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ABSTRACT

JOB SATISFACTION AND MORALE IN MEDIAN SCALE
ORGANIZATIONS

A developing country like India cannot afford to neglect the
problem of the people who contribute to its etonomic growth. Men
work to satisfy their needs, and the extent of need satisfaction or
need frustration is reflected in their behavior. So the study of
human behaviotr is very essential 1i1n every industrial activity.
This can be achieved through scientific job attitude studies.

Two medium scale arganizations have been selected for the
present study. One is a private sector organization and the other
is a public sector organization. The objective of study was to
compare the job satisfaction and employee’'s morale in these
organizations. The>-S.D. Employee’'s Inventory and the Employee
Morale Scale were used to measure Jjob satisfaction and employee’s
morale.

Results reveal that there is no significant difference on job
satisfaction and morale of the employde’'s in private sector
organization as compared to public sector organization. However if
we compare the aspects of job satisfaction cadre-wise, area wise
and "on-the-job" and “pff-the—job" there seems to be some
differences in private sectar and public sector organizations.
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CHAPTER-1

INTRODUCTION

A developing country like India cannot afford to neclect the
problems of the people who contribute to its economic growth. Man
primarily works to satisfy nseds. Meeds may vary from individpal
to individual and culture to culture. Satisfaction of needs is
essential both for physical survival as well as providing man with
pleasure and comforts. Thus, every man works; work as & social
activity is essential part of man’'s life. It fills the greater
part of the waking day for most of the adult population in modern
society. People seek satistaction of needéiand pleasure in work.
The extent of need satisfaction ar need frustration is reflacted in
their behaviours. So the study of human behavior is very essential
in every industerial activit}. This cams be achieved through
scientific job attitude studies.

The study of industrizl attitudes such as job satisfaction and
morale are two of the most important academic and applied subjects

of research, since these censtitute the core of industrial harmony.

Work has been the central activity for man since the very
primitive days. It is directed towards satisfaction of primary
needs. It brings those material rewards which provides to him

subsistence and at the same time, it decides a man’s status in



society. It is the work role that identifies and even defines man.
Hence, it is but natural that every man seeks satisfaction in his

major activity—-the work.

In every primitive times work has been man’s total way of
life. It was not separated from other spheres of life. The
incentive for wark was immediate satisfaction of needs. As society
changed, magic and aesthetic considerations were stripped from
work. Even when it has been dissociated from the other spheres of
life, it forms the most important activity of man.

However, work has acguired a new meani;g in modern economic
system. With the advent of industrialization new outlook smerged.
Jab mindedness is one of the distinctive characteristics of modern
man. A major part of man’'s wéking haurs 4s* spent on his job or
work. In such situation, it is important that man seeks to satisfy
his needs through work. Jcobh satisfaction provides important key to
understand man’'s behavicur. McCormick and Tiffin (1962) rightly
observe that to understand human behaviu; it is always desirable to
have some idea about " the sets of values by which people live and
about the satisfactions associated with the type of work they da“.

Hence, it is important for the social scientists to have a deeper

understanding of workers response to the job situation.
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Work though enjoyable, is sometimes a source of strain,
anxiety, frustration and dissatisfaction. Job dissatisfaction is
a reality. Ganguli(1964) estimated 33.7'Z of Indian workers as
dissatisfied as compared to only 22.8B % as satisfied. That workers
happiness be increased , is not only important fTor the employees
but also from the point of view of the management also. An
individual organization can benefit materially 1if it knows what
individual attitudes contribute to job satisfaction for through
this it can improve productivity. The implicit assumption, of
course, is that the satisfied workers produce more, work mcre. The
best company is of course, the company with the best satisfied

warkers.,
CONCEPT OF JDOB SATISFACTION

Etymological, job satisfaction is a combination of two words.
Job and satisfaction. Shartile (1952) "A job is a group of similar
positions in a single plant, business establishment, institution or

other work place".

Hoppock defines (1933) job satisfaction as ™ any coambination
of psychological, physiclogical and environmental circumstances
that causes a person truthfully to say, “I am satisfied with my

job".
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Bullock (1932) defined job satisfaction as, "an attitude which
recsults from a balancing and summation of many specific likes and
dislikes experienced in cennection with job.... These evaluation
may trest largely upon cne’'s own success or Tfailure in the
achievement of personal objectives and upon the perceived .

contribution af the job and company towards these ends".

Morsa (1953) considered job satisfaction as a function of (i)
job content, (ii) identification with the company, (iii) financial

and job status, and (iv} pride in group performance.

Smith (1935) defines that the job satisfaction is " the
emp loyees judgemaent of how well his job on the whole is satisfying

his various needs". ~

Vroom (1964) defined Job satisfactgon as " affective
orientations on the part of the individuals towards work roles

which thay are presently occupying”.

'8

Blum and Naylor (19&8) have reported that "job satisfaction is
a general attitude which is the result of many specific attitudes
in three areas, ‘namely, specific Jjob factors, individual
characteristics, and group relationship outside the job".

According to Smith, Kendall,/ and Hulin (1969) “job

satisfaction are affective responses +to the facets of the

situation—associated with a perceived difference between what is
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expected and what is experienced".

According to Sinha (1972) job satisfaction is related to human
needs and their fulfillment through work and generated by
individual’'s perception of how well his job on the whaole is

satisfying to his various needs.

Herzberg, Mausner, Peterson, .and Capwell, (1937) have
rightly observed, the satisfied worker is in qgeneral, a more
flexible, better adjusted person who has come from a superior
family environment, or who has the capacity to overcome the effects
of an inferior environment. He 1is realistic about his own
situation and about his goals. The worker dzésatisfied with his jab
in contrast, is often rigid, inflexible, unrealistic in his choice
of goals , unable to overcome environmental obstacles, generally

<
N

unhappy and dissatisfied. s

In spite of this, Jjob satisfaction h:ans been found to be
associated with job performance, - absenteeism, turncver, and
accidénts, etc. (Ganquli, 1i196i., 6Liese and Ruter, 1949.,
Paestonjee, Singh and Ahmad, 1977., Hill and Trist, 1933., S=queira,
1960. ,8ingh, 1974.,Sinha, 1974.,Sinha and Singh ,19561) . It has
alsa been found that those who are highly satisfied have maore
positive attitudes towards change in c;mparisun to those who are

less satisfied (Pestonjee, 1972).

In 1973, Pestonjee concluded a definition based on the
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available definitions, “Job satisfaction is a summation of
employee’'s feelings in four important areas, viz., Job, Management,

Social relations and Paersonal adjustment“..

Herzbetrg and his asscciates (1957) in their review of attitude
studies, revealed ten major factors constituting job satisfaction
with nearly 150 specific aspects. These are: (i) intrinsic aspects
of jab, (ii) supervision, (iii) working conditions, (iv) wages, (v)
opportunity for advancement, (vi) Security {vii) Company
Management (viii) seocial aspects of jab, (ix) communication, and

{¢) benefits.

According to Locke (1976), "job satisf;%tinn may be defined as
a pleasurable or positive emotional state resulting from the
appraisal of one’'s job or job experience".

According to Locke (1983) job satisfaction and dissatisfaction
are, after all, simply emotional responses. Epere are a wide range
of alternative action that one can take in response to emotions.
The followings are the major categories of response in which some

are psychological {(e.qg., toleration, defence mechanisms) and athers

are behavioral.

Positive appraisals(emotions):
1. Approach object; stain object; protect object; repeat act.

2. If satisfied or if anticipate future boredom (or failure):
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switech activities; set new goals; choose new taskj pursue

new endeavor.

Negative appraisals (emotions):

1.

2

-

k= Y

Takes no action; gather more information.

Avaoid abject; leave situationi think about leaving

situation; make plans to leavej; spend less time in

situation.

Change or attack ocbject:

a.

b)

FPhysical attack, destroy, damage, injure, punish
object or person (threaten attack).

Fersuasionj; complain, argue; convince agent to modify
actions; bargainj criticize, harass; strike.

Change own actions or performafice (if they are the

dis valued aobject).

Change ot blunt reaction to aobject:

=¥

b.

Ca

Modify content or hierarchy ar.,own values (self
persuasion; counselling; therapy).

Modify estimate of relationship\?etween situation or
object and one’s values. )

Use eqo—defence mechanisms, psychological withdrawal,

drugs, repression, fantasy, displacement, etc., to

distort perception or appraisal or situation.

Tolerate situation (focus on valued aspects of situation.

Repeat previous action (rigidity, compulsion, fear of

change).

VIKRAM SARABRAI LIERAN®
RDIAN INSTITUITE OF MANAGEMERN?
VASTRAPUR, AHMEDABAD-3a001~



EMPLOYEE'S MORALE

The term morale is cne of the most widely studied concept in
the field of sacial and industrial psychology. Industrial marale
is a byproduct of group and is generated by the group. It is used
ordinarily by the employer, labour, and psychologists alike to’

refer tc a feeling of ‘togetherness’ (Blankenship, 1939) .

The dictionary definition of morale is "prevailing mood and
spirit conducive to willing and dependable performance". Likert
and Willits (1940) define job motrale as an individual’‘s mental
attitude towards all of the people with whom he works. Cantrill
(1944) holds that high morale "“is a condition of mental soundness
marked by a whole hearted, decisive Pesdiution to achieve given
goals, and by spiriftfed, unyielding, coordinated efforts in the
direction of these goals".

A conference on “Psycholcgical Factors in Morale®" held in 1940
under the auspices of the Division of Anthrepclogy and psychology
of National Research Council of the U.S5.A., Considered the nature

of available ‘conceptual definitions® of morale. These are

reported by Child (1941),as:

1. The term morale refers to a condition of physical and
emotional well-being in the individual that makes it possible for
him to work and live hopefully and effectively, feeling that he

shares the basic purposes of the groups of which he is a member;
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and that makes it possible for him to perform his task with energy,
enthusiasm, and self-discipline, sustained by a conviction that,
inspite of obstacles and conflicts, his personal and social ideals

are worth pursuing (The individual-organic emphasis),

2. Morale refers to the condition of a group where there are
clear and fixed group geoals (purposes) that are felt to be
important and integrated with individual goals; where there is
confidence in the attainment of these geoalsy and subordinately,
confidence in the means of attainment, in the leader, associates,
and finally in oneself; where group action are integrated and co-
operative; and where aggression and hastili?y are expressed against

S

the forces frustrating the group rather than toward other

-~

individuals within the éroup {(The group emphasis).

3. Given a certain tasg\to be accdmﬁlished by the group,
morale pertains to all factors in the individual’'s life that bring
about a hopeful and energetic participation ore his part so that his
efforts enhance the effectiveness of the group in accomplishing the
task in hand (Emphasis on individual-within-qroup) on any specific

occasion".

Allport (1942) has defined morale as an individual attitude in
a group endeavor. His view what having a high morale entails that:
(i) “the individual must poscsess firm convictions and values

which make life worth while for him so that he has the enerqgy and
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confidence to face the future;
(1i) he must be aware of a job to be done to defend or extend
his store of values; and
(iii) his values must be in essential agreement with those of
his group, and there must be a coordination of effart in attaining

objective".

In the studies of the adjustment ofAthe American Soldier, the
term marale is used as a group concept and refers to the
"relationship ewxisting in a group of individual" (Stouffer and
Luchman, 1249). Katzel (1958) considers morale as a condition of
congruent motivation among members of a group resulting in a high
level of energy expenditure towards commoﬁtgoals having positive
valance", and "the extent to which the individuals perceive the
probability of <catisfying their motives through with group®

{(Curoton, 19&0). h N

Maier (1955) suggests that there are th:ee group conditions
which can influence morale. These are (i) " the extent te which
the member of a group have a common goal, (ii) the extent to which
the goal is regarded as worthwhile; and (iii) the extent to which
members feel the goal can be achieved". While enumerating the
characteristics af morale, Maier observes "in describing an
individual, one can speak of his attitudéé, his motivation, and his
adjustment . When one attempts to describe a group, one uses the

term morale and it communicates all of these things, but with a
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group reference. This means that the relationship between
individuals is also part of the meaning of morale". He has also
identified certain physical and psycholeogical factors of high and
low morale:

(i) satisfacticn with the company,
(ii) position in the group—popularity or otherwise,
(iii) the immediate supervisor,
(iv) higher level of supervision,
(v} mutual sacrifice,
(vi) participation in group activity,
(vii) the experience of progress towards a goal,
(viii) the tolerance and freedom q}thin the group; and

-

i%) type of leader.

Burtt (1957) very brigfly defines industrial morale as "a
tendency to work together enthusiasticafl; for a common purpose"#£
Seashore (1954) believes that there is no satisfactory definition
of morale. In his opinion, high morale in & work situation is the
condition that exists when people:

(i) are motivated toward high productivity,
(ii) are satisfied with their jobs,
(iii) want to remain with the orqanization,
(iv) act effectively in a crisis,
(v) accept necessary changes without resentaent or
resistance; and

(vi) actively promote the interests of the organization.
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Buion (1958) critically reviewed the following definitions aof
morale which he considers inadequate:

Morale is the absence of conflictg

Morale is a feeling of happiness;

Morale is good personal adjustment.

Morale is ego-involvement in on’'s jab.

Morale is the extent of the feeling of cohesiveness of

the group.

Morale is a collection of job related attitudes.

Morale is the personal acceptance of the goals of the

group.

After rejecting the probable definitions Guion (1958)
formulated his own definition aof morale as "“the extent to which an
individual ‘s needs are satisfied and the extent to which the

individual perceives the satisfaction as Ytemming from his total
job situation".
“

Guion considers this definition as conceptually sound because:
ti) "It recognizes the dynamic complexity of morale. It tells us
that morale is not a single dimension but that it has many
components or factors. It asks only that the factaors may be
defined in terms of human needs, father than in terms of
environmental sources of satisfaction of those needs, (ii) it

considers morale as basically an attribute of the individual.

Groups can be described in terms of marale, but such a description
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takes as its point of departure the perceived satisfaction of the
individuals within the group...., (iii) It recognizes that morale
exists with reference to the job, not merely as a generalized trait
existing in much the same form regardless af the job situation.
(iv) It recognizes the role of the motivational processes in
morale. It implies that an individual may have many needs, and
that these can be satisfied , either objectively or within the
objectively or within the petceptions of the individuals, by the
Job at which a man makes his 1living. (v) It can apply to
employees at any job level or in any Jjeob classification: street
sweepers ar college professors, travelling salesmen or lighthouse
keepers, authors, and even industrial psychologists®.

-

~

The description of group morale takes as its point of
departure the perceived satisfactions of the individuals within the
group and is, at least partiy, based upoh the morale of the
individuals in it. Stagner (1938) however, feels that morale can
be defined in terms of an individual group relationship: it is an
index of the extent to which the individual perceives a probability
of satisfying his own motives through cooperation with the group.
The state of individual 's morale must be gauged relative to some
specific group, such as his company, his professional work group,
or his union. Further, he stated that, porale is not a meaningful
term 1if the individual is seeking individual goals through

individualistic actiony if he does not perceive himself as a member

of a group, the term morale simply is not relevant. He observes
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that morale can "best be understood in terms of the extent to which
individual goals have become identified with gqroup goals". For
this, Stagner (1936) has de=lineated two sides of morale-active and
passive.A In the former case it refers to the "channelling of
individual sffort into the attainment of the group purpose*. 0On
the passive side it is a "feeling of security and confidence in the
group, and an optimistic orientation toward the probability of the
group SuUuccess. These attitudes naturally tend to be closely

associated with the channelling of effort into group action®.

Kahn and Katz (1953) consider morale as comprising three
dimensions, namely; satisfaction with the job, satisfaction with
the supervisor, and satisfaction with the cnﬁgany. Siegel (1962)
supports the views of Kahn and Katz and asserts that "a typical
approach to assessment of morale involves a kind of 'averaging’ of

N
employee attitude in several critical areas".™

Viteles (1%962) dealt with the problem of ingustrial morale and
expressed his agreement with the views of Smith and Westen (1951)
who define morale as "an attitude of satisfaction with, desire to
continue in and willingness to strive for the goals of a particular
group ar organization®.

Blum (1956) defines industrial mcra;e as "the possession of a
feeling: on the part of the employee, of being accepted and

belonging to a group of employees through adherence to common goals

e d Cometfleﬁ;u_ 1M aLC'sU\AL:i.‘)-.‘) 4 The’e 30,.,%.
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According to Blum and Naylaor (19468) "although morale is
related to job satisfaction, it is not the same thing. %hera is no
justification for using the two terms interchangeably. Jab
satisfaction, is the result of the various attitudes the individual
halds toward his job, related factors, and life in general.
Industrial morale is the composite expression of the attitudes of
the various individuals employed by a company. It is generated by

the group and may best be considered as a byproduct of the group".

Hemphill and Westie (1950) opines that morals, like

attitudinal climate, has two dimensions:
{i) potency ~ or the degrse to which a group has primary

significance for its members; and
(ii) Viscidi:y — or the degrees to which members af'the
group function as a unit.

According to Smith and Wakely (1972)'&Brale concerns the work
itself. They consider it to be the "worker’'s intrinsic interests in
what he is doing as measured by his work effort, initiative and
satisfaction". Based on an extensive review of morale and job |
satisfaction +esearch literature, Pestonjee (1973) concluded that:

(i) Morale is an attitude of employees which predisposes
them to view their Leaders (supervisors),their
company and its policieg_as contributing to or
thwarting their need satisfaction.

(ii) Morale is generated by virtue of an individual’s

group members.
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{iil) Since marale is a group phenomencon it entails
consideration of such factors as group-involvement

and pragress in attainment of group goals.

Thus, he considered that "employees’ morale is a general
attitude of workers based upon their faith in fairness of
employer ‘s policies and behavior, adequacy of immediate leadership,
a sense of participation in the organization is worth working for".
In short,rthis is an index of their regard for the organization

which employs them.

Payne, Fineman and Wall (1276), in their facet-analytic study,
revealed that there can be at least two type\bf morale job morale
and organizational morale. In both cases, the unit of analysis is
social collectively (aggregate), and the nature of measurement is
affective. However, the two té}ms differ when their elements of
-analysis are &umpared. In the former case the emphasis is squarely
on the job, whereas in the latter case it is oq the organization,

department or team.

Motowidlo and Borman (1978) conceptualized about morale "as a
complex construct that includes a vast array aof attitudinal,
motivational and social predispositions. It is aore general than
concepts o©of motivation and satisfact;un that appear in the

psychological literature. 1t seems to encompass major elements of

both concepts as well as the notion of group cohesiveness®.
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From the above description we conclude that morale can best be
understood in terms of four determinants. The most outstanding
determinants is a "feeling of togetherness" or group cooperation.
The second is the need for a common goal. Third, there must be
observable pragress towatds the goal. Four, the individuals in the
group must have specific meaningful tasks that are necessary to the

achievement of the goal.
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CHAPTER-2

OBJECTIVE AND METHODOLOGY

The earlier chapter dealt with the concept and related
explanations concerning attitude towards Jjob satisfactian and
employee motrale. In this chapter we present a brief description of
the problem, review of literaturs, objectives, hypotheses, ressarch

design and methodology.

STATEMENT OF THE PROBLEM

India, like any other third world natipgns where unemployment
and under-employment _are rampant, indusf%y generates a large
employment. To understand the attitudes of workers in industry is

very important in building up.an abiding mutual faith between the

v AJ

management and employees and in establishing proper industrial
relations firmly based on peace, discipline and devotion to the
industry. ¢

In view of the important place of the study on human attitudes
and its impact on the industrial relations, efficiency and
productivity, an enquiry is attempted by the researcher to study
the job attitudes such as job satisfaction and aorale in the two
medium scale orgqanizations namely, Tungabhadra Steel Products at
T.B.Dam, Hospet, and Bellary Steels and Alloys Limited at Bellary,

Karnataka State. Out of the two units selected for the study, one

belongs to private sector and the other is in Public Sector.



19
REVIEW OF LITERATURE
A brief review of literature in the area related to the
present research problem is more in thé nature of technical
reports, monographs and research studies. Cnly a few of such
monographs, repaorts and studies are reviewed here. Significant
study was conducted by Hoppock (1938) and reported in his monograph
entitled 'Jab satisfaction’. He proposes the following six major
components bf job satisfaction:

1. Individuals reactions to unpleasant situations.

kJ

. Facility of adjusting with other individuals.

Standing in the socio-economic group with which one has

7]

identified.

T

4, Relationship between the demands of the job and the worker’'s
abilities, interests ;nd training.
5. security.
6. Loyalty.
| Ancther important study on employee attitudes involving Evans
and Laseau (1950), at the General Motors Corporation of U.S.A.
Eighteen factors are identified in the order of significance. Such
as income, interesting and important job, pride of belonging to
company, fellow workers, immediate boss, treatment, work
management, working conditions, security etc.
The study conducted by Akhtar (1963), Akhtar and FPestonjee
(1963) noted that dissatisfaction arising from aff-the—-job factors

frequently react to job conditions and also that low job adjustment

co—exists with low social and personnel adjustment.
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Other research on Jjob satisfaction and overall company size
carried out by Porter L.W., and Seigal,J. (1963) indicates that a
curvilinear relation exists. He suggests that there is a point in
the organizational hierarchy, somewhere in the middle-management
levels, at which the disadvantages of working for a large
corporation are outweighed by the advantagesz. Meltzer and Saltewr
(1962) alsa refertead to a curvilinear relation between

organizational size and job satisfaction.

It seems obvious from common sense that a person with a high
salary will be more satisfied than a person with a low salary.
Blair (12464) have referred to this simple positive correlation.
Other researchers, however, have viewed thig relation in a much
more complex and much less obvious manner. Although salary is
important to some deqree, there seem to be other factors which are
significantly more important\ to the worker and override
considerations of salary.

e

Salesh.S5.D and Gtis,J.(1964) hypothesizes fthat security

satisfaction and satisfaction with other Jjob benefits play a

compensatory role for a low satisfaction from financial incentives.

In Lawler and Hall (1970) study of "The Effect of Performance

on Job Satisfaction" they again found rewards as a mediating
variable betwesn Jjob performance and job satisfaction. They

discussed these findings in terms of motivation theory: high
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performance is the path to desired rewards and these rewards lead
to satisfaction. Satisfaction was also found to be more closely
related to perfarmance than to effort. This finding is consistent
with the idea that high performance precedes satisfaction since

effort would have been more influential if the order were raversed.

Lacke (1967) found a similar trend in his studies aof the
relationship between task success and task liking. In seven
different studies which he conducted, Locke found a positive linear
relation between the number of successesz on a task and the ratings

of a task on liking and satisfaction scales

Some Indian studies (Ahmed and Sing;; 1980, Ahmad and
Pestonjee, 1977, Pestonj;e, 1979; Pestonjee and Singh, 1981, alsa
observed that there is a negative relationship between alienation
and morale and between alienatfon and satisfaction. The various

factor carrelates that have been described need maore intensive

investigation in a greater variety of work cirqumstances.

Srivastava (1992) conducted a study to evaluate the
relationship between job satisfaction and need satisfaction. The
results indicates that averall job satisfaction was negatively
correlated with the autonomy need . Tﬁe rest of the needs like
security, social self esteem and self actualization showed no

significant relationship with overall job satisfaction.
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Shaikh (1994) conducted an enquiry into relationship between
attitudes towards management and job satisfaction. Results
indicated wide spread positive correlations between different
dimensions of attitude towards management on the one hand and with

various dimensions aof job satisfaction on the other.

Gupta (1999) found that there 1is significant negative
correlation between achisvement, motivation and job satisfaction
and positive correlation obtained between insecurity and job
dissatisfaction. A significant negative correlation was found
between achievement motivation and insecurity . It is also found
that the absenteeism aof females is an indicative of job

~

dissatisfaction. .

Mathur (1994) The job involvement of the managers has been

found to have a positive correlation with the'ir job satisfactiaon .

Fodder+ (1996) examines various aspects Df¥emp1oyee morale and
suggests methods of improving it .
Srivastava (1996) fcund a significant difference between pro

and anti management workers in terms of job satisfaction and work

adjustment.

In this review of research on job satisfaction, I have tried
to describe the current directions of investigation. The

increasing amount of work over the past few years has opened many
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new avenues of inquiry, and the task of the future is to integrate
the various approaches. The beginning synthesis of the Herzherg,
Maslow, and Festinger elements is a step toward bringing these
concepts into a coherent approach, even though the nature of the
work, the workers, and work place may dictate many or few
modificatians in its application. The various factor correlates
that have been described need more intensive investigation in a

greater variety of work circumstances.

Studies reviewed are those which are concerned with factors

constituting employees attitudes i.e job satisfaction and morale.

OBJECTIVES: .

The major objectives aof the present study are as follows:

N

1. Toc study the overall job satisfaction of the employees in the

public and private sector medium scale organizations.

5

b3

. To study the level of job satisfaction in the job area in the

public and private sector medium scale organizations.

3. To study the level of job satisfaction in the management area in

the public and private sector medium scale organizations.

4. To study the level of jab satisfaction in social relation area

in the public and private sector medium scale organizations.
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5. To study the level of job satisfaction in personal adjustment
area in the public and private sector medium scale

organization.

6. To study the over all emplovees morale in the private sector

medium scale organization as compared to public sector

organization, and also in the four component areas.

HYPOTHESES:
The following hypotheses were formulated:
1. No significant differences exist on job satisfaction in the

~

private sector organization as compared te public sector

-

organization.
2. No significant differences e;ist on emgk&iee morale in public
sector organization as compared to private sectaor organization.
x
METHODOLOGY :

The present study is undertaken with 2 view to ascertain the
emplaoyee’s attitudes such és job satisfaction and morale in the two
medium scale organizations in Karnataka. ODut of the two units
selected for the study, one belongs to private sector and the other
one is in public sector. In this ;tudy the two sectors are
dependent variables and employees morale and job satisfaction are

the dependent variables.
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PROFILE OF THE UNITS:

BELL ARY STEELS AND ALLOYS LIMITED
(#rivate Limited Campany?

Bellary Steels and Alloys Limited, known as BSAL is a leading
manufacturer of quality steel billets and rolled preducts in
southern India. Set up in Bellary District, a backward region of
karnataka in 1984; BSAL has come a laong way in every sense of the
term. The company, which was originally started as a mini steel
plant, now occupies the position of south India‘s first integrated
steel plant in Private sector.

Bellary Steels and Alloys Limited is the manufacturer of
sponge iron, Billets, Tor steel, carbon and glloy steels of various
diameters and composit{;ns. Dur praducts go to the domestic market

and also abroéd. Total numbers of employees 1120, Total turnover is

Rs.189 crores and net profit for the year.98-96 is Rs.22.2 crores

TUNGABHDRA STEEL. PRODUCTS H}HITED
(A subsidiary of Bharat Yantra Nigam Limited)
(A Public Limited Company?

When the construction of T.B.Dam was in progress actross the
river Tungabhadra near Hospet in karnataka, a workshop and
machinery division was setup in 1984 to mget the needs of repairs
to heavy machinery and equipment at si¥e. Later in 1960 , it was
converted inte a limited company by name “Tungabhara Steel Products

Ltd" with an equal equity participation by the Bovernments of the
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then Mysore State and Andhrapradesh. In 1967, Government of India
acguired 51 percent of the shares and become a major shareholder
bringing the company under the administrative control af the

ministry of heavy industry, Government of India.

The Gavernment of India has formed a holding company in the
name and style M/s. Bharat Yantra Nigam Limited(BYNL) which was
incorporated an 9th Jjuly 1986 under the companies Act 1956. T S8 F
L has become a subsidiary of BYML with effect from 1-4-1987 as per

the Government order.

The TSPL now suppliss a wide spectrum of hydromechanical
equipment, attends to structural fabrication wgrks and provides the
specialized welded congéructinn services. It undertakes the
designing manufacturing and installing hydraulic structures
required by irrigation and hydloelectric poRer projects. Total
Humber of employses 1101, Total turnover is Rs.2474 lakhs and Net

profit for the year 1995-9¢ is Rs. 435 lakhs. @

The required data are collected from the primary and secondary
sources. In order to conduct this study the english version of the
inventory was administered aon a sample of 10 managers, 20
supervisors and &0 workers from each company i.e in total 180

emp loyees. The subjects were assured of anonymity of responses,

they were not required to give their names or reveal their

identities. For primary data the S.D.Employee’s inventory and
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employes's Morale scale has been used to elicit the feelings of

different categories aof emplayees.

S.D.EMPLOYEES 'S INVENTORY:

The ' Satisfaction-Dissatisfaction (8D) Inventory ‘has been
used to measure the level of Jjob satisfaction of workers.
(Pestonjer, 1973 ;3 1981). This scale comprises aof B0 items which

caover four areas, namely, Job, management, social relations and

personal adjustment. Job and management areas constitute ‘on-the-
job’ dimension while personal adjustment and social relations areas
together constitute ‘off-the-job’ dimension. of job satisfactiaon.
The items are framed io the form of interrobatory statements and
are in english. There are 20 items in each ar=a. Respondents are

required to give their respcorses either in ‘'yes’ or "No’. The

v »

description of the area is mentioned below.

i. Job: MNature of work: Dull, dangerous, fﬁtaresting, hours of
work, fellow workers, oppottunities on the job for promotion and
advancement, overtime regulations, 1interest in work, physical

environment, machines and tools, etc.

2. Management: Supervisory treatment, participation, reward

and punishment, praises and blames, leave policy, favoritism, etc.

. Social relations: Neighbors, friends and associates,
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attitudes toward people in community, participation in social

activity, sociality, caste barriers, etc.

A. Personal adjustment: Emotionality, health, home and living

conditions, finances, relation with family members, etc.

EMPLOYEE'S MORALE SCALE
Employee ‘s morale scale (EMS) has bheen used to determine the

level of morale. This scale contains 28 items which cover four

areas. The areas are fairness of employer’'s policies and behavior,

adeguacy of immediate leadership, a sense of participation in the

grganization, and sense of worth of the organization: regard and

-

identification (Pestonjge,1973).

There are seven statements in each of the four dimensions of

.

‘Employee ‘s Morale Scale’” out of which respondents are required to
check any three statements in each sub-scales, which they think
suitable in their case. The values of checked¥statements are added
and divided by three to get sub-scale scores. Thus, sub-scale
scores are added and then divided by four to get taotal morale
scores.

The sample of recspondents is selected on the basis of
stratified random method. Secondary-data atre collected from the

annual reports, manuals, magazines etc.
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RESULTS

Results of the present investigation obtained from the
comnputerized statistical analysis of responses are recorded in the
following tables:

TABLE-1

SIGNIFICANT DIFFERENCE ON DIFFERENT DIMENSIONS OF MORALE BETWEEN
PRIVATE AND PUBLIC ENTERPRISES.

DIMENSIONS OF PVYTS (N=90) FUBS (N=20)
MORALE C.R
MEAN S.D MEAN s.D
FAIRNESS OF -~
EMPLOYER'S ~
FOLICIES AND 3.36 0.89 - 3.35 0.93 1.40
BEHAVIOR (ns)
ADEQUACY OF N :
IMMEDIATE 3.32 0.70 3. 14 0.83 1.37
L EADERSHIP {ns)
SENSE OF
PARTICIPATION 3.43 0.60 3.36. 0.86 0.63
& (ns)
SENSE OF WORTH OF
THE ORGN:REGARD 3.76 0.83 3.81 0O.69 0.17
AND IDENTIFICATION (ns)
OVERALL MORALE 13.87 3.02 13.86 3.31 0.02
(ns)

PVTS= Private organization.

PUBS= Public organization.
C.R Critical ratio.
N.S Not significant.
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SIGNIFICANT DIFFERENCE ON DIFFERENT AREAS OF JOB-SATISFACTION

BETWEEN PRIVATE AND PUBLIC ENTERPRISES

PVTS=private organization.
PUBS=public organization.

N.S

C.R
*

Not significant.
Critical ratio.

.05 level of significance

—_—————————e S ——— %—f__—
AREAS OF J0OB- PVYTS (N=90) PURS (N=%0)
SATISFACTIDN C.K
MEAN S.D MEAN S.D
JOB 12.37 2.71 12.463 2.28 0.869
(ns)
o~
MANAGEMENT 11.38 2.487 11.8& 2.48 1.24
- {ns)
SOCIAL RELATIONS 7.54 3.07 b6.4648 2.70 2.08 =
PERSONAL 9.37 | 2.22 9.@43 2.40 0.49
ADJUSTMENT (ns)
OVERALL JOB- 40. 64 10.67 40,487 9.86 0.06
SATISFACTION (ns)
e — e 5 — ERLLLL——
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TABLE-S
T======‘:: — = '———————4====Tl
CORRELATION BETWEEN INCOME OF MANAGERS AND MORALE DIMENSIONS
PRIVATE PUBLIC
MORALE DIMENSIONS SECTOR SECTOR
(N=10} (N=10)
FAIRNESS OF EMPLOYER'S BEHAVIOUR - 0.16 N.§ .02 N.S
ADEQUACY OF IMMEDIATE LEADERSHIP 0.46 N.S§ |- 0.03 N.S
SENSE OF PARTICIPATION - 0.03 N.S Q.68 N.S
SENSE OF WORTH OF THE ORGANIZATION: 0.25 N.S 0.28 N.S
REGARD AND IDENTIFICATION
TOTAL 0.13 N.S 0.30 N.S
—— e

N.S — Not significant.

TABLE-6
CORRELATION BETWEEN INCOME OF MANAGERS AND JOB SATISFACTION
PRIVATE SECTOR | PUBLIC SECTOR
AREAS OF JOB SATISFACTION (N=10) (N=10)
JOB 0.33 N.S. 0.02 N.S
ANAGEMENT 0.53 N.S - 0.48 N.S
SOCIAL RELATIONS - 0.52 N.S 0.53 N.S
PERSONAL ADJUSTMENT ~ 0.29 N.S 0.44 N.S
TOTAL B - 0.10 N.S 0.23 N.S

N.S= Not significant.
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TABLE-7
=-|
CORRELATION BETWEEN EXPERIENCE OF MANAGERS AND MORALE
PRIVATE FUBLIC
MORALE DIMENSIONS SECTOR SECTOR
(N=10Q) {N=1Q)
FAIRNESS OF EMPLOYER'S BEHAVIOUR .40 N.S | -~ 0.01 N.§
ADEQUACY OF IMMEDIATE LEADERSHIF 0.07 N.S 0.00 M.S
SENGE OF PARTICIFATION .53 N.5 [ - 0.00 N.S
SENSE OF WORTH OF THE ORGANIZATION: 0.45 N.§ | - 0.16 N.S
REGARD AND IDENTIFICATION
TOTAL 0.47 N.S | — 0.04 N.S

N.5= Not significant.

TABLE-8

CORRELATION BETWEEN EXPERIENCE OF MA

NABER% AND JOB

SATISFACTION
PRIVATE SECTOR | PUBLIC SECTOR
AREAS OF JOB SATISFACTION (N=10) (N=10)

JOB 0.04 N.S 0.5& N.S
MANAGEMENT -~ 0.13 N.S 0.76 *
SOCIAL RELATIONS - 0.24 N.S 0.51 N.S
PERSONAL ADJUSTMENT 0.35 N.S - 0.25 N.S
TOTAL 0.25 N.S - 0.19 N.S

N.S= Not significant.
* = .05 Significance level.
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TABLE-9
CORRELATION BETWEEN DEPENDENTS OF MANAGERS AND MORALE
PRIVATE PUBLIC
MORALE DIMENSIONS SECTOR SECTOR
(N=10) (N=10)
FAIRNESS OF EMFLOYER'S BEHAVIOUR 0.39 N.S 0.14
ADEQUACY OF IMMEDIATE LEADERSHIF 0.14 N.S 0.37
SENSE 0OF PARTICIPATION ~ 0.37 N.S 0.36
SENSE OF WORTH OF THE ORGANIZATION: 0.22 N.S 0.22 .
REEGARD AND IDENTIFICATION
TOTAL 0.35 N.S 0.33 N.S

N.S= Not significant.

TABLE-10

PR

CORRELATION BETWEEN DEPENDENTS OF MANAGERS AND JOB

SATISFACTION
13
PRIVATE SECTOR | FPUBLIC SECTOR
AREAS OF JOB SATISFACTION (N=10) (N=10)
JOB Q.13 N.S = 0.20 N.S
MANAGEMENT Q.24 - 0.31 N.S
SOCIAL RELATIONS - 0.43 0.462 N.S
PERSONAL ADJUSTMENT ~ 0.44 N.S 0.31 N.S
TOTAL - 0.32 N.S 0.19 N.S

N.S = Not significant.
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TABLE-11
CORRELATION BETWEEN SUPERVISORS INCUOME AND MORALE
FRIVATE PUBLIC
MORALE DIMENSIONS SECTOR SECTOR
(N=20) (N=20)
FAIRNESS OF EMPLOYER'S BEHAVIOUR .34 N.S 0.15 N.S
ADERQUACY OF IMMEDIATE LEADERSHIP Q.27 N.S 0.10 N.S
SENSE OF PARTICIPATION 0.08 N.S 0.31 N.S
SENSE OF WORTH OF THE ORGANIZATION: 0.13 N.S | - 0.35 N.S
REGARD AND IDENTIFICATION
TOTAL 0.31 N.S 0.07 N.8

N.S = Nat significant.

TABLE-12 o
CORRELATION BETWEEN SUPERVISORS INCOME AND JOB SATISFACTION
e
PRIVATE SECTOR | PUBLIC SECTOR

AREAS OF JOB SATISFACTION (N=20) (N=20)
JOB 0.04 N.S 0.19 N.S
MANAGEMENT 0.10 N.S 0.46 N.S
SOCIAL RELATIONS - 0.08 0.35 N.S
PERSONAL ADJUSTMENT - 0.42 N.S 0.53 =
| TOTAL | 034 w.S o0.48 »
N.S Not significant.

* .03 significance level.
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CORRELATION BETWEEN SUPERVISORS EXPERIENCE AND MORALE

FRIVATE FUBL.IC
MORALE DIMENSIONS SECTOR SECTOR
(N=20) (N=20)
FAIRNESS OF EMPLOYER'S BEHAVIOUR 0.17 N.S 0.24 N.S
ADEQUACY OF IMMEDIATE LEADERSHIF 0.37 N.§ |- 0.14 N.§
SENSE OF FARTICIPATION 0.46 N.S 0.06 N.S
SENSE OF WORTH OF THE ORGANIZATION: 0.28 N.S 0.25 N.S
REGARD AND IDENTIFICATION
TOTAL 0.41 N.S |- 0.01 N.S

N.S Not significant.

e

TABLE-14

|

—
—
AN

——

.
P

CORRELATION BETWEEN SUPERVISORS EXPERIENCE AND
JOB SATISFACTION

FRIVATE SEC%DR FUBLIC SECTOR
AREAS OF JOB SATISFACTION (N=20) (N=20)
JOB 0.13 - 0,29 N.S
MANAGEMENT 0.23 N.S - 0.16 N.S
SOCIAL RELATIONS - 0.15 - 0.0&6 N.S
PERSONAL ADJUSTMENT - 0.20 N.S - 0.03 N.S
TOTAL 9.00 N.S -~ 0;52 N.S
N.S = Not significant.



TABLE-15

- - -
CORRELATION BETWEEN DEPENDENTS OF SUPERVISORS AND MORALE
FRIVATE PUBLIC
MORALE DIMENSIONS SECTOR SECTOR
FAIRNESS OF EMPLOYER'S BEHAVIOUR - 0.54 * - 0.35 N.S
ADEQUACY OF IMMEDIATE LEADERSHIF - 0.19 - 0,09 N.S
SENSE OF PARTICIPATION 0.02 N.S |- 0.02 N.S
SENSE OF WORTH OF THE ORGANIZATION: 0.01 N.S 0.37 N.S
REGARD AND IDENTIFICATION
TOTAL - 0.24 N.S 0.02 N.S

N.S = Not significant.
* =,085 Significance level.

-~

TABLE-16

CORRELATION BETWEEN DEPENDENTS OF SUPERVISORS AND

JOB SATISFACTION e
PRIVATE SECTOR | FUBLIC SECTOR
AREAS OF JOB SATISFACTION (N=20) " (N=20)

JOB - 0.02 N.S 0.06 N.S
MANAGEMENT 0.01 N.S 0.02 N.S
SOCIAL RELATIONS 0.00 N.S 0.15 N.S
PERSONAL ADJUSTMENT 0.0& N.S - 0.06 N.S
TOTAL 0.02 'N.S 0.08 N.S

N.S = Not significant.



TABLE-17

CORRELATION BETWEEN INCOME OF THE WORKERS AND MORALE

FRIVATE FUBLIC
MORALE DIMENSIONS SECTOR SECTOR

(N=4&0) {(N=40)
FAIRNESS OF EMPLOYER'S BEHAVIOUR 0.24 N.S 0.05 N.S
ADEQUACY OF IMMEDIATE LEADERSHIP - 0.02 N.S |- 0.03 N.S
SENSE OF FARTICIFATION — 0.13 N.S 0.13 N.S
SENSE OF WORTH OF THE ORGANIZATION: 0.01 N.S 0.01 N.S
REGARD AND IDENTIFICATION
TOTAL 0.03 N.S D.03 N.S
.8 = Not significant.

TABLE-18
=_\ —— =‘-

v $

CORRELATION BETWEEN INCOME OF THE WORKERS AND
JOB SATISFACTION

* %

PRIVATE SECTOR lEF‘UBLIC SECTOR
AREAS OF JOB SATISFACTION (N=60) (N=60)
JOB - 0.15 N.S 0.32 *»
MANABEMENT - 0.17 N.S - 0.04 N.S
SOCIAL RELATIONS 0.03 N.S - 0.06 N.S
FERSONAL ADJUSTHENT - 0.22 WN.S 0.26 *
TOTAL - 0.18 N.S 0.19 N.S
N.S Not significant.

* .03 significance level.

.01 significance level.
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TABLE-19
CORRELATION BETWEEN EXPERIENCE OF THE WORKERS AND MORALE
PRIVATE PUBLIC
MORALE DIMENSIONS SECTOR SECTOR
(N=60) (N=40)
FAIRNESS OF EMFLOYER'S BEHAVIOUR 0.20 N.S 0.05
ADERUACY OF IMMEDIATE LEADERSHIFP 0.04 N.S5 |- 0.20
SENSE OF PARTICIFATION - 0.01 N.S 0.04
SENSE OF WORTH OF THE ORGANIZATION: 0.05 N.S 0.19 N.S
REGARD AND IDENTIFICATION
TOTAL 0.08 N.S 0.01 N.S

N.S = Not significant.

TABLE-20

— ——

v

‘e

CORRELATION BETWEEN EXPERIENCE OF THE WORKERS AND
JOB SATISFACTION

FRIVATE SECTOR

FUBLIC SECTOR

AREAS OF JOB SATISFACTION (N=60) (N=60)
JOB - 0.04 N.S - 0.09 N.S
MANAGEMENT 0.10 N.S - 0.08 N.S
SOCIAL RELATIONS - 0.11 N.S - 0.08 N.§
PERSONAL ADJUSTMENT - 0.246 * - 0.09 N.S
TAOTAL - 0.11 N.S 0.10 N.S

N.S Not significant.

* = .05 significance level.
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TABLE-21
CORRELATION BETWEEN DEPENDENTS OF THE WORKERS AND MORALE
FRIVATE FUBLIC
MORALE DIMENSIONS SECTOR SECTOR
(N=60) (N=60)
FAIRNESS OF EMFLOYERR'S BEHAVIOURR 0,07 - 0.01
N.S N.S
ADERQUACY OF IMMEDIATE LEADER SHIF - 0.13 - 0.09
N.S N.S
SENSE OF FARTICIPATION 0.02 0.03
N.S N.S
SENSE OF WORTH OF THE ORGANIZATION: 0.02 0.06
REGARD AND IDENTIFICATION N.S N.S
TOTAL 0.00 - 0.01
: N.S N.S

N.S = Not significant.

TABLE-22

CORRELATION BETWEEN DEPENDENTS OF THE WORKERS AND °
JOB SATISFACTION

PRIVATE SECTOR | PUBLIC SECTOR
AREAS OF JOB SATISFACTION (N=40) (N=60)
JOB - 0.19 N.S 0.02 N.S
MANAGEMENT - 0.17 N.S ~ Q.05 N.S
SOCIAL RELATIONS - 0.02 N.S - 0.21 N.S
PERSONAL ADJUSTMENT - 0:04 N.S - 0.035 N.S§
TOTAL - 0.18 N.S - 0.13 N.S

N.S = Not significant.
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CHATER-4

DISCUSSION AND CONCLUSION

To maintain industrial harmony and high level of productivity
study of Jjob satisfaction and morale is important in every
organization. Keeping this in view, the present study attempts to
know the job satisfaction and morale in two medium scale private

and public sector organizations.

In this chapter a detailed discussion has heen made about the
results obtained on different dimensions of job satisfaction and
the level of morale of employees in the above said two medium scale

organizations.

Table-1i, shecws the mean, standard deviation and critical
ratios for the different dimensions of morale scarés of the private
and public sector organization. The obtained critical ratios
indicate that there is no significant difference between the morale
of private and public sector organization employees. So this
results tends to accept our second null hypotheses i.e there is no
significant difference between the morale of public and private

sector organization employees.
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This may be due ta the similarity in the fairness of employers
policies and behaviour, adequacy of immediate leadership, sense of
participation and reward and identification in both private and

public sector organizations.

It is clear from the table-2, that no significant differences
were found between private and public sector employees on overall
job satisfaction. But o©on social relation dimension of job
satisfaction a significant difference at .05 level af significance
was observed, From the mean values one can understand that the
private sector employees show greater satisfaction on sacial

relations than their public sector counterparts. g

.~

This difference may be due to good relationship among the

neighbors, friends, associates and congenial atmosphere 1in

. >

organization.

Table-3, records the level of satisfaction of managers,
supervisars and workers faor ‘“on-the-job" add "off-the—-job"
dimensions, as well as overall satisfaction level. It is clear
from the Table, that no significant differences were observed among
the different cadre of the employees of public and private sector
on "off-the—job" dimension of job satisfaction and public sector
supervisars show greater satisfaction as compared to private sector
supervisars. In case of total job satisfaction it is found that
there is no significant difference between the public and private

sectar employees .
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The greater satisfaction of public sector supervisors may be
due to more autonomy and good relationship between supervisors and

peers.

From the mean values it becomes cleat+r that managers and
warkers ‘"an-the-job" in private sector seems to have less
satisfaction than those in public sector organization. However, in
case of‘supervisors' satisfaction it is somewhat higher in private
sector organization. In case of "off-the—-job" factors the managers
and workers in private sector are more satisfied than their counter
parts in public secteor organizations. Managers and workers have
high satisfaction "on-the-jobh" in private sector.. "Off-the-job"
cadre-wise critical ratios are found to be in;ignificant for
managers and workers. Overall "on-the-job" and “off-the-job"

critical ratios are less than the table value at .05 level of

v A

significance. This finding tends to prove our first null hypothesis

which stated that their will be no significant difference in job
. &

satisfaction in the private sector as compared ta public sector,

cadre—-wise also.

Managers and workers on-the—-job in private sector are mare

i
satisfied may be because of good social relations among neighbors,
friends, associates, good health and living conditions. Overall

satisfaction of managers and supervisotrs is lover may be because of

lack of good amenities in private sector organizations.
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From the mean values of the morale sub scale-1 (Table-4) it is
clear that, the private sector managers have higher morale scores
than public sector. In morale sub scale~-2 and 3 all cadre of
private sector employees scores are higher than the public sector.
As tregatrds morale sub scale—-4 managers and supervisors of private
sector have better morale scores than public sector managers and
supervisars. Workers in private sectar have lowetr scores than the
public sector workers. If we take overall morale scores, private
sector employees have better morale. In respect of the levei of
significant difference, morale sub scale-2 critical ratio of
supervisors indicates a significant difference between private and
public sector. Where as in morale sub scale-3 Eritical ratio of
managers shows that, there”is a significant difference between
private and public sector. However, no significant differences
were found on overall morale between the pﬁblic angd private sectar.
This finding again tends support our second null hypotheses which
stated that there is no significant difference in morale of the

e
employees in private sector as compared to public sector.

Non significant differences in the overall morale scores in
public and private sector employees may be because of similarity in
the policies and behaviour of the employers, adequacy of immediate

leadership, sense of participation and regard and identification.

Table-S shows that there is no significant relationship

between the income of managers and different dimensions of morale
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in public and private sector organizations except in csense of
participation area in public sector. So the income of the managers
will affect the sense of participation. The total iresults show

that incaome will not affect the morale of the managers.

Firam the figures of the Table-4, We can observe that there is
no significant relationship exists between the income of managers
and different areas of job satisfaction in private and public
sector organizations. It is evident that job satisfaction does not
depend upen income of the managets in private sector but a negative
correlation exists between the income of managers and job
satisfaction in private sectar.

From the Table-7, we can see that there is no significant
relationship exist between the experience of managers and différent
dimensions of morale in public and private seE;;P organizations.
So the seniority will not influence the marale of the managers in
both the sectors. X

Correlation values of Table—-8, shows clearly that, in total no
signifizant correlation exists between the experience of managers
and different areas of job satisfaction. But as regards the
management area in public sector is concerned there is significant
correlation at .05 level of significance} between the experience of
managers and Jjob satisfactian. Sa it shows clearly that the

managers in the public sector gets more job satisfaction. This may
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be due to better rewards and sense of participation etc. But in
private sector there is a negative correlation between experience
of managers and job satisfaction. So as per the ressults more
experienced managers having less job satisfaction in the management

and social relations area.

Table-2, results shows that there 1is no significant
cerrelation between the dependents of managers and different
dimension of morale in private and public sector organizations. It
shows that the number of dependents do not affects the morale of

the managers.

~

Correlation results of Table-10, indicates-that there is no
significant correlation bet;een the dependents of managers and the
job satisfaction in private and public. sector organizations. But
a negative correlation exists in ;ome areas."§o the number of
depéndents will affect the satisfaction of the managers.

e

Table-11, reveals that there is no éignificant relationship
between the supervisor s income and different dimensions as well as
in total morale in private and public sector arganizations. It

shows that the income of the supervisors doesn’'t aftfect the morale

of the employees in both the sectors.

It is seen from the Table-12, that there is a significant

positive correlation (.05 level) between the income of the
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supervisors and personal adjustment area of job satisfaction in
public secftor organization. Job, management and social relations
areas there 1is no significant correlation between income of
supervisors and above three areas in public and private sector
organizations. But there is a negative correlation in two areas of
job satisfaction. In total there is a significant positive
correlation betwesn the income of supervisors and job satisfaction
in public sector organizations. So it indicates that the
satisfaction of the supervisores in the public ssctor depends upon

the income.

Table—1Z, shows that there is no significant correlation

between supervisors experiegge and different morale dimensions in
private and public sector organizations. But there is a negative

correlation in case of public sector. So experience of supervisors

v .

does not affect the level of morale in private sector organizations
but it affects in public sector organization. This may be due to

@
negligence of the seniority while giving promotions etc.

Results of the Table-14, reveal that, between supervisors
experience and in different areas of Jjob satisfaction also no
significant correlation exists in private and public sector

organizations. But there is a negative correlation in public

sector and in some area of private sector. This shows that the

experience affects the job satisfaction in both the sectors.
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It is seen from the correlation values aof Table-13, that there
is a significant negative correlation between the number of
dependents of supervisors and fairness of employers pelicies and
behaviour in private sector organization. But in total as well as
in other dimensions there is no significant correlation between the
dependent of supervisors and morale in pubic and private sectaor
organizations. But there is a negative correlation exists in some
areas of job satisfaction in private and public sector
arganizations. 8o it shows clearly that the more dependents leads
to low morale.

Values of Table-16, clearly indicate that there 1is no
significant corwrelation between dependents of supervisors and the
different areas as well as in<total job satisfacti;; in private and
public sector organizations. But there is a negative correlation
in one area aof the private sector. It in?igates that +the
dependents affect the job satisfaction in job area.

e

Table—-17, presents the coefficient values for the income of
the workers and different morale dimensions. No correlation
between the income of the workers and different morale dimensions.
No correlation between the income of the workers and the different
morale dimensions as well as in total morale of the workers in
private and public sector organizations.There is negative
correlation exists in private sector and some areas of public
sector. So the income does affect the morale of the workers in

both the sectors.
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Table -18, shows that there is a significant positive
correlation between the income of the workers and job area at .01
significant level in public sector organization. This shows
clearly that income of the workers in public sector plays a
significant role towards determining jab satisfaction. Between
income of the workers and personal adjustment area there is a
significant positive correlation (.05 level) in public sectar
organization.It alsc indicates that income of the workers will
affect the health, living conditions, emotionality etc in public
sector organization. In total there is negative correlation exists
between the above two factors in private sector and also in few

areas of public sector organizations. ~

-

-~

Table—-19, shows the correlation between experience of the
workers and morale dimensions. But- no significant correlation
- v
exists either on dimension—-wise or in total between the experience
of workers and the morale in public and private sector
) ) &
organizations. But negative correlation exists in one area of each

sector. So the experience affects the morale of the workers to

some extent.

Table-20, reveals that there is a significant negative
correlatian (.05 level) between the experience of workers and
personal adjustment area of job satisfaction in private sector
organization. It implies that experience of the workers will affect

the health, relationship with family members etc in private sector
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organization. More experience lower the job satisfaction. But in
total there is no significant correlation between the above said
factors in public sector organizatians.

Results of Table-21, reveals that there is no significant
correlation between the dependents of workers and different morale
dimensions in private and public sector organizations, area-wise as
well as in total. There is a negative correlation in public and in
some areas of private sector organization. So the number of
dependents of workers will effect to some extent the morale of the
workers in public as well as private sector organizations.

As per the results of Table-22, between the dependents af the
workers and Jjob satisfaction no significant correlation exists
either dimension—-wise or in tetal. But negative co;relation exists

in both the sectors . So the number of Dependents of workers does

affect the job satisfaction in both the sectors.

v »

In oaverall there is no significant difference on jab
satisfaction in the private sector as compared tobpublic sector
employees. And even in morale of the workers there is no
significant difference between the public and private sector
otrganizations. But negative correlation exists in some areas of

private and public sector organizations.

If we compare the areas of job satisfaction cadre-wise, area-
wise and "on—-the—job" and "off-the-job" there seems to be soae

differences in private and public sector aorganizations.
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I

There is no significant correlation between different aspects
for managers, supervisors, worketrs and on different dimensions of
job satisfaction in private and public sector organization except
in few areas . In the same way there is no significant correlation
between managers,supervisors,workers and different aspects of
employeses morale in public and private sector organizations except
in few aspects.

The results also tend to indicate that neither the public

sector is very public nor private sector is very private.
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5.D.EMPLOYEES INVENNTORY
By
Praf.D.M.Pestonjee.
INDIAN INSTITUTE OF MANAGEMENT AHMEDABAD

QUESTIONNAIRE ON “JOB SATISFACTION®

i.Designation :
2.Monthly income
J3.Marital status :

4_No of dependents

3.Hours of work per day

b.Length of service

Carefully read the questions given below. Against each question you have to
respond either YES'aor'NO’.Please put a mark (/)in the approprimte space provided
with each statement. -

1.Do you work with gqood tools, materials and equipments ? Yis ) N?
2. Do your superiors reward good workers ? o t )y ()
3. Do you think that goad people are respected in society? « ) |
4, Does the thought of future mishaps make you worried? ® t )y ()
S. Are most of your acquaintances reliable ? )y )
6. Do your superiors sympathetically listen to your difficulties 7 )y ()
7. Does this job provide good epportunities for promotion? t )y )
B. Do you feel that due to poor health you could not get ahead in { )y ()
your job ?
9. Do your neighbors help you when you are in sone(difficulties? )y )

10.Do you sometimes think that you da not have those qualities which ¢ )y )

others have?



11.Do you have do work with some such people whom you don’t like much?
12.Do you often feel that you are alone in this wide world? (
13.Do you feel satisfied with the over-time rules of your organization (
14,Da your superiors think that most of the people are hardworking ? {
1S.Do you sometimes feel that there is none in whoe you can confide?  (

16.D0 you often get such ideas at the of goiry to bed which you awake?(

17.Do your superiors behave well with the employee? {

18.Do you thz¢ the work you are doing is interesting? (

19.Do yoi: think that promotions to employee are given impartially? (

20.Do you get upset for a long time when criticized somebody? (

21.Do you feel satisfied with the condition of the place where you (
work?

22.Do you believe that in case of emergency (such as illness or {

marriage)the management would help you?
23.Do you hesitate in accepting the responsibilities of social (
functions? At
24.Are you frequently worried due fg illness of your family member? {
25.Are most of your neighbors gentle and worth mixing with? (
26.Do your superiers invite suggestions form you for the Helfire of (
YUur company?
27.Do you think that you have selected the right job for yourself? {
28.Do you sometimes think that your family members do not care for (
you sufficiently?
29.Do you sometimes think of changing your house due to the neighbars?(
30.Are there any such members in your family whose presence causes (
you annoyance?
31.Do you sometimes think that you can earn more in some other job ?
32.Do you think that bad people outnumber good people in the society? (
33.Does your job allow you sufficient time for rest and recreation ? (
34.Do your superiors respect your skills and abilities? {
33.Do you think that most people exploit the weakness and (

shartcomings of others?

PN



3&6.Do small things also hurt you?

37.Da yaur superiors harshly punish emplayees far simple mistakes?
38.Do your fellow workers help you?

39.60 you think that people get promotions due to personal pulls?

40.Do your relatives frequently bother or trouble you ?

41.1f you are offered elsewhere the same facilities which are
enjoying in your present job, would you like to change your jab?

42,Are the employees dismissed from the job on simple and trivial
matters?

43.Do you feel hesitation in talking to strangers?

44_.Do you often have to leave tasks unfinished?

45.Do you think that your friends are sincere to you ?

46,11 you were an officer, would you treat your
subordinates the same way as yours officers do?

47.Do you think that you have to work too much here?

48.Has there been some unpleasant experience in your child hood
which you cannot forget? - )

49.Do you believe that most of the social customs and traditions are
troublesome? R

50.Do you pass your time pleasantly in your home?

S1.Do you think that your work is hard and difficult?

S2.Are most of the people in society selfish? »

S3.1Is your profession respected by athers?

S4.Do your superiors believe that the worker's welfare is their own
yelfare?

55.50 you think that people do not make lasting friendship with you?

S56.Da the members of your family often do things against your wishes?

57.Do most of your colleagues work under duress ;nd fear ?

58.Would you advise any of your clase relatives to do the job which
you are doing?

5%9.Do you think that the employees are treated here the way they

should be treated?

61
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Do you sometimes get worried without any apparent causes ? (

.Da you sometimes feel like giving up this job and taking up some (

other job?

62.Do your superiors praise good workers? {

63.Do most of the peopls misunderstand you? {

64.Do you earn enough money so that you don’'t have to seek help from (
others?

&5.Are you troubled by feelings of caste and creed in society 7 {

&6.Are you often given such orders. by your superiors which are (

67.

8.
&9.
70,
71.
72.

73.

74.
75.
76.
77.

78.

79.

80.

difficult to carry out ?
Do you think that this work provides you opportunities to display (

your talent and skills?

Do you generally feel tired after doing ordinary jobs ? {
Do you think that your fellow warkers generally avoid you;:cumpany?(
Do you think that things go wronéwwithout any fault of yours? (
Do you think that you need some more training ? (
Do you feel hesitant in seeking advice erm others ? P (
Do you think that in spite of your lack of interest in this job, {
you work because you get good money ? "

Are you often asked to work at odd hours? ) (
Do you =asily make friends with new peaple? {
Do the members of your family live cordially? {
Do your supervisors think that their employees are efficient ? (

Do you think that your present is a respectable job for a person {

like you?
Do you think that you can place your problems before your superiors(
without any hesitations?

Do you get worried often thinking about the goal or purpose of life(

CA
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EMPLOYEES MDRALE SCALE

By
Prof.D.M.Peston jes

INDIAN INSTITUTE OF MANAGEMENT AHMEDABAD

Choose any three statements by putting tick mark{/) from the sections given
below:

SECTION

1.Workers qet a fair deal.

2.Worker’s welfare is considered the most important thing here.
3.Worker’s abilities are respected mare here than in any other coampany.
4,B6ood work is praised sometimes and sometimes not.

S.Partiality is considersed against the policy of the company.
b.Workers cannot raise their voice for their own welfare.

7.0rdinary workers are not considered as human beings.

SECTION 2
1.0nly able persons are appointed as officers here. -
2.0fficers here consider the welfarge of workers as their ownl
3.Some workers here are mote capable than their officers.
4,0fficers understand the difficulties of every body.
S.Far officers here a good man is one who is a good warker.
6.0fficers want their own welfare not that of workers.
7.There are no such gualities in the afficers here for which, they may be praised.

SECTION 3

1.Everybody is consulted for the welfare af the company. &

2.Workers are encouraged for suggesting new ideas about the work.

J.Workers arez bound to work in particular way (order). So there is no enthusiasm
for work.

4. Warkers are free to apply nzw techniques (method). of work according their own
will.

5.In other companies, workers are getting more chance to show their ability and
utilize their past experience.

b6.Workers are never consulted about the work.

7.1t is believed here that the progress of the company depends only on its
officers.

SECTICN 4

1. Workers are always willing to do everything for the coapany.

2. The futurs of the company and the future of workers is the same

3. My company gets respect from every worker.

4. Workers of this company are bztter off than workers of any other coapany.
S.I will nat advise any of ay relatives and friends to work here.

6.The progress of the company does not provide any benefit to the warkers.
7.Mnst ai-ihet pgople work here under conditions of helplessness or fear.
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