age 
b Dependent Variable: Job involvement

Cacrflclents(a)

Unstandardized
CoelTicicnts

Standardized
Cocflicicnts

Model B Std. Error Beta t Sip.
1 (Constant) 49.733 8.716 5.706 .000

Age -.244 .147 -.162 -1.656 ,101
Co-workers .198 .062 .296 3.190 .002
Family life 4.744 1.460 .301 3.249 .002
Job stress -ZJ17 1.174 -;200 -2.144 .035
Propensity to 
quit the lob

3.298 1.027 .322 3.213 .002

a Dependent Variable; Job involvement

Interpretation of the Results

Multiple Linear Regression Model;

Y = a + ) S i  X i + /?2 Xz +  Xk+ £

Where,
Y is the yield (dependent variable);, 

a  is the intercept;
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P\,Pi.......A  are the 5/opcs;

^Ci.Xj....... independent variables; .

£ is the random error term.

Interpretation of parameters;

a  = Expected/Average value ofY when Xi.Xj,......Xk = 0.

P\, Pz......= Expccted/Average change in Y for J unit change in

Xl.Xn ......Xk.

Hypothesis Test for Regression Slope 
Null Hypothesis- Hot /3's = 0

Alternative Hypothesis-Hi:;0’s 5^0 [Two-tailed test]

The estimated regression model is:

Y « a  + /?,X i + /72X2+/ff3X3+/?4X4+ PsXs-hS

Y =49.733 + -0.244Xi +0.198X2 + 4.744 X3 + -2.517X4+3.298Xs 

Or, Job involvement = 49.733 + -0.244 (Age) + 0,198 (Co-workers) + 

4.744 (Family life) + -2 J 17 (Job stress) + 3.298 (Propensity to quit the 

job)

Comment o a a , /3 u  jSzt 3, fi4Mdj3s^s:

The estimated value of a  = 49.733, 

which implies that on average the increase in job involvement (%) is 49.733 when 

increase in the variation in age, co-workers, family life, job stress and propensity to 

quit the job (%) = 0.
The estimated value o f^  I =-0.244, 

which Implies that for 1% increase in the variation in age the average decrease in job 

involvement is 0.244 %.
The estimated value ofy?2= 0.198, 

which implies that for 1% increase in co-workers score the average increase in job 

involvement is 0.198%.
The estimated value of^ 3  *= 4.744,
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which implies that for 1% increase in happiness score of family life the average 

increase in job involvement is 4.744%.

The estimated vaJue of/?4 =-2.517, 

which implies that for 1% increase in job stress score tlie average decrease in job 

involvement is 2-517%.

The estimated value o f P s - 3.298, 

which implies that for 1% increase in propensity to quit the job score the average 

increase in job involvement is 3.298%.

Comment on significance:

Here p-value for a  = 0.000 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the intercept coefTicient is not equal to 0.

Herep-value for/?] = 0.101 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded ihvxP\ is equal to 0. That means variation in age does not have 

significant impact on job involvement.

Here p-value for fiz  = 0,002 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that /?2 is not equal to 0. That means variation in co-workers score 

has significant positive impact on job involvement.

Here p-value for ^3  = 0.002 

Since p-value < 0.01, null hypothesis can be rejected at 1% level ofsignificance and it 

can be concluded that/^j Is not equal to 0. That means variation in happiness score of 

family life has significant positive impact on job involvement.

Here p-value for = 0.035 

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that;ff4 is equal to 0. That means job stress has significant negative 

impact on job involvement.
Here p-value for = 0.002
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since p-value < 0.01, null hypothesis can be rejected at 1% level orsigniflcancc and it 

can be concluded that/?s is not equal to 0. That means variation in propensity to quit 

the job score has significant positive impact on job involvement.

Comment on model fitting:

Here R̂  = 0.343,

which implies that 34.3% of the total variation in job involvement can be explained 
by the regression model (by the variation in age, co-workers score, happiness score of 

family life, job stress score and propensity to quit the job score).
In the regression model, the independent variables are age, co-wori<ers, family life, 

job stress and propensity to quit the job and dependent variable is job involvement. 
TTie other independent variables do not have mentionable impact on job involvement. 

In this model, it Is found that variation in happiness score of family life and 

propensity to quit the job score have the higher positive impact on job satisfaction 

among the five independent variables.
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TABLE 88: Regression Analysis - Job Involvement of Private Sector Bank

Oflicers on Sex and Job Satisfaction (N == 162)

Model Summao’

Model R K Square
Adjusted R 

Square
Std. Error of 
ihc Estimate

1 .515(a) J66 256 9.8088
a Prcdictors; (Constant), Job satisfacu'on. Sex

ANOVA(b)

Model
Sum or 
Squares df Mean Square F Sis.

I Regression 5532319 2 2766.159 28.751 .000(a)
Residual 15297.654 159 96.212
Total 20829.973 161

a Prcdictors; (Constant), Job satisraction. Sex 
b Dependent Variable: Job involvement

Coemcients(a)

Unstandardlzed
Coeflicienls

Standardized
CocJIfidcnIs

Model Q Sid. Error Bela \ Sip.
I (Constant) 46J45 5.690 8.180 .000

Sex -4.080 1.692 ■•164 ■2.411 .017
Job
satisraction .486 .069 All ' 6.999 .000

a Dependent Variable: Job involvement

Interpretation of the Results

Multiple Linear Regression Model:

Y =a+y5,X i + /?2X2+.....+/7fcXk+e

Wiiere,

Y is \\iQ yield (depenileiii variable); 
a  is the intcrcepf;

/ ? ! . /?2....... are the slopes;

XI, Xj.Xic are tfie independent variables;
is the rfl/irfom error term.

Interpretation of parameters:
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a  = Expected/Average value of Y when Xi, X2.......Xjj=0.

....... Pk “  Expcctcd/Average change in Y for 1 unit change in

Xi. X2. Xk.

Hypothesis Test for Regression Slope 

Null Hypothesis- Ho: ’s = 0

Ahemativc Hypothesis-Hii/ff’Si^O [Two-talied test]

The estimated regression model is:

Y = or + >9i Xi + X2 + ^

Y =  46.545+ -4.080 X, + 0.486 X2 

Or, Job involvement == 46.545 + -4.080 (Sex) + 0.486 (Job satisfaction)

Comment on or, 1  and/?2’s:

The estimated value of a  = 46.545, 

v/hich implies that on average the increase in Job involvement (%) is 46.545 when 

increase in the variation in sex and j'ob satisfaction (%) = 0.
The estimated value ofJ3\= -4.080, 

which implies that for \% increase in the variation in sex the average decrease in j'ob 

involvement is 4.080%.
The estimated value of/72= 0.486, 

which implies that for 1% increase in job satisfaction score the average increase in job 

involvement is 0.486%.

Comment on significance:
Here p-value for a  = 0.000 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the intercept coefficient Is not equal to 0.
Here p-value for/? I = 0.017 

Since p-value < 0.05, null hypothesis can be rejected at 5% level ofsignincance and i t . 

can be concluded that^i Is not equal to 0. That means variation in sex has significant 

negative Impact on job involvement.
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Here p-valuc for /?2  = 0.000
Since p-value < O.OI, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/ffj is not equal to 0. That means variation in job satisfaction 

score has significant positive impact on job involvement. .

Comment on model fitting:

Here R̂  = 0.266,
which implies that 26.6% of the total variation in job involvement can be explained 

by the regression model (by the variation in sex and job satisfaction score).

In the regression model, the independent variables are sex and job satisfaction and 

dependent variable is job involvement. The other independent variables do not have 

mentionable impact on job involvement. In this model, it is found that variation in sex 

has the highest negative impact on job involvement between the two independent 

variables.
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TABLE 89: Regression Analysis - Job Involvement or Public Sector Bank Non

officers on Co-workers and Job Satisfaction (N = 85)

Model Summary

Model R R Square
Adjusted R 

Square
Std. Enorof 
the Estiniafc

1 .453(a) .205 .1861 11.8288
n Prcilictors; (Constant), Job snilsraction, Co-workcrs

ANOVA(b)

Model
Sum of 
Squares dr Mean Square F Sip.

1 Regression 296I.CM8 2 1480.524 10J81 .000(a)
Rcsiduat 11473.462 82 139.920
Total 14434.510 84

a Prcdictors; (Constant), Job satisraction. Co-workers 
b Dependent Variable: Job involvement

Coefnc(cnis(a)

Unstandardized
CocfTicients

Standardized
Coeflicients

Model B Std. Error Beta .1 SiB.
1 (Constant) 44.760 8,052 5.559 .000

Co-workers .149 .060 .247 2.476 .015
Job
satisraction .363 .105 J44 3.449 .001

a Dependent Variable; Job involvement

Interpretation of tlie Results

Multiple Linear Regression Model;

Y = a + / ? , x ,  + /?2X2 + .....

Where,

Y is iha yield (dependent variable); 
a  IS lha intercept;

P  I .  P 2. ..........Pv. are the slopes;

X1, X2, .Xk are the independent variables;

e  is the random error term.
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Interpretation of parameters:

a  = Expectcd/Avcragc value of Y when Xi.Xj...... ,Xk = 0.

P I. /?2....... Pv ~ Expcclcd/Avcragc change in Y for 1 unit diangc in

X ,.X 2 ..„  Xk.

Hypolhcsis Test for Regression Slope 

Null Hypothesis-Ho:y9’s = 0

Alternative Hypothesis- Hi:/?’s # 0 [Two-tailed test]

The estimated regression model is:

Y = Of + ^  I X) + P 2 X2 +

r  = 44.760 + 0.149 Xi + 0.363X2 

Or, Job involvement = 44.760 + 0.149 (Co-workers) + 0.363 (Job 

satisfaction)

Comment o n e r , I  and

The estimated value of or = 44.760, 

which implies that on average the increase in job satisfaction (%) is 44.760 when 

increase in the variation in co-workers and job satisfaction (%) = 0.

The estimated value of/?i = 0.149, 

which implies that for 1% increase in the variation in co-workers seorc the average 

inci-easc in job involvement is 0.149 %.

The estimated value of/72= 0.363, 

which implies that for 1% increase in job satisfaction score the average increase in job 

involvement is 0.363 %.

Comment on significnncc:
Here p-value for Of = 0.000 

Since p-valuc < 0.01, null hypotiicsis can be rejected at 1% level of significance and it 
can be concluded that the intercept coefTicicnt is not equal to 0.

Here p-valuc for 1 =0.015
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Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concludcd thatyffj is not equal to 0. That means variation in co-workers score 

has significant positive impact on job involvement.

Here p-value for y3 2 = 0.001 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/ ? 2 is not equal to 0. That means variation in job satisfaction 

score has significant positive impact on job involvement.

Comment on model fitting:

Here R  ̂= 0.205,

which implies that 20.5% of the total variation in job involvement can be explained 
by the regression model (by the variation in co-workers score and job satisfaction 

score).
In the regression model, the independent variables are co-workers and job satisfaction 

and dependent variable is job involvement. The other independent variables do not 
have mentionable impact on Job involvement. In this model, it is found that variation 

in job satisfaction score has the highest positive impact on job involvement between 

the t\vo independent variables.
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TABLE 90: Regression Analysis - Job Involvement of Private Scctor Bank Non- 

ofllccrs on Marital status, Co-workcrs, Family life, Social life, Job satisfaction 
and Propensity to quit the job (N = 46)

MoJcl Summary

Model R R Square
Adjusted R 

Square
Std. Error of 
the Estimate

1 .687(a) .472 .391 1 10.8m
a Prcdiclors: (Constant), Propensity to qu 
workers

t the job. Job satisraction. Social life. Family lire, Marital status, Co-

ANOVA(fa)

Model
Sum of 
Squares df Mean Square F SiE.

1 Regression 4100i5l 6 683.425 5.809 .000(a)
Residual 4588338 39 117.650
Total 8688.889 45

a Predictors: (Constant), Propensity to quit the Job, Job salisfaction. Social life, Family life. Marital status, Co- 
workers
b Dependent Vnriable: Job involvement

Cocfncicnts(a)

Model

Unslant
Coefli

lardizcd
cicnts

Standardized
Coeflicients

t Sip.D Std. Error Beta
1 (Constant)

Marital status
Co-workers
Family life
Social life
Job satisfaction
Propensity to 
quit the iob

25.729 
27.486 

.245 
-3.419 
■6.185 

, .430

4.001

15.118
9.550

.104
1.750
2.403

.120

1.859

.403

.383
-.283
-.351
.431

.319

1.702
2.87S
2360

-1.954
-2.573
3.592

2.152

.097

.006

.023

.058

.014

.001

.038

Interpretation of the Results

Multiple Linear Regression Model:

Y = a + /? , X, + P 2 X2+ .....+/?kXk+£

Where,
Y is \hetyield (dependent variable);
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a  is Iho intercept;

P \. P x ........ Pk are the slopes;

X1.X2 X)(,dxfi\h.Q independent variables;

e  is the random error term.

Interpretation of parameters:

a  = Expccied/AveragevalueofY when X1.X2, ......Xk-0.

....... = Expected/Averagc change in Y for 1 unit change in

X,.X2.......Xfc.

Hypothesis Test for Regression Slope 

Null Hypothesis-Ho:/0’s = 0

Alternative Hypothesis- Hi; yff’s 0 [Two-tailed test]

The estimated regression model is;
Y =  a  + /9 i X, + y0aX2+ ^53X3+/54X4+/?5X s + ^6Xe+

Y  = 25.729 + 27.486 X, + 0.245 X2 + -3.419 X3 + -6.185 X,+ 0.430 

X5 + 4.0 0 1X6

Or, Job involvement = 25.729 + 27.486 (Marital status) + 0.245 (Co

workers) + -3.419 (Family life) + >6.185 (Social life) + 0.430 (Job 

satisfaction) + 4.001 (Propensity to quit the job)

Comment onor,/7i, /?3, ;9sand;36’s:

The estimated value of a  * 25.729, 

which implies that on average the increase in Job Involvement (%) is 25.729 when 

increase in the variation in marital status, co-workers, family life, social life, job 

satisfaction and propensity to quit the job (%) = 0.
The estimated value ofy? 1=27.486, 

which implies that for 1% increase in the variation in marital status the average 

increase in job involvement is 27.486%.

The estimated value of>02= 0.245, 

which implies that for 1% increase in co-workers score the average increase in job 

involvement is 0.245%.
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The estimated value of/?3 =-3.419, 

which implies that for 1% increase in the happiness score of family life the average 
decrease in job involvement is 3.419%.

The estimated value ofy94=-6.185, 

which implies that for 1% increase in the happiness score of social life the average 

decrease In job involvement is 6.185%.

The estimated value ofy?5 = 0.430, 

which implies that for 1% increase in job satisfaction score the average increase in job 

Involvement is 0.430%.

The estimated value ofyff (5= 4.001, 

which implies that for 1% increase in propensity to quit the job score the average 

increase in job involvement is 4.001%.

Comment on signiflcaticc:

Here p-value for a  = 0.097 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that the intercept coefficient is equal to 0.

Here p-value for i = 0.006 

Since p-value < 0.01, null hypothesis can be rejected at 1% level ofsignlficance and it 

can be concluded that/?: is not equal to 0. That means variation in marital status has 

significant positive impact on job involvement.
Here p-value for >02 = 0.023 

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and It 

can be concluded that y02 is not equal to 0. That means variation in co-workers score 

has significant positive impact on job involvement.

Here p-value f o r 3 = 0.058 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that >03 is equal to 0. That means variation in happiness score of 

family life does not have significant impact on job involvement.

Here p-value for = 0.014
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Sincc p-value < 0.05, null hypothesis can be rejcctcd at 5% level of significance and it 

can be concluded that^4  is not equal to 0. That means variation in happiness scorc of' 

social life has significant negative impact on job involvement.

Here p-va!ue for ^ 5 =0.001 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/?5 is not equal to 0. That means variation in job satisfaction 

score has significant positive impact on job involvement.

Here p-value f o r 6 = 0.038 

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that;^6 is not equal to 0. That means variation in propensity to quit 

the job score has significant positive impact on job involvement.

Comment on model fitting:
Here = 0.472,

which implies that 47.2%’ of the total variation in job involvement can be e.xplained 

by the regression model (by the variation in marital status, co-workers score, 

happiness score of family life, happiness score of social life, job satisfaction score and 

propensity to quit the job scorc).
In the regression model, the independent variables are marital status, co-workers, 

family life, social life, job satisfaction and propensity to quit the job and dependent 

variable is job involvement. The other independent variables do not have mentionable 

impact on job involvement..In this model, it is found that variation in marital status 

has the highest positive impact on job involvement among the six independent 

variables.

289

Dhaka University Institutional Repository



TABLE 91: Regression Analysis - Job Stress of Public Scctor Bank Ofiicers on

Working Hours and Co-workers (N = 92)

Model Summary

MoJcl R R Square
Adjusted R 

Square
Std. Error of
thaEsliwate

1 • .362(a) .131 .III 1.06322
a I’rccliclors; (Conslant), Co*\VT)rkcr5, Working houis

ANOVA(b)

Model
Sum or 
Squares df Mean Square F SIr.

I . . Regression 15.131 2 7J66 6.693 •002(a)
Residual 100.608 89 1.130
Total 115.739 91

a Predictors: (Conslant), Co-workers, Woiktng hours 
b Dependent Variable: Job stress

Cocnicicnls(a)

Unstandordizcd
Cocfiicicnls

Standardized
CocfUcicnls

Model B Std. Error Dcta I Sis.
1 (Constant) 4.237 .983 4.312 .000

Working
hours -.248 ,089 -.278 -2.771 .007

Co-worf{cts .010 .005 .188 1.874 .064

a Dependent Variable: Job stress

Interpretation of the Results

Multiple Linear Regression Model:

Y = a + ) 3 , X , +  ^ 2 X 2 +  .....+y?kXfc 

Where,

Y  hihcyield (dependent variable);

' a  is the iM/fffcc/?/;

P\, ...... are the slopes;

Xj.Xa,.... independent variables;
s  isXht random error Xetm.
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Interpretation ofparamcters:

a-Expectcd/AvcragevalucofYwhcnXi.Xi.......Xj; = 0.

fi\, P 7....... ~ Expcctcd/Avcragc change in Y for 1 unit changc in

Hypothesis Test for Regression Slope 

Null Hypothesis-l-lo: j5’s -  0

Alternative Hypotliesis-Hire’s ?^0 [Two-tallcd lest]

Tlie estimated regression model is:

Y= a + > 9 i Xi + >32X2+5

r  =4.237+ -0.248Xi+0.0 10 X2 

Or, Job stress = 4.237 + -0.248 (Working hours)+0,010 (Co-worlccrs)

G om m entona ,/? iand /?2’s:

The estimated value of a  =4.237, 

which implies that on average the increase in job stress (%) is 4.237 when increase in 

the variation in co-workers and co-workers (%) = 0.

Tlie estimated value o f^ i = -0.248, 

which implies that for 1% increase in tlie variation in working hours score the average 

decrease In job stress is 0.248 %.

The estimated value of/?2= 0.010, 

which implies that for 1% increase in co-workers score the average increase in job 

stress is 0.010%.

Comment on significance;
Here p-value for a  = 0.000 

Sincc p-value < 0.01, null hypothesis can be rcjectcd at 1% level of significance and it. 

can be concluded that the intercept coefTicicnt is not equal to 0.

Here p-value f o r 1 = .007
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Since p-value < O.OI, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that^j is not equal to 0. That means variation in working hours 

score has significant negative impact on job stress.

Here p-value for y!?2 = 0.064 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that/^j is equal to 0. That means co-workers score does not have 

significant impact on job stress.

Comment on model fitting:

Here r2 = .131,
which implies that 13.1% of the total variation in job stress can be explained by the 

regression model (by the variation in working hours score and co-workers score).

In the regression model, the independent variables are working hours and co-workers 
and dependent variable is job stress. The other independent variables do not have 

mentionable impact on job stress. In this model, it is found that variation in working 

hours score has the highest negative impact on job stress between the two independent 

variables.
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TABLE 92: Regression Analysis - Job Stress of Private Sector Bank Officers on

Work, Co-workers and Propensity to Quit the Job (N = 162)

Model Summao'

Model R R Square
Adjusted R 

Square
Std. Error of 
the Estimate

1 •385(a) .148 .132 I.0I872
a Predictors; (Constant), Propensity to quit the job, Co-workcfs, Work

ANOVA(b)

Model
Sum of 
Squares df Mean Square F Sip.

1 Regression 28.529 3 9.510 9.163 •000(a)
Residual I63.97J . 158 1.038
Total 192.500 161

a Predictors: (Constant), Propensity to quit the job, Co-workers, Work 
b Dependent Variable: Job stress

Cocnicients(a)

• Unstandardized
CoefTicicnls

Standardized
CocfRcicnts

Model B Std. Error Beta t -Sic.
1 (Constant) 

Work
Co-workers 
Propensity to 
quit the iob

1.904
.020

-.013

.169

.419

.005
,005

.065

.357
-.219

.193

4.549
4.197

-2.593

2.612

.000

.000

.010

.010

a Dependent Variable; Job stress

Interpretation of the Results 

Multiple Linear Regression Model:

Y  , X, + X2 + ...,.+/?kXk+fi 

Where,
Y Is yield (dependent variable); 

a  istheiti/ercept;
P\. P i....... /?ic arethe^%;eJ;

X I, X2........Xu arc the independent variables;
s  is the random error term.
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Interpretation of parameters:

or = Expected/Average value of Y when X|, Xj.......Xu = 0.

P\, p i ....... /?k = Expccted/Average change in Y for I unit change in

X,.X2.......X,. .

Hypothesis Test for Regression Slope 

Null Hypothesis- Hq:P 's = 0

Alternative H y p o t h e s i s - 9̂ 0 [Two-tailed test]

The estimated regression model is:

Y = «  + ^ ,X , + ^2X2+y(73X3+ff

y  = 1.904 + 0.020 X, +-0.013 X j+ 0.169 X3 
Or, Job stress = 1.904 + 0.020 (Work) + -0.013 (Co-workers) + 0.169 

(Propensity to quit the job)

Comment on a , P\, /Jjand Pz'sx

The estimated value of a  = 1.904, 

which implies that on average the increase in job stress (%) is 1.904 when increase in 

the variation in work, co-workers and propensity to quit the job (%) = 0.
The estimated value of;31 = 0.020, 

which implies that for 1% increase in the variation in work score the average increase 

in job stress is 0.020 %.
: Tlie estimated value ofpi= -0.013, 

which implies that for 1% increase in co-workers score the average decrease in job 

stress is 0.013 %.
The estimated value o f 3 = 0.169, 

which implies that for 1% increase in propensity to quit the job score the average 

increase in job stress is 0.169 %.

Comment on significance:
Here p-value for a ~ 0.000
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Since p-valuc < O.OI, null hypothesis can be rejected at 1% level of significance and ii 

can be concluded that the Intercept coefiicient Is not equal to 0.

Here p-value for/?i = 0.000 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and It 

can be concluded thaty^i Is not equal to 0. That means variation In work score has 

significant positive impact on job stress.

Here p-value for /?2 = 0.010 

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and It 

can be concluded thaty02 Is not equal to 0. That means variation In co-workers score 

has significant negative impact on job stress.

Here p-value for /?3 = 0.010 

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and It 

can be concluded that is not equal to 0. That means variation in propensity to quit 

the job score has significant positive impact on job stress.

Comment on model fitting:
Here R̂  = 0.148,

which implies that 14.8% of the total variation in job stress can be explained by the 

regression model (by the variation In work score, co-workcrs score and propensity to 

quit the job score).
In the regression model, the independent variables are work, co-workers and 

propensity to quit the job and dependent variable is job stress. The other Independent 

variables do not have mentlonable impact on job stress. In this model, it is Found that 

variation in propensity to quit the job score has the highest positive impact on job 

stress among the three independent variables.
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TABLE 93; Regression Analysis - Job Stress of Public Scctor Bank Non-ofllcers

on Sex, Education, Experience, Salaty, Promotion, Supervision, Co-workcrs,

Family Life and Job Satisfaction (N=85)

Model Summary

Model
1

R
.718(a)

R Square
.516

Adjusted R 
Square

.458

Std. Error or 
the Estimate

.86434
a Prcdictors: (Constant), Job satisraction, Salary, Sex, Family life, Promotion, Education, Expcricncc, 
Supervision, Co-workcrs

ANOVA(b)

Model
Sum of 
Squares dr Mean Square F Sip.

1 Regression 59.781 9 6.642 8.891 .000(a)
Residual 56.031 75 . .747
Total 115,812 84

Supervision, Co-workers 
b Dependent Variable; Job stress.

Cocrneicnts(n)

Model

Unstondardized
Cocfneients

Std. Error

Standatdizcd
Coefficients

Beta t Sip.
(Constant) .842 .950
Sex IJ25 312
Education -.661 .140
E.'cpcriencc .005 .001
Salary .000 .000
Promotion -.014 .004
Supervision .039 .010
Co-\s-orkcrs -.040 .011
Family lire .424 .109
Job .028 .009

.470
-.429
J89

-.413
-JI5
.736

-.732
.415

.292

.887
4.891

-4.727
4.225

-4.428
-3J23
4.030

-3.730
3.879

3.242

.378

.000

.000

.000

.000

.001

.000

.000

.000

.002

a Dependent Variable: Job stress

Interpretation of tlie Results

Multiple Linear Regression Model: 

Y = a+ ;3 , X, + /72X2+....,+/?kXu+ff
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Where,

Y is \iviyield (dependent variable); 

a  is Ihc intercept;

p 2.......slopes;

Xi.Xz....... independent variables;

E is the random error term.

Interpretation of parameters:

a  = Expected/Avcrage vaJue of Y when Xi, X2........Xk = 0.

P\, P i....... = Expected/Average change in Y for 1 unit change in

X,. X2. ......Xk.

Hypothesis Test for Regression Slope 

Mull Hypothesis- Hq: P ’s = 0

Alternative Hypothesis- Hi: >3’s 0 |Two-tailed test]

The estimated regression model is:

Y  =  a  +  >8, X , +  ;i?2  X 2 + /?3 Xj +  /?4 X4 + /?s Xs +  /?6 X 6 +  ;97 

X7+/?8X8+>39X9+e-

y  = 0.842 + 1.525 Xi + -0.66! X2 + 0.005 X3 + 0.000 X4 + -0.014 Xs 
+ 0.039 Xe+-0.040 X7 + 0.424 Xs + 0.028 X9 

Or, Job stress = 0.842 + 1.525 (Sex) + -0.661 (Education) + 0.005 

(Experience) + 0.000 (Salary) + -0.014 (Promotion) + 0,039 
(Supervision) + 0,040 (Co-workers) + 0.424 (Family life) + 0.028 (Job 

satisfaction)

Comment o n a , P u  P i, P 3, Pm Ps\ Pe, Pit Pi^ndp^s' .

The estimated value of a  = 0.842, 

which implies that on average the Increase in Job stress (%) Is 0.842 when increase in 
the variation in sex, education, experience, salary, promotion, supervision, co- 
workers, family life, job satisfaction (%)= 0.

The estimated value of/5i = 1.525,
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which implies that Tor 1% increase In the variation in sex the average increase in job 
stress satisfaction is 1.525 %.

The estimated value o f 2“ -0.661, 

which implies that for 1% increase in education the average decrease in job stress is 
0.661%.

The estimated value ofySj = 0.005, 

which implies that for 1% increase in experience score the average increase in job 
stress is 0.005 %.

The estimated value o f = 0.000, 

which implies that for 1% increase in salary the average increase in job stress is 

0.000“A

The estimated value of;05=*0.014, 

which implies that for 1% increase in promotion score the average decrease in job 
stress is 0.014 %.

- The estimated value of/?6 = 0.039, 

which implies that for 1% increase supervision score the average increase in job stress 
is 0.039 %.

The estimated value of/?7=0.040, 

which implies that for 1% increase in co-workers score the average increase in job 

stress is 0.040 %.

The estimated value of^s = 0.424, 

which implies that for 1% increase in happiness score of family life the average 

increase in job stress is 0.424 %,
The estimated value 0.028, 

which implies that for 1% Increase in job satisfaction score the average Increase in job 

stress is 0.028 %.

Comment on significance;
Here p-value for a  = 0.378 

Since p-valiie > 0.05, null hypothesis can be accepted at 5% level of significance and 
it can be concluded that the Intercept coelTicient is equal to 0.
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Here p-value for jff I = 0.000 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that^) is not equal to 0. That means variation in sex has significant 

positive impact on job stress.

Here p-value f o r = 0.000 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/?2 is not equal to 0. That means variation in education has 

significant negative impact on job stress.

Here p-value for = 0.000 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that>93 is not equal to 0. That means variation in experience score 

has significant positive impact on job stress.

Here p-value for = 0.000 

Since p-value < 0.01, null,hypothesis can be rejected at 1% level of significance and it 

can be concluded thatyffs is not equal to 0. That means variation in salary score has 

significant positive impact on job stress.

Here p-value for 5 = 0.001 

Since p-value < 0.0 1, null hypothesis can be rejected at 1% level of significance and it 

can be concluded thatyP5 is not equal to 0. That means variation in promotion score 

has significant negative impact on job stress.

Here p-value for fie -  0.000 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that p(> is not equal to 0. That means variation in supervision score

has significant positive Impact on job stress.
Here p-value for yff7 = 0.000 

Sincc p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded t h a t 7 is not equal to 0. That means variation in co-workers score 

has significant negative impact on job stress.
Here p-value f o r g  = 0.000
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Sincc p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/Jg is not equal to 0. That means variation in happiness score of 

family life has significant positive impact on job stress.

Here p-value for ^9  = 0.002 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/?g is not equal to 0. That means variation in job satisfaction 

score has significant positive impact on job stress.

Comment on model fitting:

Here = 0.516,
which implies that 51.6% of the total variation in job stress can be explained by the 

regression model (by the variation in sex, education, experience, salary, promotion 

score, supervision score, co-workers score , happiness score of family life and job 

satisfaction score).
In the regression model, the independent variables are sex, education, experience, 

salary, promotion, supervision, co-workers, family life, job satisRiction and dependent 

variable is job stress. The other independent variables do not have mentionable impact 

on job stress. In this model, it is found that variation in sex has the highest positive 

impact on job stress among the nine independent variables.
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TABLE 94: Regression Analysis - Job Stress of Private Sector Bank Non-officers 
on Sex, Education, Supervision, Family life and Propensity to Quit the Job (N = 
46)

Model Summary

Model
I .553(a)

R Squaw
Adjusted R 

Square
.306 .219

Std. Error of 
llic Estimate

1.009
a Prcdictors: (Constant), l*ropcnsity to quit tl)c job. Education, Family lire. Sex, Supcr%'ision

ANOVA(b)

Model
Sum of 
Squares df Mean Square F Sip.

I Regression 17.923 5 3J85 3.524 .OlO(a)
Residual 40.686 40 1.017
Total 58.609 45

a Prcdictors: (Constant), Propensity to quit the job. Education, Family lire, Scn, Supervision 
b  Dependent Variable: Job stress

Coenicicnls(a)

Unstandardizcd
Cocflicients

Slondaniized
Cocflicients

Model D Std. Eiror Beta t Sip- .
I (Constant) 2.834 1.016 2.788 .008

Sex .785 .444 .264 1.768 .085

Education -.672 .219 -.456 •■3.014 ,00A
Supervision .015 .009 .285 1.745 .089

Family life .259 .142 .261 1.820 .076

Propensity to -.249 .167 -.242 -1.494 ,143

a Dependent Variable: Job stress

Interpretation of the Results

Multiple Linear Regression Model:

Y = a + J 3 i  X, +  fi2X2 + .....+fivXk+S 

Where,
Y is thsyield (dependent variable);
a  is the/nfercc/7/;

fi\. ^ 2 ....... /7fc arethcs/o/jcjy;
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Xi. X2.......Xk are the independent variables;
e is the random error term.

Interpretation of parameters:

a  ~ Expeclcd/Avcragc value of Y when Xj. Xz....;...Xk = 0.

P 1. ....... /?k = Expectcd/Average change in Y for 1 unit change in

X1.X 2 Xfc.

Hypothesis Test for Regression Slope 

Null Hypothesis-Ho:/7’s = 0

Alternative Hypothesis-Hi:/7’s 9̂ 0 [Two-tailed test]

The estimated regression model is:
Y = a + y 5 ,X , + /?2X2+j03X3-H-/?4X,+ /?5Xj+ £

Y = 2.834 + 0.785 Xi + -0.672 X2 + O.OI 5 Xj + 0.259 X4+ -0.249 X5 

Or, Job stress = 2.834 + 0.785 (Sex) + -0.672 (Education) + 0.015
(Supervision) + .259 (Family life) + -0,249 (Propensity to quit the job)

Comment on or, fii, /^^.and >5 s’s:

The estimated value of a  = 2.834, 

which implies that on average the increase in job stress (%) is 2.834 when increase in 
the variation in sex, education, supervision, family life and propensity to quit the job 

(%) = 0.
The estimated value of/71 = 0.785, 

which implies that for 1% increase in the variation in sex the average increase in job 

stress is 0.785%.
The estimated value of/?2= “0.672, 

which implies that for 1% increase in the variation in education the average decrease 

in job stress is 0.672%.
The estimated value of;03 = 0.015, 

which implies that for 1% increase in supervision score the average increase in job 

stress is 0.015%.
The estimated value of;04 = 0.259,
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which implies that for 1% increase in the happiness score of family life the average 
Increase in job stress is 0,259%.

The estimated value of/?5 =-0.249, 

which implies that for 1% increase in propensity to quit the job scorc the average 

decrease in job stress is 0.249%.

Comment on significance:

Here p-value for a = 0.008 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the intercept coefTicient is not equal to 0.

Here p-value for ^  i = 0.085 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that^i is equal to 0. That means variation in sex does not have 

significaint impact on propensity to quit the job.
- Here p-value for ^ 2  = 0.004 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that;02 is not equal to 0. That means variation in education has 

significant negative impact on job stress.

Here p-value for ^ 3  = 0.089 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded thatySa is equal to 0. That means variation in supervision score 

does not have significant impact on propensity to quit tlie job.

Here p-value for y?4 = 0.076 

Since p-value > 0.05, null hypothesis can be acceptcd at 5% level of significance and 

it can be concluded that Pt, is equal to 0. That means variation in the happiness score 

of family life does not have significant impact on propensity to quit the job.
Here p-value for/?5 = 0.143 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that is equal to 0. That means variation in propensity to quit 

the job score does not have significant impact on propensity to quit the job.
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Comment on model fitting:

Here R̂  = 0,306,
which implies that 30.6% of the lota! variation in job stress can be explained by the 

regression model (by the variation in sex, education, supervision score, happiness 

score of family life and propensity to quit the job score).
In the regression model, the independent variables are sex, education, supervision, 

family life and propensity to quit the job and dependent variable is job stress. The 
other independent variables do not have mentionable impact on job stress. In this 

model, it is found that variation in sex has the highest positive impact on job stress 

among the five independent variables.

TABLE 95: Regression Analysis - Propensity to Quit the Job of Public Scctor 

Bank Officers on Job Involvement and Job Stress (N = 92)

Model Summao'

Model R R Square
Adjusted R

Square
Std. Error of 
the Estimate

J .4om .161 .142 1.28457
a IVcdictors: (Constant), Job stress, Job involvement

ANOVA(b)

Model
Sum of 
Squares df Mean Square F Sie.

I Regression 28.215 2 . 14.107 8.549 .OOOCa)
Residual 146.861 89 1.650
Total 175.076 91

a Prediciors: (Constant), Job stress, Job involwrncnt 
b Dependent Variable: Propensity lo quit the job

Coemcients(a)

Unslandardlzed
Coeflieienls

Standardized
Cocriicients

Model B Sid. Error Beta t Sip.

1 (Constant) .307 .833 .368 .714

Job
Involvcjnent

.036 .009 .374 3.847 .000

Job stress .188 .119 .153 1.574 .119

a Dependcnl Variable: Propensity to quit the job
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Multiple Linear Regression Model:

Y - a ^ p  1 Xi + /02 ^2 + Xk+f  

Where,

Y  is Ihc yield (dependent variable); 

a  is the intercept;

p\^ P-x.................................... /?fc fiteXUc slopes;

X1.X2....... the independent variables;

s  is the random error term.

Interpretation of parameters;

a  = Expected/Average value of Y when X|,X2........ Xi: = 0,

P  I, p 2./Jk = Expected/Average cliange in Y for 1 unit change in

X,.X2..... ,Xfc.

Hypothesis Test for Regression Slope 

Null Hypothesis- H o : ’s = 0

Alternative Hypothesis-Hi: ̂ ’s,iO [Two-tailed test]

The estimated regression model is:
P^X^ + P2X2+S

r  = 0.3 0 7+ 0.036X1 + 0.188X2 

Or, Propensity to quit (he job = 0.307 + 0.036 (Job involvement) + 0.188 

(Job stress)

Comment on a ,  >0iand Pi's:

The estimated value of a  = 0.307, 

which implies that on average the increase In propensity to quit the job (%) is 0.307 

when increase in the variation in job involvement and job stress (%) = 0.
Tlie estimated value of/? 1 =* 0,036, 

which implies that for 1% increase in the variation in job involvement score the
average Increase in propensity to quit the job is 0.03 6%, ■

Interpretation of the Results
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The estimated,value of/?i= 0.188,

which implies that for 1% increase in job stress score the average. increase in 

propensity to quit the job is 0.188%.

Comment on significance:

Here p-value for Of = 0.714 
Since p-value > 0.05, null hypothesis can be acccpted at 5% level of significance and 

it can be concluded that the intercept coefficient is equal to 0.

Here p-value for P\ = 0.000 

Since p-value <0.01, null hypothesis can be rcjectcd at 1% fevel of significance and it 

can be concluded that/?i is not equal to 0. That means variation in job involvement 

score has significant positive impact on propensity (o quit the job.

Here p-value for >82 = 0.119 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that y? 2 is equal to 0. That means job stress score does not have 

significant impact on job stress.

Comment on model fitting:
Here R̂  = 0.161,

which implies that 16.1% of the total variation in propensity to quit the job can be 

explained by the regression model (by the variation in job involvement score and job 

stress score).
In the regression model, the independent variables are job involvement and job stress 

and dependent variable is propensity to quit the job. The other independent variables 

do not have mentionable impact on propensity to quit the job. In this model, it is 

found that variation in job stress score has the highest positive impact on propensity to 

quit the job between the two independent variables.
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TABLE 96; Regression Analysis - Propensity to Quit the Job of Private Scctor

Bank Officers on Family Life andJob Stress (N 162}

Model Summary

Model R R Square.
Adjusted R 

Squara
Std. Error or 
the Estimate

1 .235(a) 1 .055 .0-J3 1.22II5
a Predictors: (Constant), Job stress. Family life

ANOVA(b)

Model
Sum of 
Squares df Mean Square F Sis.

1 Regression 13.841 2 6.921 4.641 .011(a)
Residual 237.103 159 1.491
Total 250.944 16)

n Prcdiclors: (Constant), Job stress, Family life 
b Dependent Variable: Propensity to quit the job

Coefneicnts(a)

Model
- Unsiaj 

Coe
idardized . 
Tieicnls

Standardized
Coefficienis t Sie.

D Std. Error Beta
1 (Constant) 

Family lire 
Job stress

2.726
-.097
J59

.580

.122
.088

..oei
.227

. 4.702 
*.794 
2.940

.000

.428

.004
a Dependent Variable: Propensity to quit the Job

Interpretation of the Results 

Multiple Linear Regression Model:

Y = q;+ /3 i Xi + + .....

Where.

Y is thej>ie/i/ (dependent variable); 

a  \s the intercept;

P \, P 2. ......slopes;

Xi.Xj..... ^Xtare the independent variables;

s  is the random error term.

Interpretation of parameters:
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a  -  Expected/Average value of Y when X i.X j....... Xk =  0,

P 1, /?2..... ,/?k ~ Expected/Averagc change in Y for 1 unit change in

X , .X j ........Xk.

Hypothesis Test for Regression Slope 

Null l-lypothesis-Ho:;5’s = 0

Alternative Hypothesis-Hi:/?’si£0 (Two-tailed test]

The estimated regression model is:

Y = a + / ? i X i +  /?2 X 2 + £ ‘

y  =  2.726 +  -0,097 Xj +  0,259 X j 

Or, Propensity to quit the job = 2.726 + -0.097 (Family life) + 0.259 (Job 

stress)

Comment on c? ,/9 i  and 7?2’s:

The estimated value of a  = 2.726, 

which implies that on average the increase in propensity to quit the job (%) is 2.726 

when increase in the variation in family life and job stress (%) =? 0.

The estimated value ofyff i = -0.097, 

which implies that for 1% increase in the variation in happiness score of family life 

the average decrease in propensity to quit the job is 0.097%,

The estimated value o f 0.259, 

which implies that for 1% increase in job stress score the average increase in 

propensity to quit the job is 0.259%.

Comment on significance:
Here p-value for a  =0.000 

Since p-value < O.OI, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the intercept coefUcient is not equal to 0.
Here p-value for i = 0.428
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Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that/?i is equal to 6. That means variation in happiness score of 

family life does not have significant impact on job stress.

Here p«value for /?2 = 0.004 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/? 2 is not equal to 0, That means variation in job stress score has 

significant positive impact on propensity to quit the job.

Comment on model fitting;

Here R̂  = 0.055,

which implies that 5.5% of the total variation in propensity to quit the job can be 
explained by the regression model (by the variation in happiness score of family life 

and job stress score).
In the regression model, the independent variables are family life and job stress and 

dependent variable is propensity to quit the job. The other independent variables do 
not have mentionable impact on propensity to quit the job. In this model, it is found 

that variation in job stress score has the highest positive impact on propensity to quit 

the job between the two independent variables.
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TABLE 97: Regression Analysis - Propensity to Quit the Job of Public Sector

Bank Non-ofticers on Sex, Marital Status, Education, Promotion, Supervision

and Personal Life (N = 85)

fttodcl Summary

Model
1

R
,6S9(a)

R Square
.475

Adjusted R 
Square

.435

Sid. Error of 
Ihc Estimate

,88338
a Prcdiciore: (Constant), Personal life, Marital status. Sex, Education, Promotion, Supervision

ANOVA(b)

Model
Sum or 
Squares df Mean Square P SiE.

1 Regression 55.132 6 9.189 11.775 .000(a)
Residual 60.868 78 .780
Total 116.000 84

a Prcdietors: (Constant), Personal life, Maiiial status, Se.x, Education, Promodon, Supervision 
b Dependent Variable: Propensi^ to quit the job

Coe(ficients(a)

Model
Unstandardizcd

CoeHicients
Standardized
Coefficients t Sjg^

D Std. Error Beta
1 (Constant) 2.923 .874 3.344 .001

Sex 1.093 ,277 .337 3.949 .000
Marital status -2.449 .664 -.318 -3.688 .000
Education .425 .136 .275 l l I 5 .003
Promotion .005 .004 .121 1,278 : .205
Supervision .021 .005 ,399 4.066 .000
Personal life -.161 .121 -.127 -U 25 .189

a Dependent Variable; Propensity to quit the Job

Interpretation of the Results

Multiple Linear Regression Model:

Y  = o r X i  + /?2X 2 +  X ic+e

W liere,

Y is the (dependent variable)! 
a \s\\ifiintcrcejpi:
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P\, P 2,......Pii axe ihc slopes;

Xi.Xj...... Xkflre the independent variables;

e is the random error term;

Interpretation of parameters:

a  = Expectcd/AveragevalueofYwhcnXi.Xj..... „Xk=0.

P\, fix  “  Expected/Average change in Y for 1 unit changc in

Xi.Xz.......Xic.

Hypothesis Test for Regression Slope 

Null Hypothesis-Ho:/5’s = 0

Alternative Hypothesis-Hi; y?’siiO [Two-tailed test]

The estimated regression model is;

Y = a  + >9iXi + /02X2+/93Xj+ /04X4+ ^

Y = 2.923 + 1.093 X, + -2.449 X2 + 0.425 X3+ 0.005 X4+ 0.021 X5+

-0.161X6 ■
Or, Propensity to quit the job = 2.923 + 1.093 (Sex) + -2.449 (Marital 

status) + 0.425 (Education) + 0.005 (Promotion) + 0.021 (Supervision) 

+-0.161 (Personallife)

Comment oner, fit, p 2, (3i, psaad fis's:

The estimated value of a  = 2.923, 

which implies that on average the increase in propensity to quit the job (%) is 2.923 

when increase In the variation in sex, marital status, education, promotion, 

supervision and personal life (%) = 0.
The estimated value o f 1 = 1.093, 

which implies that for 1% increase in the variation in sex the average increase in 

propensity to quit the job is 1.093%.
The estimated value of;02=-2.449, 

which implies that for 1 % Increase in marital status the average decrease in propensity 

to quit thejob is 2.449%.
The estimated value of)l?3 = 0.425,
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which implies that for 1% increase in the variation in education the average increase 
in propensity to quit the job is 0.425%.

The estimated value of^4 = 0.005, 

which implies that for 1% increase in the variation in promotion score the average 

increase in propensity to quit the job is 0.005%. .

The estimated value o f 5 = 0.021, 

which implies that for 1% increase in the variation in supervision score the average 

increase in propensity to quit the job is 0.021%.

The estimated value o f =-0.161, 

which implies that for 1% increase in the variation in happiness score of personal life 

the average decrease in propensity to quit the job is 0.161%.

Comment on significance:
Here p-value for a  = 0.001 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that the intercept coefficient is not equal lo 0.

Here p-value f o r I  = 0.000 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded thatyffi is not equal to 0. That means variation in sex has significant 

positive impact on propensity to quit the job.
Here p-value for Pz = 0.000 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 
can be concluded that is not equal to 0. That means variation in marital status has 

significant positive impact on propensity to quit the job.

Here p-value for Py = 0.003 

Sincc p-value < 0.01, null hj^othesis can bo rejected at 1% level of significance and it 

can be concluded that ̂ 3  is not equal to 0. That means variation in education has 

significant positive impact on propensity to quit the job.
Here p-value for p^ = 0.205
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Since p-value > 0.05, null hypotliesis can be accepted at 5% level of significance and 

it can be concluded that/?4 is equal to 0. That means variation in promotion score 

does not have significant Impact on propensity to quit the job. .

Here p-value for/3j = 0.000 

Since p-valuc <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded thatyffs is not equal to 0. That means variation in supervision score 

has significant positive impact on propensity to quit the job.

Here p-value for/3o = 0.189 

Since p«value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that/?6 is equal to 0. That means variation in happiness score of 

personal life does not have significant impact on propensity to quit the job.

Comment on model fitting:
Here R̂  = 0.475,

which implies that 47.5% of the total variation in propensity to quit the job can be 
explained by the regression model (by the variation in sex, marital, status, education, 
promotion score, supervision score and happiness score of personal life).
In the regression model, the Independent variables are sex, marital status, education, 

promotion, supervision and personal life and dependent variable is propensity to quit 
the job. The other independent variables do not have mentionable impact on 
propensity to quit the job. In this model, it is found that variation in marital status has 
the highest negative impact on propensity to quit the job among the six independent 

variables.
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TABLE 98: Regression Analysis - Propensity to Quit the Job of Private Sector

Bank Non>ofJlccrs on Marital status, Experience, Supervision, Personal lire,

Family life, Social life, Job involvement and Job stress (N -  46)

Model Summary

Model R R Square
Adjusted R 

Square
Std. Error or 
the Estimate

1 .824(a) .680 .610 .691
a Prediclore: (Constant), Job stress, Social life, Job involvement, Experience, Family life. Marital status. 

Supervision, Personal life

ANOVAlb)

Model
Sum of 
Squares df Mean Square F Sip.

1 Regression 37.531 8 4.691 9.814 .000(a)
Residual 17.687 37 .478
Tolal 55.217 45

Supem'sion, PcRonal life 
b Dependent Voriabic; Propensity to quit the job

Cocfncients(a)

Unstandardized
Cocilicients

Standardized
Coeflieienu

Model D Std. Error Beta t SiB.

1 (Constant) 6.811 1.157 5.884 .000

Marital status -4.111 .621 -.765 ^.621 .000

Experience -.006 .001 -.476 -<.326 .000

Supervision .019 .007 J75 2.781 .008

Personal life -.498 .180 -.409 -2.766 .009

Family life .251 .118 .260 2.125 .040

Social lire .354 .181 .252 1.95! .059

Job
involvement .019 .008 .235 2222 .032

..147 .096 . -.151 -1.528 .135

a Dependent Variable: Ptopensi^ to quit tlie job

Interpretation of the Results

Multiple Linear Regression Model: 

Y =a+y?,X i + >92X2 + .....+/?kXk+^
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Where,

WsWiCyield (dependent variable); 
a  is the intercept;

P \ . f3 i ....... arc the s/opes;

Xi,X2....... X\iaKth& independent variables;

e  is the random error term.

Inteiprelation of parameters:

a = Expected/Average value of Y when X|. X2.  Xk "  0.

....... /5k = Expected/Average change in Y for 1 unit change in

X ..X 2........Xk.

Hypothesis Test for Regression Slope 

Null Hypothesis- Hoi yff’s = 0

Alternative Hypothesis-Hi :j5’s ^ 0  [Two-tailed test]

The estimated regression thodel is;

Y = a  + 1 X, + /?2 X2+/?3 X3 + X4+)3s Xj,+ /?6 Xs + ;S7 X7 .

+  yff 8 Xg +  ^

y = 6.811 + -4.111 X, + -0.006 X2 + 0.019X3 + -0.498 X4+ 0.251 X5 

+ 0.354 Xe+-0.019 X7 +-0.147 Xs 
Or, Propensity to quit the job = 6.811 + -4.111 (Marital status) + -0.006 

(Experience) + 0.019 (Supervision) + -0.498 (Personal life) + 0.251 

(Family life) + 0.354 (Social life) + 0.019 (Job involvement) + -0.147 

(Job stress)

Comment on a , /? 1, /?2. /?3, fii, ps, Pc, P i and /?s’s:

The estimated value of or =6.811, 

which implies that on average the Increase in propensity to quit the job (%) is 6.811 

when increase in the variation in marital status, experience, supervision, persona] lifcf, 

family life, social life, job involvement and job stress (%) = 0.

The estimated value of/? 1 =-4.111,
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which Implies that for 1% Increase in the variation in marital status the average 
decrease in propensity to quit the job is 4.111%.

The estimated value o f^ 2= -0.006,

which implies that for 1% increase in the variation in experience the average decrease 

in propensity to quit the job is-0.006 %.

The estimated value of/73=0.019, 

which implies that for 1% increase in supervision score the average increase in 
propensity to quit the job Is 0.019%.

The estimated value ofjS4 = -0.498, 

which implies that for 1% increase In happiness score of personal life the average 

decrease in propensity to quit the job is 0.498%.

The estimated value of/?5=0.251, 

which implies that for 1% increase in happiness score of family life the. average 
increase in propensity to quit the job is 0.251 %.

The estimated value of f i e -  0.354, 

which implies that for 1% increase in happiness score of social life the average 

Increase in propensity to quit the job is 0.354 %.
The estimated value of)57= 0.019, 

which implies that for 1% Increase in job involvement score the average increase in 

propensity to quit the job is 0.019 %.
The estfmated value ofyff 5=-0.147, 

which implies that for 1% increase in job stress score the average decrease in 

propensity to quit the job is 0.147 %.■

Comment on significance:
Here p-value for a  = 0.000 

Since p>value <0.01, null hypothesis can be rejected at 1% level of significance and it 
can be concluded that the intercept coefTicient is not equal to 0.

Here p-value for 1 = 0.000
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Sincc p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded thatyO j is not equal to 0. That means variation in marital status has 

significant negative impact on propensity to quit the job.

Here p-value for/72 = 0.000 

Since p-va(ue <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded thatP 2 >s not equal to 0. That means variation in e.\perience has 

significant negative impact on propensity to quit the job.

Here p-value for ^ 3  = 0.008 

Since p-value <0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that/?3  is not equal to 0. That means variation in supervision score 

has significant positive impact on propensity to quit the job.

Here p-value for/?4 = 0.009 

Since p-value < 0.01, null hypothesis can be rejected at 1% level of significance and it 

can be concluded that Pn'is not equal to 0. That means variation in happiness score of 

personal life has significant negative impact on propensity to quit the job.

Here p-vaiue for y?5  = 0.040 

Since p-value < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concluded that P s ’xs not equal to 0. That means variation in happiness score of 

family life has significant positive impact on propensity to quit the job.

Here p-value for /?6 = 0.059 

Since p-value > 0.05, null hypothesis can be accepted at 5% level of significance and 

it can be concluded that pe  is equal to 0. That means variation in happiness score of 

social life docs not have significant impact on propensity to quit the job.

Here p-value for >07 = 0.032 

Since p-valuc < 0.05, null hypothesis can be rejected at 5% level of significance and it 

can be concludcd that p^  is not equal to 0. That means variation in job involvement 

score has significant positive impact on propensity to quit the job.

Here p-value for y9g = 0.135
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Since p-value > 0.05, null hypothesis can be accepted at 5% level ofsignificance and 

it can be concluded that /7g Is equal to 0. That means variation in job stress score does 

not have stgni ficant impact on propensity to quit the job.

Comment on model fitting:

Here R^=0.680,

which implies that 68.0% of the total variation in propensity to quit the job can be 
explained by the regression model (by the variation in marital status, experience, ’ 
supervision score, happiness score of personal life, happiness score of family life, 

happiness score of social life, job involvement and job stress).
In the regression model, the independent variables are marital status, experience, 
supervision, personal life, family life, social life, job involvement and job stress and 

dependent variable is propensity to quit the job. The other independent variables do 
not have mentionable impact on propensity to quit the job. In this model, it is found 

that variation in marital status has the highest negative impact on propensity to quit 

the job among the eight independent variables.
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Factor Analysis of Job Satisfaction Scale of Public Scctor Bank Officers (N = 92) 

The Problem

A sample of 92 respondents was interviewed. Tlie respondents were asked to indicate 

their degree of agreement with the following statements using a 5-point scaic;

VI = My job is like a hobby to me,

V2 = My job is usually interesting enough to keep me from getting bored

V3 -  It seems that my friends are more interested in their job

V4 = I consider my job rather unpleasant

V5 = I enjoy my work more than my leisure time

V6 = I am often bored with my job

V7= I feel fairly well satisfied with my present job

V8 = Most of the time I have to force myself to go to work

V9 = I am satisfied with my job for the time being

VIO = 1 feel that my job is no more interesting than others I could get
VII = I definitely dislike my work

V12 = I feel that I am happier in my work than most other people

V13 = Most days I am enthusiastic about my work

V14 = Each day of work seems like it will never end

y i 5  = I like my job better than the average worker does

V16 = My job is pretty uninteresting

.V17 “  I find real enjoyment in my work

V18 = I am disappointed that I ever took this job
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TABLE 100: Results of Principal Components Analysis

KMOand Bartlett's Tcsl

Kaiscr-Mcycr-Olkin Measure of Sampling 
Adequacy.

Bartlctl's Tcsl of 
Sphcriciiy

Approx. Clii-Squarc
df
S!g.

.806

650.S90
153

.000

C ontinu ed

The Bartlett's Test of Sphericity

The results of factor analysis are given in table-100. The null hypothesis, that the 
population correlation matrix is an identity matrix, is rejected by the Bartlett's test of 

sphericity. The approximate chi-square statistic is 650.890 with 153 degrees of 
freedom, which is significant at the 0.05 level. The value of the KMO statistic (0.806) 
is also large (> 0.5). Thus, factor analysis may be considered an appropriate technique 

for analyzing the correlation matrix of tabIe-99.
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TABLE 100: RcsuKs of Principal Components Analysis (Com'mucd)

Communalilics

Inilial Exlraction
VI 1.000 .785
V2 1.000 .634
V3 l.OCO .643
V-1 1.000 .666
V5 1.000 .601
V6 1.000 .540
V7 1.000 .625
V8 1.000 .510
V9 I.OOO .701
v to 1.000 .607
VII 1.000 .515
V12 1.000 J9 I
VI3 1.000 .638
V14 I.OOO .809
VJ5 1.000 .677
V I6 1.000 ■ .702
VI7 I.OOO .712
VIS 1.000 .674

Exlraclion Mclliod: Principal Componenl Anali-sis.

ContUiued
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The Total Variance Explained

The Total Variance Explained section presents the number of common factors 
extracted, the eigenvalues associated with these factors, the percentage of total 

variance accounted for by each factor, and the cumulative percentage of total variance 
accounted for by the factors. Using the criterion of retaining only factors with 

eigenvalues of I or greater, five factors were retained for rotation. These five ftctors 

accounted for 33.61%, 10.17%, 7.93%, 6.95% and 6.07% of the total variance, 
respectively, for a total o f64.73%.

TABLE 100: Results of Principal Components Analysis (Continued)

Component Matm(a)

ComDOncnC

1 2 3 4 5
VI .227 .515 -.112 .649 .185
V2 .411 .605 .228 .259 -.Oil
V3 .492 -.273 .206 -.315 -.430
V4 .706 -.364 -.084 .134 -.100
V5 .521 .456 .243 -.248 .025
V6 .572 -.179 .268 -.069 .322
V7 ,755 -.090 -.099 -.189 .011
V8 .614 .047 350 -.086 .029
V9 .266 .223 -.419 -.540 .338
VIO .483 -.304 ..129 JOO ..417
V ll .675 -.105 .188 .109 .040

V12 .660 .062 -J80 .064 ,059

VI3 .688 .293 -.130 -.201 .146

V14 J I 6 -.334 .638 .104 .424

V15 .54-1 .451 .080 -.010 -.414

V16 .661 -.362 -.193 .266 .16-1

V17 .811 .095 .026 -.083 -.191

V18 .619 -.213 -.458 .091 .168

a j  components CKlrnctcd.

Continued
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TABLE 100; Results of Principal Componenfs Analysis (Continued)

Rolatcd ComponenI Matrw(a)

VI 
V2 
V3 
V4 
VS 
V6 
V7 
V8 
V9 
VJO
VII 
VI2 
V13 
V14 
V15 
V16 
V17 
V18

1

.162

.OW

.331

.746
-.022
,293
.555
.221
.070
.677
.462
.621
.334
.052
.202
.768
.516
.741

.261 

.657 

.3SS 

.170 
.679 
.172 
.359 
.486 
.089 
.177 
J345 
.262 
.499 

-.019 
■ .789 
-.014 
.617 

-.006

Component

-.029
.126
.148
.250
a35
.625
.239
.463

-.064
-.059
.427
.000
.160
.886

-.114
.311
.176
.074

-.067
-.024
-.089
-.029
.289
.178
.318
.061
.825

-.318
-.005
.334
.494

-.142
-.016
.073
.146
.333

.828
.45-1

-.595
-.132
.026

-.049
-.169
-.086
-.057
-.113
.OW
.157
.087

-.016
.025
.098

-.108
.095

Extraction Method; Principal Component Ana!>’sis. RoiaUoti Method: Variroax with Kaiser Normalization, 
a Rotation converged in 9 iterations.

Conlimted
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TABLE 100: Results ofPrincipal Components Analysis (Conimued)

VI 
V2 
V3 
V4 
V5 
V6 
V7 
V8 
V9 
VIO
VII 
VI2 
V13 
V14 
V15 
VI6 
VI7 
V18

Component Score Cocfltcienl Matrix

1

.077
-.103
.031
.240

-.189
-.033
.093

-.076
-.062

.065

.192
-.015
-.114
-.021

.269
.066
.270

.039 

.275 
.191 

-.053 
.274 

-.064 
.033 
.148 

-.064 
.040 
.042 

-.029 
.102 

-.116 
• .381 

-.193 
.195 

-.188

Componem

-.018
.034

-.058
.009
.086
.358
.017
.210

-.046
-.200
.168

-.119
.008
.597

-.216
.093

-.054
-.058

-.113
-.108
-.143
-.112
.139
.103
.147

-.026
.609

-.336
-.084
.154
.280

-,082
-.143
-.013
-.018
.180

.604

.289
-.455
-.059
-.030
.009

-.119
-.064
-.062
-.070
.027
.119
.041
.065

-.056
.136

-.103
.110

Ejilraclion Melhod: Principal Componcnl Anaij’sis. Rotation Method: Varimax with Kaiser Normalization,

CoiUhuiccl
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Scree Plot ■

Figure 16: Scree Plot of Factor Analysis of Job Satisfaction Scale of Public
Scetor Bank Officers

C om ponen t N um ber

Figure 17: Factor Loading Plot of Job Satisfaction Scale of Public Scctor Bank 

Officers

Component Plot in Rotated Space
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The Rotated Component Matrix presents tlie five factors after rotation. Six items 

loaded on Factor 1. An inspection of these items clearly shows that the majority of 

these Items reflect an unpleasant feeling about present job (e.g., V4 = I consider my 

job rather unpleasant; VI0 = I feel that my job is no more interesting than others I 

could get; V11 = I definitely dislike my work; V18 = i am disappointed that 1 ever 

took this job, etc.). Factor 2 contains six items that clearly reflect an enjoyment in 

their work (e.g., V2 = My job is usually interesting enough to keep me from getting 

bored; V5 = 1 enjoy my work more than my leisure time; V13 = Most days 1 am 

enthusiastic about my work; V15 = I like my job better than the average worker does; 

V17 = I find real enjoyment in my work, etc.). Factor 3 contains two-items which 

appear to reflect boring attitude towards present job (e.g., V6 = I am often bored 

with my job, and V!4 = Each day of work seems like it will never end). Factor 4 . . 

contains only one item that reflects satisfied for the time being (e.g., V9 = I am 

satisfied with my job for the time being). Finally, Factor 5 contains two items that 

clearly shows that the job is like a hobby to the respondents [e.g., VI -  My job is like 

a hobby to me, and V3 = It seems that my fi-iends are more interested in their job 

(negative value)]. It can be concluded that the feelings about present job of the public 

sector bank officers are unpleasant, enjoyment, boring, satisfied for the time 

being, and like a hobby.

The Rotated Component Matrix
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ThoProblcm

A sample of 162 respondents was interviewed. The respondents were asked to 

indicate tlieir degree of agreement willi tiie following statements using a 5-point scalc:

VI = My job is like a hobby to me

V2 = My job is usually interesting enough to keep me from getting bored

V3 = It seems that my friends are more interested in their job

V4 = I consider my job rather unpleasant

V5 = I enjoy my work more than my leisure time

V6 = I am often bored with my job

V7 = 1 feel fairly well satisfied with my present job

V8 = Most of the time I have to force myself to go to work

V9 = I am satisfied with my job for the time being

VIO = I feel that my job is no more interesting than others I could get

VII = I definitely dislike my work

V12 = I feel that I am happier in my work than most other people
VI3 = Most days I am enthusiastic about my work

V14 = Each day of work seems like It will never end

VI5 = I like my job better than the average worker does
V16 = My job is pretty uninteresting

V17 = I find real eiyoyment In my work
V18 = 1 am disappointed that I ever took this job

Factor Analysis of Job Satisfaction Scale of Private Sector Bank Officers (N =

162)
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TABLE 102: Results of Principal Components Analysis

KMOanJ Bartlcll'sTcsl

Kaiscr-Mcyer-Olkm Measure orSampling 
Adequacy.

Uartlcll’sTcsior
Sphericity

Approx. Chi-Square 
df 
Sig.

.780

902.136
153

.000

Com'mued

The Bartlett's Test of Sphericify
The results of factor analysis are given in table-102. The null hypothesis, that the 
population correlation matrix is an identity matrix, is rejected by the Bartlett’s test of 
sphericity. The approximate chi-square statistic is 902.136 with 153 degrees of 
freedom, which is significant at the 0.05 level. The value of the KMO statistic (0.780) 
is also large (> 0.5). Thus, factor analysis may be considered an appropriate technique 

for analyzing the correlation matrix of table-101.
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TABLE 102; Results of Principal Components Analysis (Cominued)

Communalilics

Initial Extraclion
VI 1.000 .516
V2 1.000 .681
V3 1.000 .472
V4 1.000 .663
V5 1.000 .788
V6 1.000 .639
V7 I.OOO .549
V8 1.000 J96
V9 1.000 .631
VIO 1.000 .467
VII I.OOO .572
V12 1.000 .695
VI3 I.OOO .656
V14. I.OOO .526
VIS I.OOO .691
V16 1.000 ■ .618
V17 1.000 .636
V18 I.OOO .651

Extraction Mctliod: Principal Component Analj’sis.

C ontinued
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The Total Variance Explained

Tlic Total Variance Explained section presents the number of common factors 
extracted, the eigenvalues associated with these factors, the percentage of total 
variance accounted for by each factor, and the cumulative percentage of total variance 

accountcd for by the factors. Using the criterion of retaining only factors with 

eigenvalues of 1 or greater, five factors were retained for rotation. These five factors 

accountcd for 28.70%, 11.74%, 7.21%, 6.77% and 5.83% ofthe total variance, 
respectively, for a total of 60,26%.

TABLE 102: Results of Principal Components Analysis (Continued)

Component Ma(r!x(a)

B 5 components cxlractcd.

Component

I 2 3 4 5
VI .382 . . -587 -.108 -.114 -.038
V2 .452 .451 .079 -.505 .109
V3 .312 -.356 .256 .391 .171
V4 .513 -.293 -.378 .084 .405
V5 .381 .175 .630 -.020 .464
V6 .660 -.184 -.209 -.219 .278
V7 .700 .038 .194 .035 .134
VS .548 -.262 -.141 -.086 .013
V9 ,230 .676 ■320 .137 -.006
VIO .492 -.457 .061 .110 .031
V I1 .356 -.264 380 -.403 -.262

V12 .587 .027 .210 .508 -216

VJ3 .595 .134 .087 .252 -.462

VI4 .558 -.263 .112 -.269 -245

VI5 .543 .514 .057 .272 .235

V16 .699 -.16-1 -.234 -.218 -.012

VI7 .698 .255 .055 -.062 -.278

V18 .618 -.199 -.445 .143 -.W

Continued
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TABLE 102: Results of Principal Components Analysis (Continued)

Rotated Component Malrh(a)

VI 
V2 
V3 
V4 
V5 
V6 
V7 
VS 
V9 
VIO
VII 
V12 
V13 
V14 
V15 
V16 
V17 
VIS

.059

.136

.257

.788
.006
.730
.391
.558
.026
.'192
.089
.170
.129
.360
.177
.665
.243
.684

.700

.662
-.364
-.017
.133
.173
.225
.023
.705

-.263
-.075
.059
251
.024
.547
.219
.482
.117

Component

.129
-.152
.370
.019
.066

-.019
.334
.160
.177
.290
.085
.785
.715
.216
.366
.141
.455
.356

.033 

.362 
-.037 
-.154 
.155 
.199 
.2« 
.241 

-.310 
.216 
.732 

• .041 
.247 
.590 

-.205 
.328 
.364 
.022

.063

.264

.368

.131

.861

.190

.427

.032
-.068
.159
.123
.213

-.041
.020
.429

-.005
.076

-.206

Extraction McUiod; Principal Component Anal>-sis. Rotation Method: Varimax ivith Kaiser Normalization.
a Rotation converged in 9 iterations.

C ontinued
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TABLE 102: Results of Principal Components Analysis (Cominued)

Com poncnl Score Cocfncicnl M atrix

VI 
V2 
V3 
V4 
V5 
V6 
V7 
V8 
V9 
VIO
V II 
V12 
V13 
VI4 
V15 
V16 
V17 
V18

1
-.030
-.OW
.043
.397

-.092
.303
.045
.188
.015
.134

-.115
-.106
-.141
.016
.005
.223

-.066
.258

.311

.307
-.259
-.047
-.023
.046
.018

-.026
.320

-.188
-.057
-.088
.040

-.024
.172
.070
.164
.013

Componcnl

-.015
-.276
.201

-.158
-.100
-.229
.051

-.030
.069
.093

-.021

.478

.434

.027
.112

-.090
.176
.119

.001

.231
-.142
-.277

.020
-.004
.028
.062

-.239
.031
.510

-.080
.114
.356

-.255
.112

.188
-.114

-.035
.125
.266
.076
.651
.077
229

-.055
-.113
.061
.012

.043
-.188
-.098
.254

-.116
-.098
-.266

Extraction Method: Principal Componcnl Anal)’sis. Rotation Method: Varimax with Kaiser Normalization.

C ontinuec'
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Scree Plot

Figure 18: Scrcc Plot of Factor Analysis of Job Satisfaction Scale of Private

Sector Bank Officers

Componenl Number

Figure 19: Factor Loading Plot of Job Satisfaction Scalc of Private Scctor Bank 

Offlccrs

Component Plot in Rotated Space
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The Rotated Component Matrix presents the five factors aflcr rotation. Six items 

loaded on Factor 1. An inspection of these Items clearly shows that the majority of 

these items reflect an unpleasant feeling about present job (e.g., V4 = I consider my 

job rather unpleasant; V6 = i am often bored with my job; V8 = Most of the time I 

have to force myselfto go to work; VIO = I feel that my job is no more interesting 

than others 1 could gel; V16 = My job is pretty uninteresting, and V18 = 1 am 
disappointed that I ever took this job). Factor 2 contains five items that clearly reflect 

an enjoyment in their work (e.g., VI = My job is like a hobby to me; V2 = My job Is 

usually interesting enough to keep me from getting bored; V9 = 1 am satisfied with 

my job for the time being; V15 = I like my job better than the average worker does, 

and V17 = I find real enjoyment in my work). Factor 3 contains three items which 

appear to reflect enthusiastic about their work (e.g., VI2 = I feel that I am happier 

in my work than most other people; VI3 = Most days I am enthusiastic about my. 

work, etc.). Factor 4 contains two items that reflects annoying to their job (c.g., VI1 

= I definitely dislike my work, and VI4 = Each day of work seems like it will never 

end). Finally, Factor 5 contains two items that clearly shows that the respondents are 

satisfied with tlieir job. (e.g., V5 = I enjoy my work more than my leisure time, and 

V7 = I feel fairly well satisfied with my present job). It can be concluded that the 

feelings about present job of the private sector bank officers are unpleasant, 

enjoyment, enthusiastic, annoying, and satisfied.

The Rotated Component Matrix
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The Problem

A sample of 85 respondents was interviewed. The respondents were asked to indicate 

their degree of agreement with the following statements using a 5-point scale:

VI = My job is like a hobby to me

V2 = My job is usually interesting enough to keep me from getting bored

V3 = It seems that my friends are more interested in their job

V4 = I consider my job rather unpleasant

Vs = I enjoy my work more than my leisure time
V6 = I am often bored with my job

V7 I feel fairly well satisfied with my present job

V8 = Most of the time I have to force myself to go to work

V9 = I am satisfied with my job for the time being
V10 = I feel that my job is no more interesting than others I could get

VII = I definitely dislike my worit
V12 *= I feel that I am happier in my work than most other people
V I3  = Most days I am enthusiastic about my work

V14 = Each day of work seems like it will never end
V I 5 =  I like my job better than the average worker does

V I6 =  My job is pretty uninteresting

V17 = I find real enjoyment in my work
V18 = I am disappointed that I ever took this job

Factor Analysis of Job Satisfaction ScaJc of Public Scctor Bank Non-officers (N =
85)
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TABLE 104: Results of Principal Componcnfs Analysis

KMO and Barftcll'sTest

Kaiscr-Mcycr-Olkin Measure ofSampling 
Adequacy.

Dartlolt's Test o f 
Sphcrlcity

Approx. Chi-Square
(If
Sig.

.536

1061.868 
I S3 

.000

C ontinued  

The Bartlett's Test of Sphericity
The results of factor analysis are given in table-104. The nuil hypothesis, that the 

population correlation matrix is an identity matrix, is rejected by the Bartlett's test of 

sphericity. The approximate chi-square statistic is 1061.868 with 153 degrees of 

freedom, which is significant at the 0.05 level. The value oCthe KMO statistic (0.S36) 

is also large (> 0.5). Thus, factor analysis may be considered an appropriate technique 

for analyzing the correlation matrix of table-103.
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TABLE 104; Results ofPrincipal Components Analysis (Coniinued)

Communalilics

Initial Extraciion
VI 1.000 .776
V2 1.000 .858
V3 1.000 .664
V4 1.000 .857
V5 1.000 .750
V6 1.000 .797
V7 1.000 .631
V8 1.000 .837
V9 1.000 .639
VIO 1.000 .790
V tl 1.000 .619
V12 1.000 ,826
VI3 1.000 .845
V14 1.000 .841
VI5 1.000 .858
VI6 i.boo ■ .828
V17 1.000 .746
V18 I.OOQ .777

Exlraclion Method; Principal Component Analj-sis

C ontinued
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The Total Variance Explained

The Total Variance Explained section presents the number of common factors 

extracted, the eigenvalues associated with these factors, the pcrccntage of total 
variance accounted for by each factor, and the cumulative percentage of total variance 

accounted for by the factors. Using the criterion of retaining only factors with 
eigenvalues of 1 or greater, six factors were retained for rotation. These six factors 

accounted for 26.79%, 16.82%, 12.57%, 7,95%, 7.53% and 5.77% of the total 
variance, respectively, for a total of77.44%.

TABLE 104: Results of Principal Components Analysis (Coiiiinued)

Component Matrix(a)

ComDoncnt

1 2 3 4 5 6
VI .136 -.653 .057 -.286 .447 .214

V2 .517 -.528 .149 -.307 -.395 .200
V3 .707 -.338 -.181 -.058 -.072 -.091

V4 .693 .073 -.540 -.282 ;  -.018 .026

V5 .479 .078 .463 .498 -.227 .026

V6 .484 -.338 .024 .090 -.296 -J94

V7 .413 -.493 .213 .324 .130 .223

V8 .501 .699 .115 .0-18 .285 -.014

V9 .006 .520 .342 -.001 -.500 .040

VIO ,455 -.078 -.315 .626 .254 -.145

V ll .457 .562 -.021 .102 .147 -.249

VI2 .617 .119 .296 -.519 -.135 -.235

VI3 .658 -.609 -.055 .1-14 .095 -.088

VI4 .527 ,307 -.625 .016 -.204 .193

VIS .600 .360 .384 ■ .005 .229 .410

VJ6 .580 .312 -.567 -.OSS -.090 .249

VI7 .570 -.024 .603 .063 -.129 .190

V18 .380 .228 .331 -.330 .523 -.298

a 6 components cxiractcd.

Conllnuec

346

Dhaka University Institutional Repository



TABLE 104: Results of Principal Components Analysis (ConiinuecO

Rotalcil Corapontnt Matrix(a)

Component

VI 
V2 
V3 
V4 
V5 
V6 
V7 
V8 
V9 
VIO
VII 
V12 
V13 
VI4 
VIS 
V16 
V17 
VIS

-.085
.235
.439
.833

-.044
.028

-.021

.321
-.Oil
.288
.296
.197
.207
.896
.260
.897

-.019

.071

.439

.229
-.052
.747
.092
.571
.249
.275
.167
.086
.218
.343
.010

.674

.053

.790

.041

-.003
-.224
.068
222
.091
.040

-.115
.740
.067
.076
.601
.535

-.015
.008
.520
.113
.233
.845

.857

.313

.323

.175
-.262
-.019
.455

-.263
-.696
.153

-.308
-.040
.551

-.146
.036

-.049
-.001

.184

.032
.467
.557
.276
.247
.883
.196

-.162
-.066
.246
.088
.446
.586
.050

-.246
-.008
.186
.095

-.166
-.494
.009

-.063
.230
.085
.214
.170

-.266
.768
.244

-.502
.192
.120

-.062
.073

-.182
-.101

Extraction Melliod: Principal Component Ana1>-sis. Rotation Method; Varinm wth Kaiser Nomialization. 
a Rotation converged in 10 iterations. '

C ontinued
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TABLE 104: Results of Principal Componcnls Analysis (Continued)

Component Score Cocmcicnl Matrh

VI 
V2 
V3 
V4 
V5 
V6 
V7 
V8 
V9 
VIO
VII 
V12 
VI3 
V14 
V15 
VI6 
VI7 
VIS

I
-.015
.11)
.098
.288

-.088
-.130
-.032
.038
.011

.011

.003
-.014
-.005
.358
.08)
.357

-.049
-.159

.015

.166
-.Oil
-.126
.335

-.142
.276
.041
.158
.028

-.072
-.076
.054
.000
.316
.014
.337

-.154

_Cgmpqnrat

.080
.-.197
-.009
.041

-.087
.040

-.102

.287
-.091
.019
.252
.227

-.013
-.132
.119

-.077
-.009
.487

.443

.0-I6

.068

.071
-.193
-.183
.179

-.034
-.352
.038

-.118
-.057
.169

-.075
.111

-.003
-.028
.161

-.156
.097
.195
!o44
.076
.568

-.076
-.Its
.034
.081
.09)
.237
.181

-.008
-.328
-.131
-.035
.OW

-.108
-.352
-.012

-.102

.179

.034

.155

.109
-.179
.516
.165

-.334
.133
.007

-.052
-.024
-.106
-.035

Extraction Method: Principal Component Analysis. R o ta t io n  Method: Varimwwth Kaiser Normaliiation.

C ontinued
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r,s«rc 20: Sm o Plot of Factor Analysis „f J „ b  Sallsfaclloa Scalc of Publfc 
Sccfor Bank Non-officers

Scree Plot

C om ponent N um ber

Figure 21: Factor Loading Plot of Job Satisfaction Scale of Public Sector Bank 

Non-officers

Component Plot in Rotated Space
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The Related Component Matrix presents the six factors after rotation. Three items 

loaded oh Factor 1. An inspection of these items clearly shows that the majority of 

these items reflect an unpleasant feeling about present job (e.g  ̂V4 = I consider my 

job rather unpleasant; V14 « Each day of work seems like it will never end, and V16 

= My job is pretty uninteresting). Factor 2 contains four items that shows that the 

respondents are satisfied with their job. (e.g., V5 = I enjoy my work more than my 

leisure time; V7 = 1 feel fairly well satisfied with my present job; VJ5 = 1 like my job 

better than the average worker docs, and V17 = I find real enjoyment in my work). 

Factor 3 contains four items which appear to reflect that the respondents are 

disappointed with their job (e.g., V8= Most of the time 1 have to force myself to go 

to work; V I1 = I definitely dislike my woric, V18 = I am disappointed that I ever took 

this job, etc.). Factor 4 contains two items that reflects that the job is like a hobby to 

the respondents [(e.g., VI == My job is like a hobby to me, and V9 = 1 am satisfied 

with my job for the time being (negative value)]. Factor 5 contains three items that 

clearly shows that the job is boring to the respondents [e.g., V3 = It seems that my 

friends are more interested in theirjob; V6 = 1 am often bored with my job, and VIS = 
Most days I am enthusiastic about my \vork). Finally, Factor 6 contains two items that 

reflects that the job is not interesting to the respondents [e.g., V2 = My job is usually 

interesting enough to keep me from getting bored (negative value), and VI0 = 1 feel 

that my job is no more interesting than others 1 could get]. It can be concluded that the 

feelings about present job of the public sector bank non-officers are unpleasant, 

satisfying, disappointing, like a hobby, boring and not interesting.

The Rotated Component Matrix
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Factor Analysis of Job Satisfaction Scalc of Private Sector Bank Non-officcrs (N 
= 46)

The Problem

A sample of 46 respondents was interviewed. Tiie respondents were asked to indicate 
tlieir degree of agreement with tiie following statements using a 5-point scale:

VI = My job is like a hobby to me
V2 = My job is usually interesting enough to keep me from getting bored
V3 = It seems that my friends are more interested in their job
V4 = I consider my job rather unpleasant
V5 = 1 enjoy my work more than my leisure time

V6 = I am often bored with my job
V7 = I feel fairly well satisfied with my present job
V8 = Most of the time I have to force myself to go to work
V9 = I am satisfied with my job for the time being .
VIO = I feel that my job is no more interesting than others I could get

VII = 1 definitely dislike my work
VI2 = I feehhat I am happier in my work than most other people

V13 = Most days I am enthusiastic about my work
V14 = Each day of work seems like it will never end
V15 = I like my job better than the average worker does
V16 = My job is pretty uninteresting
V17 = I find real enjoyment In my work
VI8 = I am disappointed that I ever took this job
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TABLE 106: Results of Principal Components Analysis

KMO and Bartlett's Test

Kaiser-Meyer-Olkfn M easure o f Sampling 
Adequacy.

Bartlett's T est of 
Sphericity

Approx. Chi-Square 

df
Sig.

.807

2097.546
1S3
.000

C ontim cc

The Bartlett's Test of Splicriclty
The results of factor analysis are given in table-106. Tlie null hypothesis, that the 

population correlation matrix is an identity matrix, is rejected by the Bartlett's test of 

sphericity. The appro.\imate chi-square statistic is 2097.546 with 153 degrees of 

freedom, which is significant at the 0.05 level. The value of the KMO statistic (0.807) 

is also large (> 0.5). Thus, factor analysis may be considered an appropriate technique 

for analyzing the correlation matrix of table-105.
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TABLE 106: Results of Principal Components Analysis (Continued)

Communalitlcs

initial Extraction
V1 1.000 .642
V2 1.000 .725
V3 1.000 .447
V4 1.000 .649
V5 1.000 .755
V6 1.000 .425
V7 1.000 .567
V8 1.000 .606
V9 1.000 .498
V I0 1.000 .539
V II 1.000 .467
V12 . 1.000 .479
V13 1.000 . .544
V I4 1.000 .780
V I5 1.000 ,564
V16 1.000 . .717
V17 1.000 .615
VIB 1.000 .748

Extraction Method: Principal Component Analysis,

C antinued
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The Total Variance Explained

The Total Variance Explained section presents tiie number of common factors 
extracted, the eigenvalues associated witli tliese factors, tJie percentage of total 
variance accounted for by each factor, and the cumulative percentage of total variance 

accounted for by the factors. Using the criterion of retaining only factors with 
eigenvalues of 1 or greater, five factors were retained for rotation. These five factors 
accounted for 28.19%, 10.52%, 8.68%, 6.57% and 5.90% of the total variance, 

respectively, for a total of59.86%.

TABLE 106: Results of Principal Components Analysis (Coniinued)

Component Matrix(a)

Comoonent

i 2 3 4 5

VI .273 . .441 -.428 ,34S .263

V2 .466 .424 -.349 -.113 .440

V3 ,531 -.144 -.278 -.133 -.223

V4 .632 -.404 -.092 .231 .158

V5 .456 .291 .146 -.661 -.067

V6 , .575 -.036 -.274 -.061 -.120

V7 .611 .252 -.188 -.003 -.307

V8 .548 -.248 .481 -.110 -.017

V9 .142 .367 .504 .166 . .248

V10 .501 -.336 -.261 -.079 -.316

V II .477 -.291 .367 -.142 -.027

V12 .609 .165 .160 .201 -.118

V13 .624 .223 -.266 .035 -.182

V14 .498 -.518 -.101 -.203 .469

V15 .515 .366 .395 -.022 .086

V16 .645 -.411 .000 .171 .320

V17 .663 .378 .137 -.117 .018

V18 .511 -.034 .265 .587 -.268

a  5  com ponents extracted.

C o n tin iic t'
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TABLE 106: Results of Principal Components Analysis (Continued)

Rotated Component Matrix(a)

VI 
V2 
V3 
V4 
V5 
V6 
V7 
V8 
V9 
V10
V II  
V12 
V13 
V14 
V15 
V16 
V17 
V18

1
.151
.221
.623
.310
.389
.575
.657
.160

-.319
.641
.179
.347
.621
.129
.10 1
.193
.372
.251

Component

.073

.297

.018

.050

.566

.101

.298

.488

.598
-.103
.356
.472

3A7
.003
.731
.137
.652
.320

3
-.005
.196
.240
.681
.001
.251

-.020
.445

-.019
.302
.428
.149
.074
.850
.081
.783
.106
.155

Extraction Method; Principal Component Analysis. 
Normalization.
a  Rotation converged in 12 iterations.

.767

.690
.006
.083

-.095
.144
.179

-.367
.112

-.143
-.351
.094
.285
.031
.089
.094
.201

-.046

.161
-.271
-.020
.281

-.524
.013
.115
.099
.162
.074
.044
.323
.104

-.219
.069
.199

-.028
.746

Rotation Method; Varimax with Kaiser

C ontinued
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TABLE 106; Results of Principal Components Analysis (Cominued)

Component Score Coefficient Matrix

VI 
V2 
V3 

V4 
V5 
V6 
V7 

V8 
V9 
V10
VII 
V12 
VI3 
V14 
VI5 
VI6 
V17 
Via

1

-.040
-.064
.293

-.017
.157
.229
.302

-.046

-.295
.327

-.010
.063
.251
-.134
-.096
-.123
.052
.040

Component

-.044
.073

-.107

-.094
.255

-.059
.024
.201
.332

-.171
.137
.142

-:007
-.064
.330

-.034
.244
.063

.011

.122
-.016

.288
-.096
.006

-.186
.137
.024
.001
.138

-.051
-.110
.468

-.025
.376

-.054
-.063

.508

.445
-.056

.074
-.162
.033

.010
-.267
.089

-.159
-.253
.003
.101
.077

.012

.101

.056
-.066

.133
-.258
-.054
.165

-.481
-.030
.063
.006
.108
.024

-.030
.217
.051

-.257
.003
.086

-.080

.579

Extraction lUteihod: Pn'nctpal Component Analysis. 
Normalization.

Rotation Method: Varimax with Kaiser

C ontinued
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Scree Plot

Figure 22: Scrc. Plot ofF M or A»»Ws Sa,isf.c,i„„ Sccic orPriv.lc
Sector Bank Non-officers

C om ponen t Num ber

Figure 23: Factor Loading Plot of Job Satisfaction Scale of Private Scctor Bank 

Non-officers

Component Plot in Rotated Space
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The Rotated Component Matrix presents the five factors after rotation. Five items 

loaded on Factor 1. An inspection of these items clearly shows that the majority of 

these items reflects boring attitude towards present job (e.g., V3 = it seems that my 

friends arc more interested in their job; V6 = I am often bored with my job; VIO = I 

feel that my job is no more interesting than others 1 could get, etc.). Factor 2 contains 

six items that clearly reflect an enjoyment in their work (e.g., V5 = I enjoy my work 
more than my leisure time; V9 = I am satisfied with my job for the time being; V12 =

1 feel that 1 am happier in my work than most other people; V15 = Hike my job better 

than the average worker does; V17 = I find real enjoyment in my work, etc.). Factor 3 

contains four items which appear to reflect unpleasant attitude towards present job 

(e.g., V4 = I consider my job rather unpleasant; V11 = 1 definitely dislike my work;

V14 = Each day of work seems like it will never end, and VI6 = My job is pretty 

uninteresting). Factor 4 contains two items that clearly shows that the job is like a 

hobby to the respondents (e.g., VI = My job is like a hobby to me, and V2 = My job 

is usually interesting enough to keep me from getting bored). Finally, Factor 5 
contains only one item which appear to reflect that the respondents are disappointed 
with their job (e.g., VIS = I am disappointed that I ever took this job). It can be 

concluded that the feelings about present job of the private sector bank non-ofTicers 

are boring, enjoyment, unpleasant, like a hobby and disappointing.

The Rotated Component Matrix
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TABLE 107: Reasons for Liking the Job of Ihe Public Sector Bank Officers (N =

92)

Category label Pet of 
Responses

Rank
order

Social rccognilion
....

. I

Financial indcpcndcncc 15.8 2

Opportunity to contribute to the nation 13.3 3

Nature o f work 8.4 4.5

Bright future 8.4 4.5

Sccurcdjob 6.9 <5.5

Absence o f  alternative job 6.9 6.5

For enjoyment 4.4 8

Expected salary & allowances 3.4 9

Favourable working environment 3.0 10.5

Pension & loan facilities 3.0 . 10.5

Good relationship with boss & colleagues 2.5 . 12

Innovative management
2.0 •3.

Reputation o f the bank
1.5 14

Govemmcntjob
1.0 15

Recognition for good work
.5 18

Freedom at work
-5 18

Related to educational background
.5 18

According to competcnce
-5 . 1 8  ■

For expcriencc
.5 18

Total responses
100.0
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TABLE 108: Reasons for Liking the Job of the Private Scctor Bank Officers (N =
162)

Category label ■ Pet of 
Responses

Rank
order

Bxpcctcd salary &  allowances . 23.4 I

Favourable working environment 15.1 2

Social recognition . 12.4 .3 -

Bright future II.2 4

Nature o f  worlc 8.3 5

Sceuredjob 6.5 6

Reputation o f the bank 3.8 7 .

Good relationship with boss & colleagues 3.6 8 .

Financial Independence ' 4.4 9

Absence o f  alternative job 2.7 10

For enjoyment
' 2.1 11

Opportunity to contribute to the nation
1.8 12

Innovative management
K5 13.5

For cxpcrience
1.5 13.5

Related to  educational background
1.2 15

Freedom a l work
. •3. 16.5

According to competence

Total responses

.3

100.0

16.5
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The reasons for liking the job, on the basis of the rank as pcrceived by the public 
sector bank officers are social recognition (17.2%), financial independence (15.8%), 
opportunity to contribute to the nation (13.3%), nature of work (8.4%), bright future 
(8.4%), secured job (6.9%), abscncc of alternative job (6.9%). for enjoyment (4.4%), 
expected salary & allowances (3.4%), favourable working environment (3.0%), 
pension & loan facilities (3.0%), good relationship with boss & colleagues (2.5%), 
innovative management (2.0%), reputation of the bank (1.5%), government job 

(1.0%), recognition for good work (0.5%), freedom at work (0.5%), related to 
educational background (0.5%), according to competence (0.5%) and for experience 
(0.5%).

On the other hand, according to the private sector bank officers the reasons for liking 
the job, by the rank include expected salaiy & allowances (23.4%), favourable 
working environment (15.1%), social recognition (12.4%), bright future (11.2%), 
nature of work (8.3%), secured job (6.5%), reputation of the bank (3,8%), good 
relationship with boss & colleagues (3.6%), financial independence (4.4%), abscncc 
of alternative job (2.7%), for enjoyment (2.1%), opportunity to contribute to the 
nation (1.8%), innovative management (1.5%), for e.’cperience (1.5%), related to 
educational background (1.2%), freedom at work (0.3%) and according to 

competence (0.3%).

Tabic-107 and 108 unveil the following results:
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TABLE 109; Reasons for Liking the Job of the Public Sector Bank Non-officers
(N = 85)

Caicgory label Pet o f 
Responses

Rank
order

rinancial independence 21.5 1

Pension & loan racilitics H.6 2

Opportunity lo contribute lo the nation 12.7 3

Expccted salary & allowances 12.0 4

, Social recognition 10.8 5

Absence o f  alternative job 7.6 6

Nature o f  work 6.3 7

For en joym ent, 3.8 8

According to competence 3.2 9

Favourable working environmenl 2.5 10

1.3 12.5
Securedjob

1.3 12.5
Bright future

1.3 12.5
Freedom at work

Related to  educational background
1,3 12.5

Total responses
100.0
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TABLE 110: Reasons for Liking the Job of the Private Scctor Bank Non-officers

(N = 46)

Tavourablc working environment 

Social recognition 

fi\pcc(cd salary & allowances 

Related to educational background 

Abscncc o f  alternative job 

Sccurcdjob

Good relationship witli boss & colleagues

B right future

Freedom at work

R eputation o f  th e  bank

Opportunity to contribute to the nation

Category label Pet o f  Rank
■_________ '________________ Responses order

Total responses

26.2 1

21.4 ■ 2 '

14 J 3

11.9 4.5

11.9. 4.5

2.4 8-5

2.4 8.5

2.4 8.5

2.4 8.5

2.4 8.5

2.4 8.5

100.0

From the table-109 and 110 it appears that:

The reasons for liking the job, on the basis of the rank as pcrceived by the public 
sector bank non-ofTicers incorporate financial independence (21.3%), pension & loan 
facilities (14.6%), opportunity to contribute to the nation (12.7%), e.'ipccted salary & 
allowances (12,0%), social recognition (10.8%), abscnee of alternative job (7.6%), 
nature of work (6.3%), for enjoyment (3.8%), according to competence (3.2%), 
favourable working environment (2.5%), secured job (!.3%), bright future (1.3%), 
freedom at work (1.3%) and related to educational background (1.3%).

But, according to the private sector bank non-ofllcers the reasons for liking the job, 
by the rank are favourable working environment (26.2%), social recognition (21.4%), 
cxpceted salary & allowances (14.3%), related to educational background (11.9%), 
absence of alternative job (11.9%), secured job (2.4%), good relationship with boss & 
colleagues (2.4%), bright future (2.4%), freedom at work (2.4%), reputation of the 
bank (2.4%) and opportunity to contribute to the naiion(2.4%).
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TABLE 111; Problems Faced in the Present Job by the Public Sector Bank

Category label Pet o f  
Responses

Rank
order

Poor salary  &. allow ances 18.9 . 1

Delay «£; scarcity  o f  promotion 14.4 2

Corruption & nepotism  in management 12.2 3

Excessive pressure o f  work J U 4  .

Nature o f  jo b 7.7 5

Lack o f  favourable working environment 4.5 6 .5

Harassm ent transfer 4.5 6 .5

M anual and backdated banking ■ ■ 3.6 8

Unctliical interference o f  CBA leaders 2.7 10

Lack o f  proper evaluation o f  the employees 2.7 10

Indecision o f  top  m anagem ent . 2.7 10

M isbehaviour & non cooperation o f  the boss 2 J 12

Inequality in distributing responsibilities KS 14

i'olitical pressure 1.8 14

Dishonesty and irresponsibility o fth e  employees 1.8 14

No recognition for good & creative work 1.4 16.5

Clients' m isbehaviour 1.4 16.5

Lack o f  harm onious relntionship among the employees .9 18.5

Lack o f  chain o f  command .9 18.5

W ork is not related with education & training .5 2 2

Corruption & complexity in sanctioning loan .5 2 2  .

Lack o f  dynam ism .5 2 2

Lack o f  proper training ,5 2 2

DifTcrcncc in interest rate  o f  public &  private banks J 2 2

Total rcsDonses 100.0
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TABLE 112: Problems Faced in the Present Job by the Private Sector Bank
Officers (N = 162)

Category label P e tp f
Responses

Rank
order

Excessive pressure o f  work 21.4 1

N ature  o f  jo b 12.9 2

Poor salary  &  allowances 11.9 3

Delay &  scarcity  o f  promotion 9.2 4

C orruption & nepotism in management 8.8 5

Lack o f  harm onious relationship among the employees 4.8 6

U nsecured jo b 3-7 7.5

O ic n ts ' m isbehaviour 3.7 7.5

M anual and backdated banking 3.4 9

Lack o f  favourable working environment 2.7 10.5

C orruption & complexity in sanctioning loan 2.7 .10.5

F lattering 2.0 12.5

Lack o f  dynam ism 2.0 12,5

N o  recognition for good & creative work 1.7 15.5 , .

Lack o f  proper evaluation o f  the employees
1.7 15.5

H arassm ent transfer
1.7 15.5

D ishonesty and irresponsibility o f  the employees
1.7 15.5

M isbehaviour & non cooperation o f  the boss
1.4 18

1.0 19 •
Lack o f  p roper training

L ack o f  m otivation
.7 20

Inequality in distributing responsibilities
.3 ■ 21.5

Indecision o f  top management

Tni.nl r e s p o n s e s -------- ---------------

.3

100.0

21.5
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From the abovemcnlioncd table-111 and 112 it appears that:

. The common job-related problems, on the basis of the rank as perceived by the public 

scctor bank ofdccrs are poor salary & allowances (18.9%), delay & scarcity of 

promotion (14.4%), corruption & nepotism in management (12.2%), excessive 

pressure of work (11.7%), nature of job (7.7%), lack of favourable working 

environment (4.5%), harassment transfer (4.5%), manual and backdated banking 

(3.6%), unethical interference of CBA leaders (2.7%), lack of proper evaluation of the 

employees (2.7%), indecision of top management (2,7%), misbehaviour & non 

cooperation of the boss (23%), inequality in distributing responsibilities (1.8%), 

political pressure (1.8%), dishonesty and irresponsibility of the employees (1.8%), no 

recognition for good & creative work (1.4%), clients' misbehaviour (1.4%), lack of 

harmonious relationship among the employees (0.9%), lack of chain of command 

(0.9%), work is not related with education & training (0.5%), corruption & 

complexity in sanctioning loan (0.5%), lack of dynamism (0.5%), lack of proper 

training (0.5%) and difference in interest rate of public & private banks (0.5%).

On the other hand, according to the private sector bank officers the common job- 

related problems by the rank involve excessive pressure of work (21.4%), nature of 

job (12.9%), poor salaiy & allowances (11.9%), delay & scarcity of promotion 
(9.2%), corruption & nepotism in management (8.8%), lack of harmonious 

relationship among the employees (4.8%), insecured job (3.7%), clients' misbehaviour 
(3.7%), manual and backdated banking (3.4%), lack of favourable working 

environment (2.7%), corruption & comple.\ity in sanctioning loan (2.7%), flattering 
(2.0%), lack of dynamism (2.0%), no recognition for good & creative work (1.7%), 

lack of proper evaluation of the employees (1.7%), harassment transfer (1.7%), 

dishonesty and irresponsibility of the employees (1.7%), misbehaviour & non 

cooperation of the boss (1,4%), lack of proper training (1.0%), lack of motivation 
(0.7%), inequality in distributing responsibilities (0.3%) and indecision of top 

management (0-3%).
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TABLE 113: Problems Faced in the Present Job by the Public Sector Bank Non
officers (N = 85)

Category label Pet of 
Responses

Rank
order

Delay & scarcily  o f  promoiion 23.5 1

Poor salary  & allowances 16.2 2 .

Excessive pressure o f  work 12.3 3

C orruption &  nepotism  in management 11.7 4

N ature o f  jo b 6.1 5

M isbehaviour &  non cooperation o f  the boss 5.6 6

M anual and  backdated banking 5.0 7

N o recognition fo r good & creative work 4.5 8

H arassm ent transfer 3.9 9.5

Inequality in distributing responsibilities 3.9 9.5

Lack o f  dynam ism
. 3.4 11

Lack o fp ro p e r  evaluation o f  the employees 2.2 12

Lack o f  harm onious relationship among the employees
.6 14

14
Political pressure

-6 .14
Clients' m isbehaviour

Total responses --------- -̂------
100.0 -------
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Category label '  Pel o f Rank
________________________________________________________________ Responses order

N ature o f  jo b

Poor salary  &  atlou'anccs

Excessive pressure oFwork

Delay & scarcity  o f  promotion

Lack o fharm onious relatlonslilp among the employees

M anual and backdated banking

U nsccurcd job

C orruption & nepotism  in management 

Lack o f  proper evaluation o f  the employees 

N o recognition for good &  creative work 

H arassm ent transfer 

C lients' m isbehaviour

_____________________________ Total responses________________

TabIc-113 and 114 include the following results:

The common job-related problems, by the rank as perceived by the public sector bank 
non-officers include delay & scarcity of promotion (23.5%), poor salaiy & allowances 
(16.2%), excessive pressure of work (12,3%), coauption & nepotism in management 
(11.7%), nature of job (6.1%), misbehaviour & non cooperation of the boss (5.6%), 
manual and backdated banking (5.0%), no recognition for good & creative work 
(4.5%), harassment transfer (3.9%), inequality in distributmg responsibilities (3.9%), 
lack of dynamism (3.4%), lack of proper evaluation of the employees (2.2%), lack of 
harmonious relationship among the employees (0.6%), political pressure (0.6%) and 
clienls'misbehaviour (0.6%).
But, the coinmon job-related problems, on the basis of the rank as perceived by the 
private sector bank non-ofilcers are nature of job (22.1%), poor salary & allowances 
(18.2%), excessive pressure of work (18,2%), delay & scarcity of promotion (13.0%), 
lack ofharmonious relationship among the employees (6.5%), manual and backdated 
banking (5.2%), insecured job (5.2%), corruption & nepotism in management (5.2%), 
lack of proper evaluation of the employees (2.6%), no recognition for good & creative 
work (1.3%), harassment transfer (1.3%) and clients'misbehaviour (1.3%).

TABLE 114: Problems Faced In the Present Job by the Private Sector Bank

Non-officers (N = 46)

372

22.1 1

18.2 2.5

18.2 2 J

13.0 4

6.5 . 5

5.2 7

5.2 7

5.2 7

2.6 9

1.3 11

13 n

13 ' 11

100.0
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•TABLE 115; Suggestions to Solve the Problems Faccd In the Present Job by llic

Public Sector Bank Officers (N = 92)
Caicgory. label Pet o f 

Responses
Rank
Order

U pgrade salary &  allowances . 13.6 I

Fair, regular &  perrorm ancc based promotion 10.9 2

Ensuring cITcctivc &  corruption free administration 10.3 3

Ensuring congenial environm ent 9.2 4.5

Should rccruit sm art, cfTicicnt &  knowledgeable employees 9.2 4.5

Q uick m odernization &  automation o f  all branches 6.0 6

W ork shou ld  be  given on the basis o f  training & education 4.9 7

Providing proper training o f  the employees 4.3 8

R ew ard for good &  creative work 3.8 9.5

R em oving harassm enl transfer 3.8 9.5

E m ployees should be honest &  responsible 2.7 12

Rem oving political pressure 2.7 12

Ensuring good boss 2.7 12

Providing allowance for overtime 2.2 14.5

Rem oving corruption & complexity in sanctioning loan 2.2 14.5

R apid decision for problem solution 1.6 17

Banning trade union activities 1.6 17

Ensuring accountability o f  the employees 1.6 17

Introducing consultative management
I.I 20;5

Providing transportation
l.I 20.5

Providing residential facility
i .i . 20,5 .

T im ing  should be fixed
I.I 20.S

Ensuring proper m anpower plnnning
.5
,5

24.5
24.5

Should fix up  sam e interest rate o f  public & private banks ■ ,5 24.5
O ffering jo b  rotation .5 24.5
Im plem entation o f  different motivational factors

Total responses
100.0
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TABLE 115: Suggestions to Solve the Problems Faccd in the Present Job by the

Public Scetor Bank Officers (N = 92)
Category lobel Pet o f  

Responses
Rank
Order

U pgrade sa lary  &  allounnccs 13.6 1

Fair, regu lar &  pcrrorm ancc based promotton 10.9 2

Ensuring cfrcctivc &  corruption free administration 10.3 3

Ensuring congenial environm ent 9.2 4.5

Should recruit sm art, clTicicnt &  knowledgeable employees 9 2 4.5

Q uick m odernization &  autom ation o f  all branches 6.0 6

W ork should be given on the basis o f  training &  education 4.9 7

Providing proper training o f  the  employees 4.3 8

Reward for good &  creative work 3.8 9.5

R em oving harassm ent transfer 3,8 9.5

Em ployees should be honest &  responsible 2.7 12

Rem oving political pressure 2.7 12

Ensuring good boss 2.7 12

Providing allow ance for overtim e 2 2 14.5

Rem oving corruption & complexity in sanctioning loan 2,2 14.5

R apid decision for problem solution 1.6 17

Banning trade union activities 1.6 17

Ensuring accountability o f  the employees 1,6 17

Introducing consultative management J .l 20.5

Providing transportation i . i 20.5

Providing residential facility 1.1 20.5

T im ing should be fixed 1.1 20.5

Ensuring proper m anpower planning
Should fix up  sam e interest rale  o f  public &  private banks

Oncring job  rotation
Implementation o f different motivational factors

.5

.5

.5
■S.

24.5
24.5

24.5 :
24.5

Total responses 100.0
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Category label P d o f  Rank
Responses order

TABLE 116; Suggestions to Solve the Problems Faccd in the Present Job by the
Private Sector Bank Ofllccrs (N -  162)_________________

Upgrade sa lary  & alIo\v’anccs 13.3 i

Ensuring c frcc tiv c&  corruption Tree administration 12.9 2

Bm ployces should  b e  honest &  responsible 9,4 . 3

Ensuring congenial environm ent 6.3 4.5

Should recruit sm art, cffieieni & knowledgeable employees 6.3 4.5

Ensuring good boss 5.9 - 6

Providing proper training o f  the employees 5.1 7

Q uick m odernization  &  automation o f  all branches 4.7 . 8.S

T im ing shou ld  be n .\ed  4.7 8.5

Fair, regu lar &  perform ance based promotion 3.9 11

Ensuring p roper m anpow er planning 3.9 II

Ensuring accountability  o f  the employees 3.9 11

Introducing consultative management 2.7 13

Im plem entation ofdifTcrcnt motivational factors 2.4 14

Providing transportation 2.0 16

Reward for good &  creative work 2.0 16

R em oving corruption & comple.\ity in sanctioning loan 2.0 ■ 16

Rapid decision fo r problem solution 1-6

R em oving harassm ent transfer 

R educing risk

1.6 19

1.6 19

Providing allow ance for overtime 
Ensuring jo b  security  
Increasing pension &  gratuity 
W ork should b e  given on the basis o f training & education
Should fix up  sam e interest rate o fp u b lic& p rira tc  banks

O ffering jo b  rotation 
M aintaining chain  o f  command

,8 22
.8 . 22
.8 22
.4 • 25.5

.4 25.5

.4 . 25.5
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According to the table-115 and 116 it comcs to be known that:

The suggestions, by the ranic given by the public scctor bank officers to solve the 
problems faced by them in their job arc upgrade salary & allowances (13.6%), fair, 
regular & performance based promotion (10.9%), ensuring cfTectivc & contiption free 
administration (10.3%), ensuring congenial environment (9.2%), should recruit smart, 
elTicient & knowledgeable employees (9.2%), quick modernization & automation of 
all branches (6.0%), work should be given on the basis of training & education 
(4.9%), providing proper training of the employees (4.3%), reward for good & 
creative work (3.8%), removing harassment transfer (3.8%), employees should be 
honest & responsible (2.7%), removing political pressure (2.7%), ensuring good boss 
(2.7%), providing allowance for overtime (2.2%), removing corruption & complexity 
in sanctioning loan (2.2%), rapid decision for problem solution (1,6%), banning trade 
union activities (1.6%), ensuring accountability of the employees (1.6%), introducing 
consultative management (1.1%), providing transportation (M%), providing 
residential facility (1.1%), timing should be fixed (M%), ensuring proper manpower 
planning (0.5%), should fix up same interest rale of public & private banks (0.5%), 
offering job rotation (0.5%) and implementation of different motivational factors 
(0.5%).

On the other hand, the suggestions, on the basis of the rank given by the private scctor 
bank officers to remove the problems faced by them in their job include upgrade 
salary & allowances (13.3%), ensuring efTectivc & connption free adminiscration 
(12.9%), employees should be honest & responsible (9.4%), ensuring congenial 
environment (6.3%), should recruit smart (6.3%), efilcient & knowledgeable 
employees (5.9%), ensuring good boss, providing proper training of the employees 
(5.i%), quick modernization & automation of all branches (4.7%), timing should be 
fijced (4.7%), fair, regular & perfonnance based promotion (3.9%), ensuring proper 
manpower planning (3.9%), ensuring accountability of the employees (3.9%), 
introducing consultative management (2.7%), implementation of different 
motivational factors (2.4%), providing transportation (2.0%), reward for good & 
creative work (2.0%), removing corruption & complc.>£ity in sanctionmg loan (2.0%), 
rapid decision for problem solution (1.6%), removing harassment transfer (1.6%), 
reducing risk (1.6%), providing allowance for overtime (0,8%), ensuring job security 
(0,8%), increasing pension & gratuity (0,8%), work should be given on the basis of 
training & education (0.4%), should fix up same interest rate of public & private 
banks (0.4%), offering job rotation (0.4%) and maintaining chain of command (0.4%).
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TABLE 117: Suggestions to Solve the Problems Faced In the Present Job by the

Public Sector Bank Non-officers (N ~ 85)

C ategory label Pci of 
Responses

Rank
order

Upgrade salary &  allowances 17.9 , ,l

Fair, regular &  perform ance based promolion 12.7 2

Ensuring effcclivc & corruption free administration 10.4 3

Quick m odernization & autom ation o f  all branciics 9.8 4

Should recruit sm art, cfllcient &  knowledgeable employees 7.5 5

Employees should be honest &  responsible 6.4 6

W ork should be  given on the basis o f  u^ining & education 5.8 7

Reward for good &  creative w ork 4.6 S

Ensuring congenial environm ent 4.0 9

Providing allow ance for overtim e
3.5 10.5

Removing harassm ent transfer
3.5 10.5

Ensuring accountability o f  the em ployees
2.9 12.5

Implementation o f  different motivational factors
2.9 12.5

Providing proper training o f  tlie employees
1.7 14.5

Removing political pressure
1.7 14.5

Rapid decision for problem  solution
1.2 17

Offering jo b  rotation
J.2 17

Tim ing should bo fixed
U 17.

.6 19.5

Providing residential facility 

Ensuring good boss
.6 19.5

Total responses ------ -
100.0 .
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t a b l e  118: Suggestions fo Solve the Problems Faced in the Present Job by the
Private Sector Bank Non-officers (N = 46)

Calcgory label I'd  of
Responses

Rank
order

Ensuring cflcclivc & corruption frceadminislration 21.5 I

, Upgrade salary & allowances . 16.9 2

Fair, regular &  pcrrormancc based promotion 13.8 3

Employees should be honest & responsible 12.3 4

Ensuring accountability o f the employees 7.7 5

Introducing consultative management . 6-2 6

Timing should be fixed 4.6 7

Should recruit smart, cflleicnt & knowledgeable employees 3.1 8

Providing proper training o f the employees 1.5 II

Quick modernization & automation of all branches 1.5 11

Ensuring job  security
1.5 I!

Removing corruption & complexity in sanctioning loan 1.5 II

Should fix up same interest rale o f public & private banks
1.5 11

Reducing risk .
14.5

Ensuring good boss ,
3.1 14.5

Total rcsoonses --- ----------------
100.0
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Table-117 and 118 include the following findings;

According to the public sector bank non-officers the suggestions, by the rank to solve 

tlic problems faced by them in their job involve upgrade salary & allowances (17.9%), 

fair, regular & pcrfomiance based promotion (12.7%), ensuring'efTcctlvc & 

corruption free administration (10.4%), quick modernization & automation of all 

branches (9.8%), should recruit smart, cOlcient & knowledgeable employees (7.5%). 

employees should be honest & responsible (6.4%), work should be given on the basis 

of training & education (5.8%), reward for good & creative work (4.6%), ensuring 

congenial environment (4.0%), providing allowance for overtime (3.5%), removing 

harassment transfer (3.5%), ensuring accountability of the employees (2.9%), 

implementation of different motivational factors (2.9%), providing proper training of 

the employees (1.7%), removing political pressure (1.7%), rapid decision for problem 

solution (1.2%), offering job rotation (1.2%), timing should be fixed (1.2%), 

providing residential facility (0.6%) and ensuring good boss (0.6%).

But, according to the private sector bank non-ofncers the suggestions, on the basis of 

the rank to solve the problems faced by them in their job are ensuring efTcctive & 

corruption free administration (21.5%), upgrade salary & allowances (16.9%), fair, 

regular & performance based promotion (13.8%), employees should be honest & 

responsible (12.3%), ensuring accountability of the employees (7.7%), introducing 

consultative management (6.2%), timing should be fixed (4.6%), should rccruit smart, 

efficient & knowledgeable employees (3.1%), providing proper training of the 

employees (1.5%), quick modernization & automation of all branches (1.5%), 

ensuring job security (1.5%), removing corruption & comple.xity in sanctioning loan 

(1.5%), should fix up same interest rate of public & private banks (1.5%), reducmg 

risk (3.1%) and ensuring good boss (3.1%).
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1. Among 177 public and 208 private sector bank respondents there'are 
respectively 92 (52,0%) and 162 (77-9%) ofiicers. Again, there are 85 (48,0%) 
non-oHicers in the public scctor whereas private sector bank includes 46 
(22,1%) non-officers,

2. Of total 92 public and 162 private sector bank oHicers, there are respectively 
56 (60.87%) and 114 (70.37%) male; and, 36 (39.13%) and 48 (29.63%) 
female respondents. On the other hand, among 85 public and 46 private sector 
non-officers there .are 72 (84,71%) and 34 (73.91%) male, and 13 (15.29%) 
and 12 (26.09%) female respondents respectively.

3. Among 92 public and 162 private sector bank officers there arc 79 (85.87%) 
and 119 (73.46%) married, and 13 (14.13%) and 43 (26.54%) unmarried 
respondents respectively. Furthemfjore, of total 85 public and 46 private sector 
bank non-ofRcere, 83 (97.65%) and 25 (54.35%) are married, and 2 (2.35%) 
and 21 (45.65%) unmarried respondents respectively.

4. Of total 92 public and 162 private sector bank ofiicers respectively, there 
include 12 (13,04%) and 1 (0.62%) respondents who have HSC/ Equivalent 
degree, 23 (25.0%) and 18 (I I.l 1%) have degree level qualification, and 57 
(61-96%) and 143 (88.27%) are Masters/ Above Masters level qualified. 
Besides, among 85 public and 46 private sector bank non-officers, there 
include 36 (42.35%) and 2 (4.35%) respondents who have HSC/ Equivalent 
degree, 32 (37.65%) and 27 (58.70%) have degree level education, and 17 
(20.0%) and 17 (36.96%) are Masters/ Above Masters level qualified 

respectively-
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1. Among 177 public , and 208 private sector bank respondents there are 
respectively 92 (52.0®/o) and 162 (77.9%) officers. Again, there are 85 (48.0%) 
non-officers in the public sector whereas private sector bank incfudcs 46 
(22.1%) non-officcrs.

2. O f total 92 public and 162 private sector bank oflicers, there are respectively 
56 (60.87%) and 114 (70.37%) male; and, 36 (39.13%) and 48 (29.63%) 
female respondents. On the other hand, among 85 public and 46 private sector 
non-officers there .arc 72 (84.71%) and 34 (73.91%) male, and 13 (15.29%) 
and 12 (26.09%) female respondents respectively.

3. Among 92 public and 162 private sector bank ofTicers there arc 79 (85.87%) 
and 119 (73.46%) married, and 13 (14.13%) and 43 (26.54%) unmarried 
respondents respectively. Furthermore, of total 85 public and 46 private sector 
bank non-officers, 83 (97.65%) and 25 (54,35%) are married, and 2 (2.35%) 
and 21 (45.65%) unmarried respondents respectively.

4. Of total 92 public and 162 private sector bank officers respectively, there 
include 12 (13.04%) and I (0.62%) respondents who have HSC/ Equivalent 
degree, 23 (25.0%) and IS (I M 1%) have degree level qualification, and 57 
(61.96%) and 143 (88.27%) arc Masters/ Above Masters level qualified. 
Besides, among 85 public and 46 private sector bank non-officers, there 
include 36 (42.35%) and 2 (4.35%) respondents who have HSCY Equivalent 
degree, 32 (37.65%) and 27 (58.70%) have degree level education, and 17 
(20,0%) and 17 (36.96%) arc Masters/ Above Masters level qualified 

respectively.

CHAPTER FIVE

CONCLUSION

5.1 Summary of Findings

379

Dhaka University Institutional Repository



5. There is no association with sex between of the employees of public and 
private sector banks,

6. Tliere is an association between job-slalus, marital status and educationai 

qualification of the employees of public and private sector banks.

7. There is no joint effect of type of ownership of the banks and job-status of the 

employees on job satisfaction, job involvement, job stress and propensity to 

quit the job.

8. The average job satisfaction score of oniccrs of public and private sector 

banks is higher than that of non-ofiicers of public and private sector banks.,

9. OfTicers of public and private sector banks and non-officers of public and 
private sector banks have the same average score of job involvement and job 

stress.

10. The average propensity to quit the job score of non-ofiicers of public and 
private sector banks is higher than that of officers of public and private sector 

banks,

1J. Public and private sector bank officers and non-ofiicers have the same average, 
score of job satisfaction, job involvement, job stress, job descriptive index 
(JDO-vvork, supervision, co-workers and social life.

12. The average score of propensity to quit the job of public sector bank officers is 

higher than that of private sector bank officers. But public and private sector 
bank non-officers have the same average propensity to. quit the job score.

n .  Public and private sector bank officers have the same average score of 

happiness of personal life and family life. On the other hand, the average 
happiness score of persona! life and family life of private sector bank non
officers is higher than that of public sector bank non-officers.
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14. The average age and experience of public sector bank ofilcers arid non- 
offiecrs are higher than that of private sector bank officers and non-officers. 

On the other hand, the average working hours and salary with allowances of 
private sector bank officers and non-ofTicers are higher than those of public 

sector bank officcre and non-ofTicers.

15. In case of public sector bank ofTicers, there is almost perfect positive 

association between age and experience.

16. In case of public sector bank ofllcers, there is a strong positive association, 
between work and supervision, work and job satisfaction, supervision and co
workers, supervision and job satisfaction, personal life and family life, 
persona! life and social life, and family life and social life. On the other hand, 
in case of private sector bank officers, there is a strong positive association 
between age and experience, work and co-workers, work and job satisfaction, 
supervision and co-workcrs, co-workers and job satisfaction, personal life and 
family life, and personal life and social life. In ease of public sector bank non- 
ofTicers, there is a strong positive association between age and expericnccj 
work and promotion, work and supervision, supervision and co-workcrs, 
personal fife and family life, personal life and social life, and family life and 
social life. But in case of private sector bank non-offlccrs, there is a strong 
positive association between age and e.xpericnce, work and supervision, work 
and job satisfaction, supervision and co-workers, supervision and personal life, 
supervision and social life, co-workers and family life, personal life and 
family life, and personal life and social life.

17. In case of private scctor bank non-officers, there is a strong negative 
association between age and promotion.

18. In case of public sector bank officers, there is a moderate positive association 
between age and salary, age and propensity to quit the job, experience and 
salary, experience and propensity to quit the job, work and promotion, work
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and co-vyorkcrs, work and personal life, work and family life, work and social 
life, work and job involvement, work and propensity to quit the job, promotion 
and supervision, promotion and job satisfaction, supervision and job 
involvement, supervision and propensity to quit the job, co-workers and job 
satisfaction, co-workers and job involvement, personal life and job 
involvement, family life and job satisfaction, family life and Job involvement, 
social life and job satisfaction, social life and job involvement, job satisfaction 
and job involvement, job satisfaction and propensity to quit the job, and job 
involvement and propensity to quit the job. On the other hand, in case of 
private sector bank officers, there is a moderate positive association between 
age and salary, experience and salary, working hours and salary, work and 
promotion, work and supervision, work and job involvement, promotion and 
supervision, promotion and co-workers, promotion and job satisfaction, 
supervision and job satisfaction, co-workers and job involvement, family life 
and social life, and job satisfaction and job involvement. In case of public 
sector bank non-officers, there is a moderate positive association between age 
and salary, work and co-workers, work and job satisfaction, promotion and 
supervision, promotion and co-workers, promotion and personal life, 
promotion and family life, promotion and social life, supervision and personal 
life, supervision and social life, supervision and job satisfaction, supervision 
and propensity to quit the job, co-workers and personal life, coworkers and 
family life, co-workers and social life, co-workers and job involvement, co
workers and propensity to quit the job, and job satisfaction and job 
involvement. But in case of private sector bank non-officers, there Is a 
moderate positive association between age and salarj', e.\perience and salary, 
work and co-workers, work and job involvement, promotion and supervision, 
supervision and family life, supervision and job satisfaction, supervision and 
propensity (o quit the job, co-workers and personal life, co-workers and social 
life, co-workcrs and propensity to quit the job, family life and social life, and 

job satisfaction and job involvement.

19. In case of public sector bank officers, there is a moderate negative association 
between working hours and job stress. In case of pubKc sector bank non-
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officers, there fs a moderate negative association between age and promotion. 

Bui in case of private sector bank non-olllccrs, tliere is a moderate negative 

association between age and work, experience and promotion, and salary and 

family life.

20. In case of public sector bank ofilcers, there is a weak positive association 

between age and working hours, age and work, age and supervision, age and 

co-workers, age and personal life, age and family life, axperience and working 

hours, e.xperience and work, experience and personal life, e,\perience and 
family life, experience and job involvement, salary and work, salary and 

supervision, salary and co-workers, salary and personal life, salary and job 

satisfaction, salary and job involvement, salary and propensitj' to quit the job, 

work and job stress, promotion and co-workers, promotion and personal life, 

promotion and social life, promotion and job involvement, promotion and 
propensity to quit the job, supervision and personal life, supen.'ision and 
family life, supervision and social life, supervision and job stress, co-workers 

and personal life, co-workers and family life, co-workers and social life, co- 

workers and job stress, co-workers and propensity to qu't the job, personal life 
and job satisfaction, personal life and propensity to quit the job, family life 

and job stress, family life and propensity to quit the job, social life and job 
stress, social life and propensity to quit the job, job satisfaction and job stress, 
and job stress and propensity quit the job. On the other hand, in case of private 
sector bank officers, there is a weak positive association between age and 
working hours, expcricncc and promotion, e.\perience and Job involvement, 

working hours and supervision, salary and work, salary and promotion, salary 
and co-workers, salary and job satisfaction, salary and job involvement, work 
and persona) life, work and social life, work and job stress, work and 
propensity to quit the job, promotion and personal life, promotion and family 
life, promotion and social life, promotion and job involvement, supervision ' 
and persona! life, supervision and job Involvement, co-workers and personal 
life, co-workcrs and social life, personal life and job satisfaction, personal life 
and job involvement, personal life and job stress, persona! life and propensity. 
to quit the job, family life and job involvement, social life and job satisfaction,
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social life and job stress, social'life and propensity to quit the job, job 

satisfaction and job stress, job satisfaction and propensity to quit the job, job 
involvement and job stress and job stress and propensity to quit the job. in 

case of public sector bank non-officers, there is a weak positive association 

between age and job stress, experience and salary, experience and job stress, 

working hours and job involvement, salary and social life, work and personal 

life, work and family life, work and social life, work and job involvement, 

work and propensity to quit the job, promotion and job satisfaction, promotion 

and job involvement, promotion and propensity to quit the job, supervision 

and family life, supervision and job involvement, supervision and job stress, 

co-workers and job satisfaction, co-workers and job stress, fomily life and 

propensity to quit the job, social Jife and job involvement, social life and 

propensity to quit the job, job satisfaction and job stress, job satisfaction and 
propensity to quit the job, job involvement and propensity to quit the job, and 

job stress and propensity to quit the job. But in case of private sector bank 
non-officers, there is a weak positive association between working hours and 

co-workers, working hours and job involvement, salary and supervision, salarj' 
and social life, salaiy and propensity to quit the job, work and promotion, 

work and personal life, work and family life, work and social life, work and 
propensity to quit the job, promotion and co-workers, promotion and personal 
life, promotion and family life, promotion and social life, promotion and job 

satisfaction, promotion and propensity to quit the job, supervision and job 
involvement, supervision and job stress, co«workers and job satisfaction, co« 
workers and job Involvement, co-workers and job stress, personal life and job 
satisfaction, family life and job satisfaction, family life and job stress, family 
life and propensity to quit the job, social life and job satisfaction, social life 
and propensity to quit the job, job satisfaction and job stress, and job 
involvement and propensity to quit the job,

21. In case of public sector bank officers, there is a weak negative association 
between age and promotion, age and job stress, experience and promotion, 
experience and job stress, working hours and work, working hours and. 
promotion, working hours and supervision, working hours and co-workers,
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working hours and personal life, working hours and family life, working hours 
and social life, and working hours and job satisfaction. On the other band, in 

case of private sector bank officers, there is a weak negative association 

between working hours and work, working hours and job satisfaction, and 

working hours and job stress. In case of public sector bank non-ofilcers. there 
is a weak negative association between age and work, age and supervision, age 

and co-workers, age and personal life, age and family life, age and job 

involvement, age and propensity to quit the job, experience and personal life, 

experience and family life, experience and social life, working hours and 

work, working hours and promotion, working hours and supervision, working 

hours and personal life, working hours and social life, working hours and job 

satisfaction, salaiy and co-workers, salary and personal life, salary and family 
life, salary and job involvement, salary and job stress, personal life and job 

stress, and social life and job stress. But in case of private sector bank non
officers, there is a weak negative association between age and supervision, age 

and co-workers, age and family life, age and job satisfaction, age and job 
involvement, age and propensity to quit the job, experience and work, 

experience and supervision, experience and cp-workers, experience and 
personal life, exjjericncc and family life, experience and social life, experience 

and propensity to quit the job, working hours and work, working hours and 
supervision, working hours and personal life, salaiy and work, salar>’ and 
promotion, salary and job involvement, salarj' and job stress, and personal life 

and job involvement.

22. In case of public sector bank officers, there is a veiy weak positive association 
between age and social life, age and job satisfaction, age and job involvement, 
experience and supervision, experience and co*workcrs, experience and social 
life, experience and job satisfaction, working hours and propensity to quit the 
job, salaiy and promotion, salaiy and family life, salary and social life, 

promotion and fiimily life, promotion and job stress, and personal life and job 
stress. On the other hand, in case of private sector bank officers, there is a vciy 
weak positive association between age and work, age and promotion, age and 
family life, age and job involvement, age and job stress, experience and
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working hours, experience and work, cxpcricncc and family life, working 

hours and family fife, working hours and social life, salary and supervision, 

salary and personal life, salary and family life, salary and social life, salary 

and propensity to quit the job, work and family life, promotion and job stress, 

promotion and propensity to quit the job, supervision and family life, 
supervision and social life, supervision and job stress, supervision and 

propensity to quit the job, co-workers and family life, family life and job 

satisfaction, social life and job involvement, and job involvement and 

propensity to quit the job. In case of public sector bank non-officers, there is a 

very weak positive association between age and working hours, experience 

and supervision, experience and job satisfaction, working hours and job stress, 

work and job stress, personal life and propensity to quit the job, family life and 
job satisfaction, family life and job involvement, family life and job stress, 

social life and job satisfaction and job involvement and job stress. But in case 

of jprivate sector bank non-oRTeers, there is a very weak positive association 
between age and job stress, experience and job stress, working hours and 

family life, work and job stress, promotion and job invofvement, personal life 

and job stress, personal life and propensity to quit the job, and job stress and 

propensity to quit the job,

23. In case of public sector bank officers, there is a very weak negative association 

between working hours and salary, working hours and job involvement, salary 
and job stress, and job involvement and job stress. On the other hand, in case 

of private sector bank officers, there is a very weak negative association 
between age and supervision, age and co-workers, age and personal life, age 

and social life, age and job satisfaction, age and propensity to quit the job, 
e.\perience and supervision, experience and co-workers, experience and 
personal life, experience and social life, experience and job satisfaction, 

experience and propensity to quit the job, working hours and promotion, 
working hours and co-workers, working hours and personal life, working 

hours and job involvement, working hours and propensity to quit the job, 
salary and job stress, eo-woricers and job stress, and family life and propensity 
to quit the job. In case of public sector bank non-officers, there is a very weak
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negative association between age and social life, age and job satisfaction, 

experience and working hours, experience and work, cxperiencc and 

promotion, experience and co-workers, experience and job involvement, 

experience and propensity to quit tlie job, working liours and salary, working 

hours and co-workers, working hours and family life, working hours and 
propensity to quit the job, salary and work, salai>' and promotion, salary and 

supervision, salaiy and propensity to quit the job, promotion and job stress.

. personal life and job satisfaction, and personal life and job involvement. Dm in 
case of private sector bank non-ofTlcers, there is a very weak negative, 

association between age and working hours, age and personal life, age and 

social life, experience and working hours, experience and job satisfaction, 

experience and job involvement, working hours and salary, working hours and 

promotion, working hours and social life, working hours and job satisfaction, 

working hours and job stress, working hours and propensity to quit the job, 

salary and co-workers, salaiy and job satisfaction, promotion and job stress, 
social life and job involvement, and social life and job stress.

24. In case of private sector bank officers, there is no association between 

experience and job stress, co-workers and propensity to quit the job, and 

family life and job stress. In case of public sector bank non-ofilcers, there is 

no association between salary- and job satisfaction. But in case of private 

sector bank non-officers, there is no association between salary and personal 
life, family life and job involvement, and job satisfaction and propensity to 

quit the job.

25. In case of public scctor bank officers, step-wise regression revealed that 

among the independent variables such as se.\, work, promotion and family life, 
variation in sex has the highest positive impact on job satisfaction (i. e. 
dependent variable). On the other hand, In case of private scctor bank onicers, 
step-wise regression revealed that among the independent variables such as 

age, experience, work and job involvement, variation in age has the highest 

negative impact, and work and job Involvement have tlie higher positive 
impact on job satisfaction (i. e. dependent variable). In case of public sector.
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bank non-officers, step-wise regression revealed that among the independent 

variables such as education, experience, work, supervision, co-workers, job 
involvement and job stress, variation in education and job stress score have the 

higher positive impact on job satisfaction (i. e, dependent variable). But. in 

case of private scctor bank non-officers, step-wise regression revealed that 

among the independent variables such as work, promotion, co-workers, family 

life and job involvement, variation in happiness score of family life has the 

highest positive impact on job satisfaction (i. e. dependent variable).

26. In case of public scctor bank officers, step-wise regression revealed that 

among the independent variables such as age, co-workers, family life, Job 

stress and propensity to quit the job, variation In happiness score of family life 
and propensity to quit the job score have the higher positive impact on job 

involvement (i. e. dependent variable). On the other hand, in case of private 

sector bank officers, step-wise regression revealed that among the independent 
variables such as sex and job satisfaction, variation in sex has the highest 

, negative impact on job involvement (i. e. dependent variable). In case of 

public sector bank non-ofificers, step-wise regression revealed that among the 
independent variables such as co-workers and job satisfaction, variation in job 
satisfaction score has the highest positive impact on job invofvemetit (i. e. 

dependent variable). But, in case of private sector bank non-officers, step-wise 

regression revealed that anfong the independent variabfes such as marital 
status, co-workers, family life, social life, job satisfaction and propensity to 

quit the job, variation in marital status has the highest positive impact on job 

involvement (i. e. dependent variable),

27. In case of public sector bank officers, step-wise regression revealed that 
among the independent variables such as working hours and co-workers, 
variation in woricing hours score has the highest negative impact on job stress 
(i. e. dependent variable). On the other hand, in case of private scctor bank 

officers, step-wise regression revealed that among the independent variables 
such as work, co-workers and propensity to quit the job, variation in 
propensity to quit the job score has the highest positive impact on job stress (i
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c. dependent variable). In case of public sector bank non-officers, step-wise 

regression revealed that among the independent variables such as sex, 

education, experience, salary, promotion, supervision, co-workers, family life, 

job satisfaction, variation in sex has tlic highest positive Impact on job stress 

(I. c. dependent variable). But, in case of private sector bank non-officers, 
step-wise regression revealed that among the independent variables such as 

se.x, education, supervision, family life and propensity to quit the job, variation 

in sex has the highest positive impact on job stress (I. c. dependent variable),

28. In ease of public sector bank officers, step-wise regression revealed that 

among the independent variables such as job involvement and job stress, 

variation in job stress score has the highest positive impact on propensity to 
quit the job (I. e. dependent variable). On the other hand, in case of private 

sector bank officers, step-wise regression revealed that among the independent 

variables such as family life and job stress, variation in job stress score has the 
highest positive impact on propensity to quit the job (i. e. dependent variable). 

In case of public sector bank non-officers, step-wise regression revealed that 

among the independent variables such as sex, marital status, education, 

promotion, supervision and personal life, variation in marital status has the 
highest negative impact on propensity to quit the job (i, e. dependent variable). 

But, in case of private sector bank non-ofTlccrs, step-wise regression revealed 
that among the independent variables such as marital status, experience, 

supervision, personal life, family life, social life, job involvement and job 
stress, variation in marital status has the highest negative impact on propensity 
to quit the job (i. c. dependent variable).

29. Factor analysis revealed that the feelings about the present job of the public 
sector bank officers are unpleasant, enjoyable, boring, satisfied for the time 
being, and like a hobby. On the other hand, the feelings about the present job 
of the private sector bank ofiicers are unpleasant, enjoyable, enthusiastic,

. annoying and satisfying. Besides, the feelings about the present job of the • 
public sector bank non-ofTicers are unpleasant, satisfying, disappointing, 
boring, uninteresting and like a hobby. But, the feelings about the present job
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of the private sector bank ofTicers are boring, enjoyable, unpleasant, 

disappointing and like a hobby.

30. The reasons for liking tiie job, on the basis of the rank as perceived by the 

public scctor bank oHlcers are social recognition, financial independence, 

opportunity to contribute to the nation, nature of work, bright future, sccured 

job, abscnce of alternative job, enjoyment, expected salary & allowances, 

favourable working environment, pension & loan facilities, good relationship 

with boss & colleagues, innovative management, reputation of the bank, 

government job, recognition for good work, freedom at work, related to 

educational background, according to competcnce and for experience. On the 

other hand, according to the private sector bank officers the reasons for liking 
the job, by the rank include expected sala^ & allowances, favourable working 

environment, social recognition, bright future, nature of work, secured job, 

reputation of the bank, good relationship with boss & colleagues, financial 
independence, absence of alternative job, enjoyment, opportunity to contribute 

to the nation, innovative management, experience, related to educational 

background, freedom at work and according to competence. The reasons of 

liking the job, on the basis of the rank as perceived by the public sector bank 

non-officers incorporate financial independence, pension & loan facilities, 

opportunity to contribute to the nation, expected salary & allowances, social 

recognition, absence of alternative job, nature of work, enjoyment, according 
to competcnce, favourable working environment, secured job, bright future, 

freedom at work and related to educational background. But, according to the 
private sector bank non-ofTicers the reasons of liking the job, by the rank, are 

favourable working environment, social recognition, expected salary & 
allowances, related to educational background, absence of alternative job, 

secured job, good relationship wth boss & colleagues, bright future, freedom 
at work, reputation of the bank and opportunity to contribute to the nation.

31. The common job-rclated problems, on the basis of the rank as perceived by the 

public sector bank officers are poor salary & allowances, delay & scarcity of 

promotion, ebrruption & nepotism in management, excessive pressure of
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work, nature of job, lack of favourable working environment, harassment 
transfer, manual and backdated banking, unethical interference of CBA 

leaders, lack of proper evaluation of the employees, indecision of top 

management, misbehaviour & non cooperation of the boss, inequality in 

distributing responsibilities, political pressure, dishonesty and irresponsibility 

of the employees, no recognition for good & creative work, clients’, 

misbehaviour, lack of hamtonious relationship among the employees, lack of 

chain of command, no relation of work with education & training, corruption 

& complexity in sanctioning loan, lack of dynamism, lack of proper training 
and difference in interest rate of public & private banks. On the other hand, 

according to the private sector bank ofTiccrs the common job-related 

problems, by the rank involve excessive pressure of work, nature 9fjob, poor 

salary & allowances, delay & scarcity of promotion, corruption & nepotism in 

management, lack of harmonious relationship among the employees, 

unsecured job, clients' misbehaviour, manual and backdated banking, lack of 

favourable working environment, corruption & complexity in sanctioning 

loan, flattering, lack of dynamism, no recognition for good & creative work, 

lack of proper evaluation of the employees, harassment transfer, dishonesty 

and irresponsibility of the employees, misbehaviour & non cooperation of the 

boss, lack of proper training, lack of motivation, inequality in distributing 

responsibilities and indecision of top management. The common job-related 

problems, by the rank as perceivcd by the public sector bank non-officers 
include delay & scarcity of promotion, poor salary cS: allowances, excessive 

pressure of work, corruption & nepotism in management, nature of job, 

misbehaviour & non cooperation of the boss, manual and backdated banking, 

no recognition for good & creative work, harassment transfer, inequality in 

distributing responsibilities, lack of dynamism, lack of proper evaluation of 
the employees, lack of hamionious relationship among the employees, 

political pressure and clients' misbehaviour. But, the common job-related 
problems on the basis of the rank as perceivcd by the private sector bank non- 

officers are nature of job, poor salaiy & allowances, excessive pressure of 
work, delay & scarcity of promotion, lack of hamionious relationship among 
the employees, manual and backdated banking, unsecured job, corruption &
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. nepotism In management, lack of proper evaluation of the employees, no 

recognition for good & creative work, harassment transfer and clicnts’ 
misbehaviour.

32. The suggestions, by the rank given by the public sector bank oftlccrs to solve 

the problems faced by them In their job are upgrade salary & allowances, fair, 

regular & performance based promotion, ensuring eiTective & corruption free 

administration and congenial environment, recruiting smart, enicicnt & 

knowledgeable employees, quick modernization & automation of all branches,. 

giving work on the basis of their acquired training & education, providing 

proper training of the employees, giving reward for good & creative work, 

removing harassment transfer, being honest & responsible on the part of 
employees, removing political pressure, ensuring good boss, providing 

allowance for overtime, removing corruption & complexity in sanctioning 

loan, rapid decision for problem solution, banning trade union activities, 
ensuring accountability of the employees, introducing consultative 

management, providing transportation, providing residential facility, fixing 
. time, ensuring proper manpower planning, fixing up. same interest rate of 
public & private banks, ofieringjob rotation and implementation of different 

motivational factors. On the other hand, the suggestions, on the basis of the 

rank given by the private sector bank oflicers to deal with the problems faced 
by them in their job include upgrade salary & other allowances, ensuring 
effective & corruption free administration, being honest & responsible on the 
part of employees, ensuring congenial environment, recruiting smart, efTicient 

& knowledgeable employees, ensuring good boss, providing proper training of 
the employees, quick modernization & autoination of all branches, fixing time, 

fair, regular & performance based promotion, ensuring proper manpower 
planning, ensuring accountability of the employees, introducing consultative 
management, implementation of different motivational factors, providing 
transportation, giving reward for good & creative woric, removing corruption 
& complexity in sanctioning loan, rapid decision for problem solution, 
removing harassment transfer, reducing risk, providing allowance for 
overtime, ensuring job security, increasing pension & gratuity, giving work on
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the basis of their acquired training & education, fixing up same interest rate of 
public & private banks, offering job rotation and maintaining chain of 
command. According to the public sector bank non-officets the suggestions, 
by the rank to solve the problems faced by them in their job involve upgrade 

salary & allowances, fair, regular & performance based promotion, ensuring 
effective & corruption free administration, quick modernization & automation 
of all branches, recruiting smart, efficient & knowledgeable employees, being 

honest & responsible on the part of employees, giving work on the basis of 
training & education, reward for good & creative work, ensuring congenial 
environment, providing allowance for overtime, removing harassment transfer, 

ensuring accountability of the employees, implementation of different 

motivational factors, providing proper training of the employees, removing 
political pressure, rapid decision for problem solution, offering job rotation, 
fixing time, providing residential facility and ensuring good boss. But, 
according to the private sector bank non-ofllcers the suggestions, on the basis 
of the rank to solve the problems faced by them in their job are ensuring 
effective & corruption free administration, upgrade salary & allowances, fair, 
regular & performance based promotion, being honest & responsible on the 
part of employees, ensuring accountability of the employees, introducing 
consultative management, fixing, time, recruiting smart, efficient & 
knowledgeable employees, providing proper training of the employees, quick 
modernization & automation of all branches, ensuring job security, removing 
corruption & complexity in sanctioning loan, fixing up same interest rate of 
public private banks, reducing risk and ensuring good boss.
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Due to budget, time and other organizational constraints, the study has Ihc foJIovvjng 
limitations:

1. Though job satisfaction of the employees of the banks is influenced by various • 

multidimensional factors, few factors relating to job satisfaction have been 

considered in the study. It would be better if all the factors could be taken in 
the study.

2. The study includes 50% of the total commerciar banks as the sample to be 

investigated and the sample size consists of only 385 respondents from both 

public and private scctor banks. It would be better if the sample could be 

collected from 100% of the banks and sample size could be large.

3. The sample has been collected from three divisions (Dhaka, Chittagong and 

Rajshahi) of the countiy. It would be better If sample could be collected from 

all the divisions of the country. Though the data were collected from three 

divisions of the counliy, most of the respondents were from Dhaka division, 

especially from Dhaka city. Bccause of budgetary limiiation and unequal 

number of branches of the divisions of the banks it was not possible to allocate 

the respondents on the basis of division equally.

4. The data were collected immediately after the conversion of nationalized 

commercial banks into public limited company (from 15* November 2007). 

During that time the employees didn’t have any clear idea regarding facilities 

and obligations of public limited company. This ambiguity might confuse the 

respondents of the public scctor banks in their responses regarding various 

factors o f job satisfaction or dissatisfaction.

5. The data were coUccted during July’08 ~ December’08 which was an unusual 

and irregular period of non-political party caretaker government. This period 
might influence the response of the respondents.

5.2 Limitations
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5.3 Scope for Further Research

Further study can be undertaken in the following areas:

1. A comprehensive study on Flexible Working Hours (FWH) should be done for 

the bank employees as they are very dissatisfied with their working hours.

2. It would be a meaningful study to compare the job satisfaction between the 

employees of local private sector commercial banks and foreign commercial- 

banks in Bangladesh.

3. There can be a comparative study on job satisfaction between the employees 

of Conventional banks and Islamic banks.

4. A study should be conducted on job satisfaction between the bank employees 

working in the branches of rural and urban areas.

5. A comparative study can be carried out on job satisfaction and performance of 

the public sector bank employees during the pre and post period of public 

limited company.
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J. Public and private sector banlc ofliccrs and non-officcrs have the same average 

score of job satisfaction, job involvement, job stress, job descriptive index 

(JDI)'Work, supervision, co-workers and soeialllfc,

2. The average score of propensity to quit the job of public sector bank ofdcers is 

higher than that of private sector bank oHicers. But public and private sector 

bank non-officers have the same average of propensity to quit the job score. .

3. Public and private sector bank officers have the same average score of 

happiness of personal life and family life. On the other hand, the average 

happiness score of personal life and family life of private sector bank non

officers is higher than that of public sector bank non-officers.

4. There is no joint effect of type of ownership of the banks and job-status of the 

employees on job satisfaction, job involvement, job stress and propensity to 

quit the job.

5. The average job satisfaction score of ofilcers of public and private sector 

banks is higher than that of non-ofilcers of public and private sector banks,

6. Officers of public and private sector banks and non-officers of public arid 

private sector banks have the same average score of job involvement, job 

stress.

7. The average score of propensity lo quit the job of non-ofriccrs of public and 

private sector banks is higher than that of officers of public and private sector 

banks.

5.4 Conclusions

Based on the findings of tlie study the following conclusions may be drawn:
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1. Public and private sector bank ofiiccrs and non-ofTicers have the same average 

score of job satisfaction, job involvement, job stress, job descriptive index 

(JDI)-work, supervision, co-workers and social life.

2. The average score o f propensity to quit (he job of public sector bank ofTicers is 
higher than that of private sector bank ofTicers. But public and private scctor 

bank non-officers have the same average of propensity to quit the job score.

3. Public and private sector bank officers have the same average score of 

happiness of personal life and family life. On the otlicr hand, the average 

happiness score of personal life and family life of private scctor bank non- 

ofTicers is higher than that of public scctor bank non-officers.

4. There is no joint effect of type of ownership of the banks and job-status of the 

employees on job satisfaction, job involvement, job stress and propensity to 

quit the job.

5. The average job satisfaction score of ofTTccrs of public and private sector 

banks is higher than that of non-oflicers of public and private sector banks.

6. Officers of public and private sector banks and non-officers of public and 
private sector banks have the same average score of job involvement, job , 

stress.

7. The average score of propensity to quit the job o f non-officers of public and 

private sector banks is higher than that of officers of public and private sector 

banks.

5.4 Conclusions

Based on the findings of  the study Ihc following conclusions may be drawn:
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8. There is no association with sex of the employees of public and private scetor 

banks. On Ihe other hand, there is an association between Job-sta(us, marital 

status and educationai qualification of the employees of public and private 

sector banks.

9. The average age and experience of public sector bank ofTlccrs and non- 

officers arc higher than that of private sector bank officers and non-ofTicers. 

On the other hand, the average working hours and salary with allowances of 

private sector bank officers and non-officers are higher than that of public 

sector bank officers and non-officers.

10. In case of public sector bank officers, there is almost perfect positive 

association behveen age and experience.

11. In case of public sector bank officers, there is a strong positive association 

between work and supervision, work and job satisfaction, supervision and co- 

tvorkers, supervision and job satisfaction, personal life and family life, 

personal life and social life, and family life and social life. On the other hand, 

In case of private sector bank officers, there Is a strong positive association 
between age and experience, work and co-workers, work and job satisfaction, 

supervision and co-workers, co-workers and job satisfaction, personal life and 

family life, and personal life and social life. In case of public sector bank non- 

officcrs, there is a strong positive association ^t\veen age and experience, 
work and promotion, work and supervision, supervision and co-workers, 

personal life and family life, personal life and social life, and family life and 
social life. But in case of private sector bank non-oflTcers, there Is a strong 
positive association between age and experience, woric and supervision, work 
and job satisfaction, supervision and co-workers, supervision and personal life, 
supervision and social life, co-workers and family fife, persona! life and 
family life, and personal life and social life.
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12. In . case of private sector bank non-officers, there is a strong negative 

association between age and promotion,

13. in case of public sector banic officers, there is a moderate positive association 

between age and salaiy, age and propensity to quit the job, experience and 

saiaty, experience and propensity to quit the job, worl< and promotion, work 

and co-workers, worlc and personal life, work and family life, work and social 

life, work and job involvement, work and propensity to quit tiie job, promotion 

and supervision, promotion and job satisfaction, supervision and Job 

involvement, supervision and propensity to quit tlie job, co-workers and job 

satisfaction, co-workers and job involvement, personal life and job 

involvement, family life and job satisfaction, family life and job involvement, 

social life and job satisfaction, social life and job involvement, job satisfaction 

and job involvement, job satisfaction and propensity to quit the job, and job 

involvement and propensity to quit tlie job. On tiie other hand, in case of 

private sector bank officers, there is a moderate positive association between 

age and salary, experience and salaiy, working hours and salary, work and 

promotion, work and supervision, work and job involvement, promotion and 

supervision, promotion and co-workers, promotion and job satisfaction, 

supervision and job satisfaction, co-workers and job involvement, family life 

and social life, and job satisfaction and job involvement. In case of public 

sector bank non-officers, there is a moderate positive association between age 

and salary, work and co-workers, work and job satisfaction, promotion and 

supervision, promotion and co-workers, promotion and personal life, 

promotion and family life, promotion and social life, supervision and personal 

life, supervision and social life, supervision and job satisfaction, supervision 

and propensity to quit the job, co-workers and personal life, coworkcrs and 

family life, co-workers and social life, co-workers and job involvement, co- 

workeris and propensity to quit the job, and job satisfaction and job 

involvement. But in case of private sector bank non-officers, there is a 

moderate positive association between age and salary, experience and salaiy, 

work and co-workers, work and job involvement, promotion and supervision,
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supervision and family life, supervision and job satisfaction, supervision and 

propensity to quit the job, co-workers and personal life, co-workers and social 

life, co-wori<crs and propensity to quit the job, family life and social life, and 

job satisfaction and job involvement.

14. In case of public sector bank odiccrs, there is a moderate negative association 

between working hours and job stress, in case of public scctor bank non- 

officcrs, there is a moderate negative association between age and promotion. 

But in ease of private scctor bank non-onicers, there is a moderate negative 

association between age and work, experience and promotion, .and salary and 

family life.

15. In case of public sector bank ofllcers, step-wise regression reveals that 

variation in sex has the highest positive impact on job satisfaction. On the 

other hand, in case of private sector bank officers, variation in age has the 

highest negative Impact, and work and job involvement have the higher 

positive impact on job satisfaction. In case of public sector bank non-ofilcers, 

variation in education and job stress scorc have the higher positive impact on 

job satisfaction. But in case of private sectoi" bank non-ofticcrs, variation in 

happiness score of family life has the highest positive impact on job 

satisfaction.

16. In case of public sector bank officers, step-wise regression reveals that 

variation in happiness scorc of family life and propensity to quit the job score 

have the higher positive impact on job involvement. On the other hand, in case 

of private scctor bank officers, variation in sex has the highest negative impact 

on job involvement. In case of public sector bank non-officers, variation in job 

satisfaction score has the highest positive impact on job involvement. But, in 

case of private sector bank non-officers, variation in marital status has the 
highest positive Impact on job involvement.
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17. In case of public sector bank officers, step-wise regression reveals that 

variation in worlcing hours score has the highest negative impact on job stress. 

On the other hand, in ease of private sector banlc officers, variation in 

propensity to quit the job score has the highest posilive impact on job stress. In 

ease of public sector bank non-officers, variation in sex has the highest 

positive impact on job stress. But in case of priN-ate scctor bank non-officers, 

variation in sex has the highest positive impact on job stress.

18. In case of public scctor bank ofllcers, step-wise regression reveals that 

variation in job stress score has the highest positive impact on propensity to 

quit the job. On the other hand, in case of private sector bank officers, 

variation in job stress score has the highest positive Impact on propensity to 

quit the job. In case of public sector bank non-officers, variation in marital 

status has the highest negative impact on propensity to quit the job. But, in 

case of private sector bank non-officers, variation in marital status has the 

highest negative impact on propensity to quit the job.

19. Factor analysis reveals that the feelings about the present job of the public 

sector bank officers are unpleasant, enjoyable, boring, satisfied for the time 

being, and like a hobby. On the other hand, the feelings about the present job 

of the private sector bank officers are unpleasant, enjoyable, enthusiastic, 

annoying and satisfying. The feelings about the present job of the public sector 

bank non-officers are unpleasant, satisfying, disappointing, boring, 

uninteresting and like a hobby. But, according to the private sector bank 

officers the feelings about the present job are boring, enjoyable, unpleasant, 

disappointing and like a hobby.

20. The top five ranked reasons for liking the job as perceived by the public scctor, 

bank odicers are social recognition, financial independence, opportunity to 

contribute to the nation, nature of work, bright future. On the other hand, 

according to the private sector bank officers the top five ranked reasons for 

liking the job are expected salary & allowances, favourable working
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environment, social recognition, bright Rilure, nature of work. The top five 

ranked reasons for liking the job as pctcejvcd by the public sccior bank non- 

officers involve financial independence, pension & loan facilities, opportunity 

to contribute to the nation, cxpccted salary & ailowances, social recognition. 

But, the top five ranked reasons for liking the job as perceived by the private 

sector bank non-officers are favourable working environment, social 

recognition, expected salaiy & allowances, related to educational background, 

and absence of alternative job.

21. The common top five ranked job-related problems as perceived by the public 

sector bank officers are poor salaiy & allowances, delay & scarcity oif 

promotion, corruption & nepotism In management, excessive pressure of 

work, nature of job. On the other hand, the common top five ranked job- 

related problems as perceived by the private sector bank officers include 

excessive pressure of work, nature of job, poor salary & allowances, delay & 

scarcity of promotion, corruption & nepotism in management. The common 

top five ranked job-related problems as pcrceived by the public sector bank 

non-officers involve delay & scarcity of promotion, poor salary' & allowances, 

c.veessive pressure of work, corruption & nepotism In management, nature of 

job. But, according to the private sector bank non-officers the common top 

five ranked job-related problems are nature of job, poor salary & allowances, 

e.xcessive pressure of work, delay & scarcity of promotion, and lack of 

harmonious relationship among the employees.

22. The top five ranked suggestions given by the public sector bank officers to 

solve the problems faced by them in their job arc upgrade salary & 

allowances, fair, regular & performance based promotion, ensuring effective 

& corruption free administration, ensuring congenial environment, recruiting 

smart, efficient & knowledgeable employees. On the other hand, the top five 

ranked suggestions given by the private sector bank officers to solve the 

problems faced by them In their job arc upgrade salaiy & allowances, ensuring. 

effective & corruption free administration, being honest & responsible on the
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part of employees, ensuring congenial environment, recruiting smart, cfTicient

&. I<novvledgcable employees. The top five ranked suggestions given by tlic 

public sector bank non-officers to solve tlie problems faced by them in their 

job arc upgrade salary & allowances, fair, regular & performance based. 

promotion, ensuring effective & corruption free administration, quick 

modernization & automation of all branches, recruiting smart, efficient & 

knowledgeable employees. But, the top five ranked suggestions given by the 

private scctor bank non-officers to solve the problems faced by them in their 

job are ensuring effective & corruption free administration, upgrade salary & 

allowances, fair, regular & perfonmance based promotion, being , honest & 

responsible on the part of employees, and ensuring accountability of the 

employees.

23. Job related variables play a more significant role in enhancing job satisfaction 

of the employees than personal variables,

24. The study partially replicated the Herzberg’s two-factor model of motivation.

25. Banking job is usually perceived more stressful than other professions.

26. Especially public sector officers of the commercial banks in Bangladesh are 

suffering from much external interference and pressure, mainly political 

pressure in performing their duties.
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In the light of the study, the researcher feels that (he following measures should be 
undertaken to increase the overall job satisfaction of the employees as well as 
performance of the commercial banks in Bangladesh:

1. Since the average salary and allowances of public sector bank ofTicers and 
non-officers are lower than that of private sector bank officers and non* 
officers, poor salary has been a main problem to pubic sector respondents, 
and, furthermore, the average score of propensity to quit the job of public 
scctor ofTicers is higher than that of private sector bank olTicers, it is strongly 
recommended to revise and upgrade the salarj' structure of the public scctor 
bank officers and non-officers.

2. As bank job is much stressful and the employees of both public and private 
sector are overloaded with responsibilities and there is a strong positive 
association between work and job satisfaction, job stress and work load of the 
employees of both public and private scctor should be reduced by recruiting 
more smart, competent and energetic employees, providing proper training, 
quick modernization and automation of all branches, and providing allowance 
for overtime.

3. Since, the job related variables play a more significant role in increasing job 
satisfaction of the employees than personal variables and variables outside the 
job, and these variables arc under the control of the bank authority, the 
authority of both public and private sector bank should emphasize the job 
related variables to increase job satisfaction.

4. Sincc delay and scarcity of promotion is a considerable problem to both public 
and private sector bank employees and there is a moderate positive association 
between promotion and job satisfaction, to cnhance job satisfaction of both 
officers and non-officers of public and private scctor banks, the authority 
concerned should take necessaiy steps to ensure fair, regular and performance 
based promotion.

5.5 Rccommcndations
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5. As the level of job satisfaction of non-officers of public as well as private 
sector banks is lower and the average propensity to quit the job scorc is hieher 
than that of ofnccrs, the authority of both sectors may take necessary measures 
as better financial and non-fmancial techniqnes, as motivational tool, to boost 
up their job satisfaction level.

, 6. Since public sector bank officers arc suffering much from external interference 
and pressure like political pressure in performing their duties, the bank 
authority may develop and follow necessary strategies to let them perform 
their duties smoothly.

7. As unethical interference of CBA leaders has been identified as one of the 
problems by the public sector bank officers, the bank should strictly follow the 
existing rules and regulations regarding the problem to control unethical 
activities of CBA leaders. If necessaty, the government can initiate new rules 
and regulations in this regard. Furthermore, decision and willpower of political 
party in power can play a vital role to solve the problem.

8. The study discloses that among the private sector bank officers and noh- 
ofifJcers, job insecurity is a serious problem which reduces productivity of the 
employees and results in job dissatisfaction and a sort of attitudes towards 
propensity to quit the job. In this regard, the authority may take necessaty 
steps to reduce their anxiety regarding job insecurity.

9. As harassment transfer causes dissatisfaction among officers and non-ofTicers 
o f public sector bank employees, it should be minimized by formulating and 
implementing proper guideline regarding transfer. In addition, extra allowance 
policy can be a better incentive for the transfer of employees to the remote 

areas.

10. Corruption and nepotism in management have been identified as significant, 
problems by both officers and non-officers of the public as well as private 
sector bank. Such realities must be considered to increase job satisfaction of
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the employees and performance,of bank. In this regard, proper exercising of 
the established rules and principles regarding banking operations may ensure 
effective and corruption free administration.

11.Misbehaviour and non cooperation of boss have been identified as vital 
reasons for job dissatisfaction of both public and private sector bank 
employees. Efficient and well behaving boss can be a worth considering factor 
for the bettemient of the bank. In this regard, managerial job related training 
can be arranged,

12. Promotion, demotion, transfer, assigning special responsibility, and so on may 
be maintained on the basis of employee evaluation. Furthermore, reward For 
achievement, good performance, and creativity can ensure better performance 
from employees.

13. Both public and private sector bank can follow democratic management by 
ensuring employee participation In decision-making and delegation of 
authority. Besides, responsibility and freedom at work should be ensured and 
determined to promote quality ser\'ice.

14. Since lack of favourable working environment lias been perceived as a 
problem by the officers of both public and private sector, nccessary steps 
should be taken to ensure a congenial working environment in public as well 
as private sector bank.

15. To get ma.\imum output from the employees of both public and private sector 
banks, responsibility should be distributed on the basis of their acquired 
training and education.

16. The study reveals that working hours of bank job is very lengthy. Both officers 
and non-officers of public and private sector banks suggest that their working 
time should be fixed. A comprehensive study may be conducted on Plexible 
Working Hours (FWH). If the study recommends positively regardmg Flexible 
Working Hours (FWH), both public and private sector may follow it lo fix 
convenient working hours.
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APPENDICES

Appendix -  A: Basic Information of the Selected Banks*

Number of sampled aoptoyea of 

the sclccicd banks
Total empteyecs and banches of Uie sclccicd banks 

ason30*Jun8’ 2008

Name of the selected banks Oflicer

Non-

ofliccr Total Omcer

Non-

ofliccr

Total

employees

Total

Branclitfs

Public sector banks: 
Sonalt Bank Limited 58 53 111 11505 10676 22181 1181

Janata Bank Limited 34 32 66 6838 6396 13234 848

Total =92 =85 =/77 “17072 »JW /J —

Private sector banks: 
The City Bank Limited 7 3 10 1405 588 1993 83 ,

Islami Bank Ban^adesh Limited 40 8 48 8103 1513 9621 196

Shabjalal Islami Bank Umitcd 3 I 4 606 154 760 ■ 26

National Credit & Commerce Bank
5 1 6 1050 300 . 1350 54

Limited

IFtC Bank Limited 7 3 10 1458 612 2070 70 .

Soeial Islami Bank Limited 3 1 4 604 76 680 24 '

National Bank Limited 10 3 13 1962 602 25« iOl

Standard Bank Limited 3 I 4 490 165 655 31

Southeast Bank Limited S 0 5 1041 152 1193 43

United Commercial Bank Limited 7 4 II 1474 786 2260 84

Ultara Bank Limited 12 6 IS 2372 1304 . ,3676 207

Prime Bank Limited 8 0 8 1544 21 1565 .65

Estem Bank Limited 3 0 .3 667 63 730 30

The Hong Kong and Shanfihai
5 0 5 84“ 840'»* 924 „ 8

Banking Corporation Limited 

Standard Chailcred Bank 6 0 6 1250 5 1255 27

BRAC Bank Limited 18 14 32 3584 2602 6186 46

AB Bank Limited 8 . 1 9 1595 205 1800 ' 71

Dutch-Bangla Bank Limited 4 0 4 898 898 . 49

One Dank Umitcd. 4 0 4 777 73 850 . 35

Bonk Asia Limited 4 0 4 ■703 17 . 720 32

Tata! “162 •=46 ‘’20S ‘‘32512 1̂7SQ ' ■"

Grand Total -254 "131 -3S5 -50855 -26310 =77165 —

•*  H igher level officers

* •*  O ther offtcers &  non-officcrs
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Appendix -  B: Questionnaire

Code#.-------
Questionnaire

Research Topic: JOB SATISFACTION: A COMPARATIVE STUDY OF 

PUBLIC AND PRIVATE SECTOR COMMERCIAL BANK EMPLOYEES IN 
BANGLADESH

B. We solicit your valuable cooperation in filling up this questionnaire. The 

questionnaire is for the sole purpose o f conducting an academic research on 

Management Studies. The information.wiU be used only for the research and the 

catalysis will be based on aggregate information, no individual identity either o f the 

employee or o f the bank will be made.]

A; PcrsonatlnformafionoflbcRcspondent

1. Type of ownership of the bank: Public sectoral, Private scctor«=2 —

2. Status of the respondent: OfTicer=l, Non^)fIicer=2 ■

3. Sex of the respondent: Male =1, Female =2----------

4. Marital status of the respondent: Married =1, Unmarried =2, ■

5. Educational qualification of the respondent: 0-S.S.C/Equivalent =1,

H.S.C/Equivaleni =2, Degree =3, Masters/Above Masters =4---- —

6. Age of the respondent----------------- ---------------------------------- ------ Ycars

7. Experience in the present bank:--------------— ------------ Years, . „ ___Months

8. How many hours do you spend at your oiTice evety day? ——-— Hours

9. Salary with allowances (house rent, medical allowance, transport allowance, etc.):..

total amount in a month----------- ----------------- *----------------------------Taka
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(m rk  «  ^ c ...o r k r s J  o/>.„rJoi. PU.sc read cac,,
y , s  c.^f.„ly a„,„„ ■■f „„ ,„„, ^

or aboitt which you cannoi decide.

B: Job Dcscriplivc Index (JDI) Sml,l, e,. ,1 i m

SL.

1.

Statcmenis
WORK

Fascinating

Yes

3

No

0

?

1
2. Routine 0 3 1

3. Satisfying 3 0 I

4. Boring 0 3 I

5. Good 3 0 1

6. Creative 3 0 I

7. Respected 3 0 1

8. Hot 0 3 1

9. Pleasant 3 0 I

10. Useful 3 0 I

11. Fatigue 0 3 1

12. Healthful ' 3 0 1

13. Challenging 3 0, I

14. On your feet
0 3

•>

1

15. Frustrating
0 3

/I

1

f
16. Simple

3 0 1 

. 1
17.

18.

Endless

Give sense ofaccomplishmsnt------—------

0

3

3

0

I

1
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19.

P A Y ---------------------- ---- ^

Income adequate for normal expenses 3 0 1
zu. buLislacioiy protit sharing

■ 3 0 I
21. oareiy live on income ----------

0 3, I
22. Bad

0 3 I
23. Income provide Juxuries 3- 0 I
24. Insurance 3 0 1

23. Less than deserve 0 3 I

26. Highly paid 3 0 ,1

27. Underpaid 0 . 3 I

28.

PROMOTION

Good opportunity for advancement 3 0 I

29. Opportunity somewhat limited 0 3 J

30. Promotion on ability 3 0 I

31. Dead-end job 0 3 1

32. Good chance for promotion 3 0 1.

33. Unfair promotion policy 0 3 1

34. Infrequent promotion 0 3 1

35. Regular Promotion 3 0 J 

t .
36. Fairly good chance for promotion 3 0, I

37.

SUPERVISION

Ask my advice
3

/\

0

1

I

1
38. Hard to please

. -------- ------------— ------  ̂ 1

0

0 3

1

: !
39. mpolite
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40. Praises good work 3 0 I
41. tacirul 3 0 1
42. influential 3 0 1

4J. Up-to-date 3 0 1

44. Doesn’t supervise enough 0 ' 3 1

45. Quick tempered 0 3 I

46. Tells me where I stand 3 0 1

47. Annoying 0 3 1

48, Stubborn 0 3 1

49. Knows well 3 0 I

50. Bad 0 3 1

51. Intelligent 3 0 I

52. Leaves me on my own 3 0 1

53. Lazy 0 3 . I

54. Around when needed 3 0 I

55.

CO-WORKERS

Stimulating 3 0 I

56. Boring 0 3 I

57. Slow , 0 3 I

58. Ambitious 3 0 I

59. Stupid 0 3 1

60. Responsible 3 0 . ]

61. Fast 3 0 1

62. Intcllicent ________________________ 3 0 1
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63.

64.

65.

16.

Easy to make enemies

Talk too much

Smart

Lazy

67. Unpleasant

68.

W ,

No privacy

Activc

70. Narrow interests

71. Loyal

72. Hard to meet

C: Scalc to Measure Happiness in Personal Life, Family Life and Social Life

Instruction: In the following table there are three statements regarding your 
’personal life', 'family life', and 'social life’. These three statements are intimately 
related to Job satisfaction. A scale is given agaiitst each of the statement given below. 
You are requested to indicate the degree o f your agreement or disagreement with 
each statement by putting a tick ('}} mark in one ofthe 5 ansiver categories.

Items Strongly
agree

Agree Undecided Disagree Strongly
disagree

1 .1 am very much happy in 
my pcrsonallife. 5 4 3 2 . I

2. I am very much happy in 
my family lire. 5 4 3 2 1

3 . 1 am vcty much happy in 
my social life. 5 . 4 3 . • .2 1
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63.

64.

65.

66.

Easy to make enemies

Talk too much

Smart

Lazy

67, Unpleasant

68. No privacy

69. Activc

70. Narrow interests

7]. Loyal

72. Hard to meet

C: Scale fo Measure Happiness in Personal Life, Family Life and Social Life

Instruction: Jn the following table there are three statements regarding your 
‘personal life', 'family life', and ‘social life'. These three statements are intimately 
related to Job satisfaction. A scale is given against each o f the statement given below. 
You are requested to indicate the degree o f your agreement or disagreement with 
each statement by putting a tick ('Ij mark in one ofthe 5 aimver categories.

Items Strongly
agree

Agree Undecided Disagree Strongly
disagree

1 .1 am very much happy in 
my personal life. 5 4 3 2 1

2. I am very much happy in 
my family life. 5 4 3 : 2 1

3 .1 am veiy much happy m 
my social life. 5 4 3 , 2 1
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Iniroditciiont Some Jobs are more Interesting and satisfying than the others. We want 
to know how people feel about different jobs. This blank table contains eighteen 
statements about Jobs. You are to cross the phases below each statement.which best 
describe how you feel about your present job. Time arc no right or wrong answers. 
iVe .'should like your honest opinion on each one o f the .'itatements. Work out the 
sample item numbered (OJ.
O. There are some conditiom concerning my Job that could be improved.

D: Job SatisfactioD Scalc •■by Brqyfield-Roihe, 1951

Item Strongly
agree

Agree Undccldcd Disagree Strongly
disagree

I. My job is like a hobby to 
me. 5 4 .3 2 1

2. My job is usually interesting 
enough to keep me from 
getting bored. 5 4 3 2 1 '

3. It seems that my friends are 
more Interested in their job. 1 2 3 4 5

4. I consider my job rather 
unpleasant. 1 2 3 4 5
5. I enjoy my work more than 
my leisure time. 5 4 3 2 1
6, I am often bored with my 
work. 1 2 3 4 5
7. I feel fairly well satisfied 
with my present job. 5 4 3 2 I
8. Most of the time I have to 
force myself to go to work. 1 2 3 •4 5
9. I am satisfied with my job 
for the time being. 5 4 3 2 I
10.1 feel that my job is no more 

interesting than others I 
could get. 1 2 ■■ 3 4 5

11.1 definitely dislike my Nvoric. 1 2 • 3 4 • ; 5 ■

12,1 feel that 1 am happier m 
my work than most other 
people. 5 4 3 ’ 2 . 1

13.; Most days 1 am enthusiastic 
about my work. 5 4 3 2 1
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14. Each day of work seems 
like it will never end. I 2 3 4 5
15. I liite my job better than the 
average worker docs. 5 4 3 ■■ 2 1
16. My job is pretty 
uninteresting. 1 2 3 4 ■ 5
17. I find real enjoyment in my 
work. 5 4 3 2 1
18. 1 am disappointed that I 
ever took this job. 1 2 3 4 5 ■

E: Job Involvement Scalc -by Lodhal and Kcjner, 1965

Instruction: Below are a number o f statemenis wiih which you may agree or 
disagree. Please indicate the degree of your agree»ienl or disagreement with each 
statement by putting a tick {'Ij mark in one ofthe 5 anŝ ver categories.

Statemenis Strongly
agree

Agree Undecided Disagree Strongly
disagree

1. The major satisfactions in my 
1 i fe come from my work. 5 4 3 2 1

2. The most important things tliat 
happen to me involve my work. 5 4 3 2 ]

3 .1 am really a pcrfectionist about 
my work. 5 4 3 2 1

4.1 live, cat and breathe my work. .5 4 3 2 1

5. I am very much involved 
personally in my work. 5 4 3 ■, 2 1

6. Most things in my life are more 
important than work. I 2 . 3 4 . ■'■5 ■
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Instruction: Job stress can be measured by the following scale. You are requested to 
indicate your perceived present Job stress by giving tick mark (^) in the appropriate 
point o f the scale.

F; Scalc to Measure Job Stress

Heavy stress 
is felt

Enough stress 
is felt

Stress is felt in 
accordance with job

Somewhat . 
stress is felt

No stress is 
felt at all

I 2 3 4 • 5- ■

G: Scale to Measure Propensity to Quit the Job
Instruction: In the following scale there are five statements which mcQ> express your 
propensity to quit the present job. You are requested to choose one statement by 
giving tick mark (4) in the appropriate point o f the scale.

1 intend to leave 
the job as soon as 
possible

I will leave if 
something 
better turns up

Undecided I will leave only if an 
exceptional 
opportunity turns up

I want to do . 
job with this 
bank until I 
retire

1 . 2 3 4 5 -

H: Open Ended Questionnaire
Instruction: Mention three significant answers to each question of the following:
1. Why do you like your present job?

1=-

2=

• 3 =
2. What problems do you face in the present job?

1=

2=' ' '
'3 =  ■ ■
3. What can be the suggestions to solve the problems you face in the present job?

• 1=
2=

Thank you for your help 
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