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I. INTRODUCTION 

 The performance of an organisation depends on the 

level of satisfaction of its employees .A job not only provides 

a status to the employee but also binds him to the 

organisation. The concept of job satisfaction is quite 

significant in the context of employee morale. A person 

having high level of job satisfaction tends to have positive 

attitude towards his job and also enjoys life satisfaction. In 

order to increase efficiency and productivity of the 

organisation, positive attitude and job satisfaction of the 

employee is necessary. However employees as human beings 

are very complex and dynamic in nature, subject to a wide 

variety of physical, psychological and sociological needs 

along with their survival needs. Hence leading organisations 

prefer to conduct job satisfaction surveys frequently and try to 

maintain higher level of job satisfaction of their employees. 

Job satisfaction is defined by Hoppock [1935] as ‘’the 

combination of psychological, physiological and 

environmental factors that makes a person to feel’’ ‘’I am 

happy at my job.’’[1] Hoppock and Spielger [1938] defined 

job satisfaction as ‘’employees’ emotions and attitude toward 

their job. It influences the emotional reaction of an employee 

in the workplace, which leads to positive or negative 

outcomes in the workplace, which leads to positive or 

negative outcomes in the workplace. Herzbergetal [1959] 

defined ‘’job satisfaction is due to good experiences and that 

these are due to achievement recognition, the work itself, 

responsibility and advancement.’’[3] Loche [1976] defined 

job satisfaction as a pleasurable emotional state resulting from 

the appraisal of one’s job. [4] Lawler [1977] stated ‘job 

satisfaction has a profound effect on both the individual 

employee and the society as a whole. [5] Robbins [1998] 

defined job satisfaction as ‘’the willingness to exert high level 

of efforts towards organisational goals.’’[6] Memoria started 

that ‘’job satisfaction is an emotion, a feeling and a matter of 

perception. It focuses on general attitudes of individual 

employees at work, and it arises from the employee’s 

appraisal of experience at work.[7]  

II. URBAN CO-OPERATIVE BANKS 

 Urban cooperative banks are also called as primary 

cooperative banks. They play an important role in providing 

credit to the people residing in urban and semi-urban areas of 

India. They mobilise small savings from the middle and lower 

income groups and provide credit to small borrowers. These 

banks in India are similar to credit unions in other countries 

since 1904 Urban Cooperative Societies were functioning as 

societies, accepting the deposits and granting loans to the 

members. But as a result of the recommendations of Mehta 

Committee [1939], cooperative planning committee [1950], 

the cooperative societies in urban areas were recognised in 

1966 as fully fledged banks and were brought under the 

control of the Reserve Bank of India. The  U C Bs on account 

of their proximity to their members and their local 

establishment are able to gather more information about their 

customers at a lower cost. This helps them to evaluate needs 

and solvency of their customer members more in details than 

the other banks. [8]  

The economic reforms introduced by the Government 

of India in 1991 have brought about several changes in their 

practice especially certain privileges, like higher interest rate 

on deposits, maintenance of lower percentage of statutory 

Liquidity Ratio and Cash Reserve Ratio, refinance facility 

from R B I and tax exemption, enjoyed by the U B C s were 

taken away. Liberalisation policies of the Government gave 

functional autonomy and operational freedom to commercial 

banks, still U C B s could not take the advantage of the 

policies of the Reserve Bank of India and Government 

resulting in accumulation of nonperforming assets. However 

Urban Cooperative Banks were successful in finding 

opportunity to serve the common man as their clients, 

neglected by other commercial banks in serving their needs. 

They adopted friendly environment and customer oriented 

policies. As they had to operate in a highly competitive 

market , they applied cooperative principles which provided 

base for their business model, instead of aiming at 

maximisation of profit they aimed at providing quality service 

to their customers and retaining the customers. As a result 

UCBs, were successful in making significant progress as their 

number increased from 1618 in 2001 to 1645 in 2011, their 

deposits increased from Rs. 80,840 crs. To 20, 99, 19 crs. and 

their advances also increased from Rs.54389 crs. To 

Rs.135104 cr. during the same period, in spite of several 

problems like increasing competition, dual control as 

cooperative being the state subject and Banking being the 

Central Government Subject etc.  

 Taking into consideration the vital role played the 

Urban Cooperative Banks; it was decided to study the 

employee job satisfaction in urban cooperative Banks in Pune 

city. Pune city is the seventh largest city in the state of 

Maharashtra after Mumbai. Pune is a fast growing city. Its 
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population during 1991—2001 increased by 50.08/ compared 

to a growth of 40/ in the previous decade. Pune has strong and 

diversified economic structure covering agro based industry, 

auto industry, and rapidly growing IT sector. Pune is called as 

Oxford of east and cultural capital of the state. 

III. REVIEW OF LITERATURE 

 The term ‘’Job Satisfaction’’ was introduced by 

HOPPOCK [1935] and since then the term job satisfaction has 

been defined and interpreted in different ways. Mobley and 

Locke [1970] stated that, job satisfaction and dissatisfaction 

are functions of the perceived relationship between what is 

expected by an employee and what he obtains from his job 

and how much value he attributes to it. It is believed that 

higher the level of job satisfaction of a worker, more he is 

likely to be creative, flexible, innovative and loyal. Higher job 

satisfaction deads to the benefits like reduction in complaints 

and grievances, absenteeism, turnover and termination and it 

leads to improving punctuality and morale and heal their work 

force. Kanungo concluded that job satisfaction as a function 

of job capacity to satisfy one’s present needs.[9] Janssen  

indentified four characteristics of work that provide 

satisfaction to the workers, these are work content , working 

conditions, labour relations and conditions of 

employment.[10] Weiss et al [1967] identified a set of 20 

aspects affecting  Job Satisfaction from one’s job. These 

include ability Utilisation, Achievement, activity, 

advancement, authority company policies and practices , 

compensation ,co—workers creativity ,independence ,moral 

values ,recognition responsibility, security, social  service 

,social status supervision ---- human relations , supervision 

technical , variety and working conditions.[11] 

 Borah S [2012] studied employee job satisfaction at 

the Pipeline Department of Oil India Ltd. and found that ,76.6/ 

of the respondents were satisfied with their job .71.7/ of the 

respondents were satisfied with their transfer policy and 83.3/ 

were satisfied with annual leaves granted by the company . 

Thus majority of the respondents were having high level of 

job satisfaction. [12] 

 The impact of job satisfaction on performance or 

productivity has not always formed to be direct or positive, as 

many mediating factors together with environmental 

constraints make this relationship a complicated one 

.Mangione and Quinn [1975] found that more satisfied 

workers have higher productivity. [13] 

   Sinha and Singh [1961] concluded that, knowledge 

utilisation, recognition, challange, peaceful life and freedom 

are the top five factors responsible for job satisfaction. [14] 

    Dayal and Saiya dain [1970] found that 

achievement, work itself, recognition, advancement and 

responsibility were the main factors leading to job satisfaction 

of the employees .[15] Lahiri and Srivastava [1967] concluded 

that responsibility, domestic life, accomplishment, job 

security and utilization of abilities on the job were the most 

important factors contributing to the job satisfaction of 

managers and supervisors .[16] 

 Savalapurkar etal [1968] found that responsibility, 

domestic life, accomplishment, job security and utilisation of 

abilities on the job were the main five factors leading to job 

satisfaction of the employees. [17] 

IV. RESEARCH    METHODOLOGY 

The present study has been based upon the secondary 

data and primary data. Secondary data was collected from 

various books ,journals ,magazines ,reports ,books ,Internet 

,related to job satisfaction primary data was collected from the 

employees of  branch officers of the leading Urban 

Cooperative Banks in Pune city .For the purpose of data 

collection a structured questionnaire was prepared and tested 

,covering demographic profile of the respondents and Likert 

Scale technique was used to collect data about responses to 

the various statements relating to the job satisfaction ,covering 

aspects like pay and promotion ,Leave facilities ,behaviour of 

co-workers ,supervisors’ behaviour ,organisational aspects 

including work environment .A convenience sampling method 

was adopted to collect the data . The data, thus, collected was 

analysed to calculate mean values of the responses of the 

respondents and these values were ranked to know about the 

priority or significance of job related factors according to the 

respondents, and to test the hypothesis covered by the study.     

V. OBJECTIVES OF THE STUDY 

The main objectives of the present study are. 

1. To assess the level of job satisfaction the employees 

of Urban Cooperative Banks in Pune city. 

2. To identity factors affecting the job satisfaction of 

the employees of the UCBs.  

3. To suggest measures for providing better job 

satisfaction to the employees of the U C Bs. 

VI. HYPOTHESIS 

1] Null hypothesis................There is no significant difference 

between the gender, age, education, marital status, experience, 

designation and monthly income of the respondents. [Ho] 

2] Alternate Hypothesis..........There is significant difference 

between the genders, age, education, marital status, 

experience, designation are monthly income of the 

respondents. [H 1] 

VII. ANALYSIS AND INTERPRETATION OF DATA 

Table 1. Demographic Profile of Respondents 

Gender No. of respondents Percentage 

Male 88 56.41 

Female 68 43.59 

Total 156 100 

  (Source: Primary Data.) 
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From Table1, it can be observe that 88 out of 156 (56.41%) of 

the total respondent were male accounted and female 

accounted for 43.59%. Thus the urban cooperative banks in 

Pune city prefer to employ males as compared to the females.  

Table 2. Age wise Classification of the Respondents 

Age Group No. of respondents Percentage 

Up to 25 years 42 26.92 

25-35 years 36 23.08 

35-45 years 66 42.31 

More than 45 years 12 7.69 

Total 156 100 

    (Source: Primary Data.) 

When age group of the respondents is considered from table 

no. 2, majority of the respondents were from the age group 25 

to 45 years of age which accounted for 45.39 % of the total 

respondents covered by the study. 

Table 3. Educational qualification of the Respondents 

Education No. of respondents Percentage 

Up to Graduate 4 2.56 

Graduate 94 60.26 

Post Graduate 44 28.21 

Technical 4 2.56 

Other 10 6.41 

Total 156 100 

  (Source: Primary Data.) 

Regarding educational qualifications pf the employees of the 

urban cooperative banks in Pune city covered by the study 

138 out of 156(88.47%) were having graduation and post 

graduate qualifications.  

Table 4. Marital status of Respondents 

Status No. of respondents Percentage 

Married 88 56.41 

Unmarried 60 38.46 

Divorced 8 5.13 

Total 156 100 

  (Source: Primary Data.) 

Table No 4 deals with the marital status of the respondent. 

From the table it can be observed that majority of the 

employees accounted for 56.46% were married, whereas 

unmarried respondents were 60 our of 156. Thus majority of 

the employees were married persons. 

Table 5. Types of family of the Respondents 

Types of Family No. of respondents Percentage 

Nuclear 112 71.88 

Joint 44 28.12 

Total 156 100 

   (Source: Primary Data.) 

Regarding the type of family from table no5, it can be 

observed that 112 out of 156(71.88%)cof the total respondent 

were from nuclear families and the rest of them from joint 

families. 

Table 6. Experience of the Respondents 

Years of Experience No. of respondents Percentage 

Up to 5 years 52 33.33 

6-10 years 68 43.59 

10-15 years 20 12.82 

More than 15 years 16 10.26 

Total 156 100 

  (Source: Primary Data.) 

Table 6 deals with the classification of the respondents 

according to their number of years o experience out of 156, 

total respondents 120 (76.92%) of them were having work 

experience of less than 10 years. Majority (43.59%) of the 

employees were having job experience of 6-10 years. 

Table 7. Designation of the Respondents 

Designation No. of respondents Percentage 

Branch Manager 4 2.56 

Asst. Manager 46 29.49 

Passing Officer 10 6.41 

Clerk 92 58.97 

Peon 4 2.57 

Total 156 100 

   (Source: Primary Data.) 

Table No 7 gives details about designation of the respondents, 

where the cleark accounted for 58.97% followed by assistant 

manager (29.48%) and passing officers (6.41%). These banks 

are characterised by dominance by clerical state.  

Table 8. Monthly Income of the Respondents 

Income No. of respondents Percentage 

Up to 15000 4 2.56 

15000-30000 87 55.77 

31000-45000 54 34.62 

More Than 45000 11 7.05 

Total 156 100 

  (Source: Primary Data.) 

From the above table it can be concluded that majority of the 

staff that is 1410out of 156 (90.36%) was having monthly 

income in the range of Rs.16000 to Rs.45000 P.M. According 

to this discussion and interviews of the ranch managers the 

pay scales are satisfactory. 
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Table 9. Responses of Respondents     

Statements   

1. Pay and Promotion Mean Rank 

1.1 My salary is four for my responsibilities 3.21 21 

1.2 I get promotions as per my qualification and 

experience 
3.14 24 

1.3 My Bank provides leave facilities 3.48 13 

Total 3.28   

      

2. Work Environment     

2.1 My job is computable with my qualification 2.98 26 

2.2 Bank provides job security 3.18 22 

2.3 Nature of work is suitable for me 3.54 17 

2.4 Working condition are satisfactory 3.1 25 

2.5 Bank promotes team work 3.38 19 

2.6 Opportunities for advancement are provided 

by my bank 
3.16 23 

2.7 My performance is recognised by the bank 

authorities 
3.28 20 

2.8 Bank provides training facilities for 

employees 
2.94 27 

Total 3.19   

      

3. Co workers Behaviour     

3.1 There is team spirit in my bank 4.23 6 

3.2 I enjoy working with my co workers 4.05 13 

3.3 We have good interpersonal reactions in our 
bank 

4.25 4 

3.4 I often consult my co-workers in case of my 

problems 
4.28 4 

Total 4.2   

 
    

4. Supervisor Behaviour     

4.1 My supervisor informs me about the 

developments in the bank  
3.84 15 

4.2 Behaviour of my supervisor is satisfactory 4.18 8 

4.3 My supervisor takes into account my work 
performance 

4.1 12 

Total 4.04   

5. Organisational Aspects     

5.1 I have full confidence in my management of 
the bank 

4.27 2 

5.2 I feel proud of working in my bank 4.26 3 

5.3 My bank treats employee in a better way as 

compared to other banks 
4.44 11 

5.4 My bank provides opportunity for accepting 
challenging jobs 

3.85 14 

5.5 I am satisfied with the supervisor in my 

banks branch office 
4.12 10 

5.6 I feel that the policies of the my bank are 
customer oriented 

4.24 5 

5.7 My banks is proud of providing quality 

service to customers 
4.22 7 

5.8 Bank provides opportunities to learn and 
grow for its employees 

4.14 9 

5.9 Bank helps its employees to keep a 
responsible balance between work and 

personnel life 

3.68 16 

Total 4.1   

Overall 3.76   

(Source: Primary Data.) 

VIII. TESTING OF HYPOTHESIS 

For the purpose of testing the hypothesis, test and confidence 

internal of mean has been used which gave the following 

results. 

Satisfaction of the employees of the banks 

Sample Size n 156 

Sample Mean x-bar 3.95 

Population standard 
  

Deviation sigma 1 

Null Hypothesis (Hypothesizes mean) HO: Mean M 0.5 

Confidence Level for 95% 100(1-@)% 95 

  

Results 
 

Standard Error Mean 0.0801 

Degrees of freedom 155 

z-statistic 43.0905 

alpha 0.05 

P value 0 

Upper confidence limit(2 sided) 4.1069 

Lower Confidence limit (2 sided) 3.7931 

Test Information- Reject the null Hypothesis  

The P value is the two sided (two-tail) probability of obtaining 

a z-statistics at least as extreme as 43.0905, given that the null 

hypothesis is true. 

Since the P value is less than alpha (0.05) we reject null 

hypothesis. Mean (0.5) and conclude that the alternative 

hypothesis HA: MEAN=0.5 is true at the confidence level of 

95%. 

Chi Square two-way Table 

Observed Counts Male Female Total 

Satisfactory 20 46 66 

Non Satisfactory 43 16 59 

Can't Say 27 4 31 

Total No of Respondents 90 66 156 

Expected Counts Male Female Total 

Satisfactory 38.123 28.178 66.300 
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Non Satisfactory 33.638 24.863 58.500 

Can't Say 17.94 13.26 31.200 

Total No of Respondents 89.700 66.300 156.00 

STD Residual Male Female Total 

Satisfactory -3.016 3.508 0 

Non Satisfactory 1.597 -1.858 0 

Can't Say 2.21 -2.57 0 

Total No of Respondents   

  

Chi Square 37.772 

  DF 6 

P Value 0.000 

  

Person Correlation Male Female   

Male 1 -0.5565   

Female   1   

Person Probabilities Male Female   

Male   0.6243   

Female       

Specimen Rank Correlation Male Female   

Male 1 -0.5   

Female   1   

Specimen Rank Probabilities       

Male   0.6667   

Female       

The female respondents were having higher level of job 

satisfaction than that of male respondents. 

IX. FINDINGS 

Main findings of the present study are 

1] Majority of the respondents were male which accounted for 

56.41/ of the total number of 156 respondents.   [Table 1]  

2] Majority of the respondents were from the age group 25 to 

45 [65.39/]     [Table 2] 

3] Graduate and Post Graduate employees of the Urban Co-

operative Banks in Pune city, covered by the study were 138 

accounting for 88.47 percent of the total.   [Table 3]   

4] Married respondents accounted for 56.41 percent of the 

total 156 respondents. [Table   4]  

5] The respondents having nuclear families accounted for 

71.88/ of the total 156 respondents. [Table   5]  

6] Respondents having work experience of less than ten years 

accounted for 76.92 / of the total no. of respondents. 

   

7] Regarding designation of the staff of U C BS 92 out of 156 

[58.97] were clerks, followed by 29.49 / of Assistant 

Managers.       

8] 90.38 /of the Respondents were from monthly salary group 

of Rs.16, 000 to 45,000 which was considered by them as 

satisfactory.  

9] When the responses of the Respondents were considered 

according to Likert‘s scale---ranks it was observed as follows-

-------------   

Ranks....i] Consultation with colleagues in case of any 

problem    

ii] Full confidence in the management of the bank. 

iii] ‘’I feel proud of working in my bank.’’  

iv]  Good interpersonal relations.   

V] Customer Oriented bank policies. 

 [a]  Responses in respect of ‘’Pay and Problem ‘’ranged from  

3.14 to  3.48 mean values and the mean of total responses 

under this head was 3.28. 

 [b] Responses to the work environment in terms of rank 

ranged from 2.98 to 3.54 in terms of mean values, although 

for the group of responses under this head had mean value at 

3.19.   

[c] Regarding co-workers behaviour, the mean values of 

responses to the four statements ranged from 4.05 to 4.28 and 

for the mean value of all the statements under this head stood 

at 4.20.    

[d] Mean values of the responses to the three statements under 

the head supervisor‘s behaviour ranged from 3.84 to 4.18 and 

for all the statements together under this head had 4.04 as the 

mean vale.   

[e] Regarding Organisational aspects responses were recorded 

for nine statements, the mean values of which ranged from 

3.68 to 4.27 and the group as a whole had mean value of the 

order of 4.10. 

[f] Finally mean value of all 27 statements ‘ responses was at 

3.76 indicating level of satisfaction reality their job by the 

respondents was quite higher, although mean value for  ‘Pay 

and Promotion ‘and ‘Work environment ‘ indicated relatively 

lower mean values which needs to be taken into consideration  

X. SUGGESTIONS 

 [1] As the pay structure plays an important role in the job 

satisfaction of employees, the salary structure should be 

restructured in such a way that it fulfils the expectations of the 

employees.    

[2] Promotion policy also be revised so as to increase the 

satisfaction levels of the employees.    
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[3] Employees should provide jobs that are compatible to their 

qualifications and experience.  

[4] Working conditions should be provided to the employees 

so as to raise and maintain their levels of job satisfaction.  

[5] Training facilities should be provided by the U C Banks to 

help employees to progress on their career path. 

[6] Opportunities for advances for employees should be 

provided on an increasing scale.    

[7] Inter organisational tours may be arranged on annual basis 

to promote inter actions among the employees based on their 

experiences at work.  

[8] U C Bs should consider value of five ‘’I S’’namely 

interesting job ,information ,involvement leading to 

engagement ,independence and increased visibility ,which 

will help in promoting job satisfaction of the employees of U 

C Bs . 
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