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ABSTRACT

Five components of Job Involvement; work, pay, postan, salary and recognition, were examined baside
overall Job Involvement. The aim of this study wagxamine Job Involvement level of bank employieeSoimbatore
region. A structured questionnaire survey conductée required information was collected from 4 lbamployees who
were randomly selected from both public and privegetors bank. The result of study reveals thatl@yeps of private

banks were more satisfied with pay, recognitiom, working hours as compared to public sector bangleyees.
KEYWORDS: Job Involvement, Public Sector Banks, Private SeBtmks

INTRODUCTION

A major part of man’s life is spent in work whicha social reality and social expectation to whidn seem to
confirm. Even then only economic motive has newatisBed men. It is always of greater interest bok why men work
and at which level and how he/she satisfied withjti. With the opening up of the economy, a drém@tange has been
observed both in manufacturing and in service sscfbhis has brought higher employment opportusiitiacreases in
income level, and changes in consumption pattedh aomsequently there emerges a competitive envieorin the
country. Particularly, the expansion in private king business, along with customized services, draated a severe
competition in this sector. This intense competitias made the service gap wider as private bdfdshetter services to
their internal and external customers. This sitiatias created an urge to the bank policy makeidetatify the basic
reasons and brought them into consideration withijgolvement issue. Employee involvement is thdugtbe one of the
primary requirements of a well run organization asuhsidered an imperative by all corporate managé&ndt is
undeniable fact that the future of business enmgpiiepends upon the involvement level of its wandé. Dissatisfied

workforces cause immediate problems only to thaitipular businesses.

Psychologists and sociologists have long beendsted in the functions and significance of jobtadts
(Hoppock, 1935). Job involvement is a primary aspefcjob attitude. The most important evidence ¢ading the
condition of the organization getting worse is e rate of job involvement (Kaya, 1995). Thus {bb involvement is
essential pre-requisite for healthy organizati@ralironment. Nonetheless, factors related to jebliement are relevant
in the prevention of employee frustration and @l jnvolvement because employees work harder andrpe better
provided they are satisfied with their jobs (Boledsl, 1995; Brown et al, 1994 Manthe, 1976).

Job involvement is a heavily researched area afiipdOkpara, 2006). Locke (1976) defined job innahent as
“a pleasurable or positive emotional state, resglfrom the appraisal of one’s job.” Locke (1976)imated that about

3,350 articles or dissertations had been writtejoba involvement.
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Whereas, Oshagbemi (1996) suggested that if @duiht of relevant articles and dissertations weaglen would
be doubled. In this era of globalization, growingpeomics, and improved technology are constantbsgmting new
challenges and creating new opportunities for pmopmployees with higher degree of involvement aetl committed
are the most significant assets of any nation’siesty, and act as competitive advantage for long.t&chedule banks

can be further classified into public sector baftk®vincial and Federal), Private sector banks,farelgn banks.

LITERATURE REVIEW

A review of the literature on job involvement releghthat a number of researcher and HR professidmave
emphasized the importance of the factors affediiginvolvement. Job involvement involves differdatets such as
involvement with pay, promotion opportunities, fflanbenefits, job security and the importance ofjtfie(Nquye et, al,
2003).

The private banks specially created a cut throatpagition by offering new products and servicegan more
market share. The employment patterns in the bgnéé&ttor changed the focus become performanceaageits rather
than experience and loyalty. Hence, pay and joblirment becomes a primary factor for the bankimpleyees which
needed attentions so as to achieve the long teais gb the bank (Islam & Saha). Determinates suchagy, work itself,
relationships with coworkers, supervision and oppdties for promotions have been found to contébto job

involvement

(Opkara, 2002). There is a significant differenc¢hie job involvement levels of employees baseti@inincome
(Yasir & Fawad 2009). Generally, employees with éstvearnings reported lower levels of job involvamelative to

other income groups.

The Literature indicates that the performance ef phivate and foreign banks have been stronger tienof
public sector banks (IBA, 2008). A study by Sleyg2909) states; private banks were more succetiséul public sector
in terms of implementing Total Quality ManagememQM) initiatives, in context of HR, customer focusnd top
management commitment. Public sector banks steicinmpensation in a way such that there are loagrdffferentials
between the employees, long-term tenure is rewaamedthere is a high base pay, whereas in thetprs@ctor banks,
there are larger pay differentials, fewer rewamisténure, and pay for performance (D'Souza, 2082yvever, private
sector banks do not provide job security and wdaydoff their employees in cases of poor perforneaoicadverse market
conditions (Jha, Gupta & Yadav, 2008).

METHODOLOGY

Overall involvement has been taken as a dependaigble and various other factors like, salary, $elsurity,
recognition, work environment etc are consideredhasindependent variables. The main purpose sfghidy was to
identify the job involvement of the bank employesfsa Public and Private sector banks in Coimbategion, to
determine whether the sectoral differences in teohsgrowth, team spirit, work life balance, bengfitworking
environment and job security influence employeescpption regarding job involvement .Bank employgethis study
refer to Top executives, senior managers, and Mitldlel-managers To achieve the objectives of theys200 surveys
were sent in three main place in the Coimbatoréorege, Peelamedu and Gandhi puram. In all, 14drmed and
therefore the other are discarded; leaving 144falysis. All employees are aged between 25 toe@lsy The data were

collected from four banks; two belong to the legdomivate sector other two belonging to the pubéctor. A structured
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guestionnaire was adopted, which is a 5- point itilseale (1=Highly dissatisfied, 2=Dissatisfied,s8mewhat satisfied,
4=satisfied, 5=Highly satisfied) was design to té& impact of all the variables for this study.eT{uestionnaire was
divided into 2 sections: demographics and job imenient. The question covers job facets such asngtion, pay,

supervision, opportunities for learning, skill Iéweand opportunities for growth. The data were amadlyusing SPSS v.16

and interpreted for drawing.

Sample Characteristics

Tables 1, 2, 3, and 4 summarize the respondenhigzajaons’ characteristics according to the workéngerience
in the current organization and working positiorfigh® respondents. About 50 percent of the respundeganizations
were from private sector, while the rest were frpublic sector organizations. 61 percent of respotelbave achieved
Master’'s degree before joining current organizataormd the remaining respondents joined after Backeldegree.
In addition, 55 percent respondents were male wtliear depicts that a striking number of femalekbamployees would
provide healthy results. Finally, the sample caat#d 17 Executive/Directors, 35 managers fromaemianagement and

92 sub-managers from middle-level management.

Table 1: Respondent’s Gender

Sector Total
Private Public
Gender Male 47 32 79 54.9%
Female 25 40 65 45.1%
Total 72 72 | 144 | 100%

Table 2: Experience in Current Organization

Sector Total
Private Public
Less than 1 yrs 7 6 13 9%
1-5yrs 32 35 67 | 46.6%
6-10 yrs 25 17 42 | 29.2%
11-15 yrs 8 14 22 | 15.2%
Total 72 72 | 144 100

Table 3: Designation of the Respondents

Sector
Private Public Total
Executive/ Director 8 9 17 11.8%
Senior Management 15 20 35 24.3%
Mid Level Management 49 43 92 63.8%
Total 72 72 | 144 100
Table 4: Respondent's Income
Sector
Private  Public Total
Less than Rs 25,000 1 8 9 6.3 %
Rs 26,000 to 50,000 46 38 | 84 | 58.3%
Rs 51,000 to 75,000 18 17 35 | 24.3%
More than Rs. 75,000 7 9 16 1.1%
Total 72 72 | 144 100
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Table 5: Salary versus Level of Involvement

Sector Total
Private Public

Highly dissatisfied 1 5 6 4.1%
Dissatisfied 10 15 25 17.5%
Somewhat satisfied 21 29 50 34.7%
Satisfied 33 20 53 37.6%
Highly satisfied 7 3 10 7.1%

Total 72 72 144 | 100%

The above table clearly explains that employegxiohte banks are more satisfied than public semtaployees.
This may be because of fine salary packages aldtigagditional benefits such as housing and casifgafor employees.
Moreover, a total of 37 % respondents were satisfigh their current salaries. In addition, 34% &elso somewhat
satisfied, while 7% were highly satisfied. Only 22&spondents were either dissatisfied or highlgatisfied. The result
clearly indicated that a significant majority corngong 78% is satisfied with their current salaryckages. This may be

linked to satisfactory.

Table 6: Recognition for Contribution and Level ofInvolvement

Sector Total
Private Public
Highly dissatisfied 2 6 8 5.5%
Dissatisfied 4 10 14 9.6%
Somewhat satisfied 26 25 51 35.4%
Satisfied 32 29 61 | 43.4%
Highly satisfied 8 2 10 7.1%
Total 72 72 | 144 100

Private sector employees were satisfied for thegeition and status they received against thevices while
public sector employees were found less satisfldds may be because performance appraisal systach$4R work
smoothly in the private sector and public sectdramg influenced with the bureaucracy. Overallpdspondents were
satisfied while 7% highly satisfied. Respondent®wiere just satisfied with the conditions resid@%#. A total of 15%

respondents fall in disinvolvement.

Table 7: Job Security and Level of Involvement

Sector Total
Private Public
Highly dissatisfied 2 3 5 3.5%
Dissatisfied 13 2 15 10.4%
Somewhat satisfied 15 17 32 22.2%
Satisfied 34 44 78 | 54.2%
Highly satisfied 8 6 14 9.7%
Total 72 72 | 144 100

Public sector employees were found to be satigfitial the job security while there is uncertaintyarg private
sector employees. This may be because mostly prhaatks issue contracts except for executivesrectdirs. In addition,
private bank jobs are goal oriented where everyleysg has to meet certain goals within the timeitlieng, raising

deposits, credit cards issuance etc. In additaiing to achieve targets leads to threat of elation.
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Therefore employees do remain in state of depresand feel insecure. Overall, 54% respondents satisfied

with the job security while a further 22% were sevhat satisfied. A total of 14% were among dissegishnd remaining

10 % were highly satisfied in feeling their jobssasure for long-term.

Table 8: Benefits and Level of Involvement

Sector
- - Total
Private Public
Highly dissatisfied 1 5 7 4.9%
Dissatisfied 10 15 24 16.6 %
Somewhat satisfied 21 29 48 33.4%
Satisfied 33 20 56 38.8%
Highly satisfied 7 3 9| 6.3%
Total 72 72 | 144 | 100%

The above table clearly demonstrates that emplogégsublic banks are more satisfied than privatetse

employees. Additionally, a good number of respotslevere at just involvement level in private bawmlsscompared to

public sector employees. This may be because efdaiary packages along with additional benefithsas housing and

car leasing for employees.

Moreover, a total of 45 % respondents were totaHyisfied with the benefits. In addition, 33% wexiso

somewhat satisfied, while 5 % were highly satisfi€@hly16.6 % respondents were either dissatisfiedhighly

dissatisfied. The result clearly indicated thatgmificant majority are satisfied with their curtesalary packages.

Correlation Analysis

Correlation is a statistical tool which can detarenithe strength and direction of relationship betwéwo

variables. The value of correlation ranges fromt®1l-1 and both these values show strong positive regative

relationships. While the value 0 show no relatigmsh

Table 9: Correlations

" . Job Over All Job
Recognition Salary Benefits Security Involvement
Pearson 1 .158 .001 124 .251(*%)
Recognition Correlation, Sig. .05 . 999 .138 .002
(2tailed) N 144 144 144 144 144
Pearson .158 1 178(*) 217(*) 374(*)
Salary Correlation, Sig. .058 .03 ' 009 000
(2tailed) N 144 144 144 '1 44 144
Pearson .000 .178(%) 1 .370(*) -.073
Benefits Correlation, Sig. .998 .033 .000 .387
(2tailed) N 144 144 144 144 144
Pearson 124 .217(*%%) .370(*%) 1 .158(*)
Job security Correlation, Sig. .138 .009 .000 - .058
(2tailed) N 144 144 144 144 144
Pearson .25(*%) .37(*%%) -.081 .15 1
l?l‘\’/f)lr\"j‘g ance)?n Correlation, Sig. 002 .00 .41 .05
(2tailed) N 144 144 144 144 144

** Correlation is significant at ti%e01 level (2-tailed). * Correlation is significaat the 0.05 level (2-tailed).

The table shows the correlation between Salary,séahrity, Benefits and overall job involvementeTalue of

correlation coefficient for salary, with overallvimlvement is 0.374, which shows a positive but wéakmoderate

relationship of variable with overall job involvente
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The value of correlation coefficient for recognitias 0.251, which shows a weak to moderate buttipesi
relationship with job involvement among the var@bThis relationship is significant at0.01.The table shows that job

security and salary (.217 @0.01) are significantly associated.
CONCLUSIONS

The comparisons of all the mean values highlighigher level of job involvement in private bank doyges
than does the public banks. The fact is expresygetthéb differences of the overall job involvementpiablic and private
bank employee. The average pay of private sectok lmmployees is greater than public sector bankl@maps.
The reasons for this difference in job involvembatween private and public sector bank employeghtmainly be

related to the bank’s salary, efficiency in wonlinge benefits, supervision quality, and coworlaations.

The findings of the study indicates that the sedtalifferences in terms of salary, promotion, jairurity,
recognition and benefits play a significant roleimfluencing one’s perception of job involvemenurthermore, the
present study attempts to enrich the existing kedgé base in the area of job involvement in bankewor (both public
and private), The public sector bank needs to dhice new pay system based on merit, to incase gegk pay
involvement. Human resources practices regardiésector (public or private) must be effectivelydafairly used to

enrich employee’s job. Furthermore, private sebamk employee’s reported disinvolvement in terrjobfsecurity.

To overcome this obstacle private sector banksl neentroduce special schemes related retirenarision,
gratuity and other benefits to enhance the empleysense regarding job security in effort to insearganizational

commitment which in turn will lead to employee’snemitment and high degree of involvement.
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