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ABSTRACT 

“In modern financial upgradations of institutions and human resources management 

are linked with economic development of the country the existing population factor 

which is known as 60% female and 40%male are contributing their major share in 

GDP and big percentage in economic and social endeavors”. “The banking sector is a 

specialized sector where competitive environment is issue of organization. before 

eighties there were majority of male employees and employers in banking personnel 

than the females the  ratio showed very low percentage during the 1980s however 

majority of population was out of operation in different sector of states financial 

institutions and other organization .in health  and education sector female workers are 

growing day by day in near future it will be  dominant positions”. “The woman’s 

female contributing major share in socioeconomic development of the country”. “The 

features of female workers distributed into two groups Urban and Rural in this study 

all focus on the rural female banker and their role and responsibilities”. 

“A Survey is proposed to be applied  regarding  stress among female  bankers, which 

is main cause of demotivation for women in banking sectors in Rural areas of Sindh, 

similarly  we have investigated the positive impact and predict the future of women 

bankers”.   “The study  had highlighted the significance of job satisfaction and causes 

of stress among bankers”.  

“Since decades stress has been pointed out as burning issue in major cities of country 

a large number of scholars had studied and evaluated the facts that effects the 

performance of Female employees on their performance variety of factors including 

the gender discriminations are widely reasons behind the stress many researchers had 

proposed different approaches to tackle the problem and response to the stressors will 

be unique contribution in Sindh particularly rural Sindh”.  

• “The working environment is not bed of roses it contains multifarious perplexing 

elements which continuously slowly haunting the behavior of the people those who 

constituted such environment no matter the what human is ideal the work related is 

indispensable”. 

• “Since a century or so stress has been studied as interdisciplinary construct and now 

become an area greater attention from the part of various scholars”. “The previous 

studies on stress have been predominantly psychological related and numerous 

models in this regard were developed tested and practices in an organizational 
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setting”. “The gender difference response to the stressors will be unique contribution 

in Sindh particularly rural Sindh”.  

“Work-related stress”. 

• “The findings of survey conducted by Safety and Health at work (2018) have 

confirmed that work related stress is studied as second most important issue”. “In 

Europe the economic costs per annum sustained by various organizations was 

estimate around 20 billion Euros in the report of 2018 recent trends in the studies of 

work-related stress are more inclined to treat the stress as process”. “Even though the 

consensus on any particularly process yet to be developed”.  “For example, Kahn and 

Byosiere (2017) have found three core phases to signify the characteristics of work 

rselated stress process Existence of stressors or insister”. 

• “Performance appraisal process” 

• “Producing response” 

• “The next that is related with cognitive process have been green area to be 

investigated by applying provocative emotional constructs in alliance with causal 

attribution”. “The majority of work-related stress researches have executed these 

three distinct stages as there theoretical frame work”.  “During several years of work-

related stress studies numerous models have been developed”.  “Such as Job Demand 

Resources (JD-R) model developed by Demerouti et al (2016) is one of the most cited 

and influential empirical attempts”. “The models after improving earlier models have 

added more positive phases of work into stress”.   

• “Causal Attribution”. 

“The term causal attribution is an outcome of extensive studies in behavior studies 

and the concept is bit new to the organizational psychological than social 

psychology”. “Heider (2017) is considered to be the pioneer of concept of reasoning”. 

“Subsequently Weiner et al. (2016) developed a theoretical framework which later on 

considered being the major breakthrough the several studies. Hence in social 

psychology causal attribution is considered as single most important research 

paradigm (Weiner, 2015)”. 

“Through their empirical investigation they concluded the significant components 

influencing attributions for accomplishments which includes capability endeavor 

work related challenges and fortunes”. “Today it is more attractive and attentive 

research construct”.  
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CHAPTER NO. 1 

INTRODUCTION 

1.1 Introduction 

The focus of this study is related to the empirical investigation and identifying the 

causes of work related stress and their impact on the job satisfaction level among the 

female bankers. The respondents were given Semi-structured questionnaire to collect 

the response from various female bankers. To investigate the Stress and job turnover 

on females. In modern financial up gradations of institutions and human resources 

management are linked with economic development of the country the existing 

population factor which is known as 60% female and 40%male are contributing their 

major share in GDP and big percentage in economic and social endeavors. 

 

The banking sector is a specialized sector where competitive environment is issue of 

organization. before eighties there were majority of male employees and employers in 

banking personnel than the females the ratio showed very low percentage during the 

1980showever majority of population was out of operation in different sector of states 

financial institutions and other organization .in health and education sector female 

workers are growing day by day in near future it will be dominant positions. 

 

The woman’s /female contributing major share in socioeconomic development of the 

country .the features of female workers distributed into two groups Urban and Rural 

in this study all focus on the rural female banker and their role and responsibilities. A 

Survey is proposed to be applied  regarding  stress among female  bankers, which is 

main cause of demotivation for women in banking sectors in Rural areas of Sindh, 

similarly  we have investigated the positive impact and predict the future of women 

bankers. The study had highlighted the significance of job satisfaction and causes of 

stress among bankers. 

 

Since decades, stress has been pointed out as burning issue in major cities of country, 

a large number of scholars had studied and evaluated the facts that effects the 

performance of Female employees on their performance, variety of factors including, 

the gender discriminations are widely reasons behind the stress, many researchers had 
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proposed different approaches to tackle the problem and response to the stressors will 

be unique contribution in Sindh particularly rural Sindh. 

The working environment is not bed of roses, it contains multifarious perplexing 

elements which continuously, slowly haunting the behavior of the people those who 

constituted such environment no matter the human is ideal the work related is 

indispensable. Since a century or so, stress has been studied as interdisciplinary 

construct, and now become an area greater attention from the part of various scholars. 

The previous studies on stress have been predominantly psychological related and 

numerous models in this regard were developed tested and practices in an 

organizational settings. The gender difference response to the stressors will be unique 

contribution in Sindh particularly rural Sindh. 

 

Work-related stress 

• The findings of survey conducted by Safety and Health at work (2018) have 

confirmed that work related stress is studied as second most important issue. In 

Europe the economic costs per annum sustained by various organizations was 

estimate around 20 billion Euros in the report of 2018 recent trends in the studies of 

work related stress are more inclined to treat the stress as process. Even though the 

consensus on any particularly process yet to be developed.  For example Kahn and 

Bossier (2017) have found three core phases to signify the characteristics of work 

related stress process existence of stressors or insister. 

Performance appraisal process 

Producing response 

• The next that is related with cognitive process have been green area to be 

investigated by applying provocative emotional constructs in alliance with 

causal attribution. The majority of work related stress researches have executed 

these three distinct stages as there theoretical frame work. During several years 

of work related stress studies numerous models have been developed.Such as 

Job Demand Resources (JD-R) model developed by Demerit,et al., (2016), is 

one of the most cited and influential empirical attempt. The models after 

improving earlier models have added more positive phases of work into stress. 
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Causal Attribution 

• The term causal attribution is an outcome of extensive studies in behavior 

studies and the concept is bit new to the organizational psychological than 

social psychology. Heider (2017) is considered to be the pioneer of concept of 

reasoning. Subsequently, Weiner,et al., (2016), developed a theoretical 

framework which later on considered being the major breakthrough the several 

studies. Hence in social psychology causal attribution is considered as single 

most important research paradigm, Weiner, 2015. Through their empirical 

investigation they concluded the significant components influencing attributions 

for accomplishments which includes capability endeavor work related 

challenges and fortunes. Today it is more attractive and attentive research 

construct. 

 

1.2 Statement of problem  

This study was intended to focus on the work related stress behavior of female 

bankers in rural Sindh want to investigate work-related Stress Turnover Intention and 

Job Satisfaction. The rationale behind choosing the female bankers was there was 

increasing tendency of female employees in modern banking practices. The female 

particularly of rural Sindh are very much exposed to stress due to several reasons. 

Such social and economic issues work life balance issues and house holding issues. 

Thus the proposed study was the unique in the sense the rural female bankers are 

rarely studied. 

 

1.3 Objectives of the study 

• To investigate the work-related stress among female bankers. 

• To examine the turnover intention on ruralfemale bankers. 

• To Explore the Job satisfaction Level amongfemale banker. 

• To Analyze the Effect of job performance on rural female bankers. 

 

1.4 Scope of the study 

The study’s main focuses was on the behaviors of employees working in privately 

owned banks in rural Sindh with special reference to the stress level among female 
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bankers. This study is limited to female bankers which are working in banking sector 

in Sindh. 

Hypotheses 

H1: Work-related stress has positive and significant   impact on turnover intention 

on female bankers. 

H1 (a). Work related Stress has negative and significant impact on job satisfaction on 

female bankers. 

H1(c). Work load Stress has positive and significant impact on turnover intention on 

female bankers. 

H1(c). Work related Stress has negative and significant impact on Job satisfaction on 

female bankers. 

H2: Stress related to the physical environment has positive and significant impact on 

turnover intention onfemale bankers. 

H2 (a). Stress related to the physical environment has positive and significant impact 

on turnover intention onfemale bankers. 

H2 (b). Stress related to physical work environment has negative and significant 

impact on Job satisfaction on female bankers. 

H7. Work load Stress has negative and significant impact on Job satisfaction on 

femalebankers. 

H9. Perceived organization support is significantly related with Job satisfaction on 

Female Bankers”. 

H10. Causal attributes fully mediates the relationship between work related stress and 

turnover intention on female bankers. 

H11. Causal attributes fully mediates the relationship between work related stress and 

job satisfaction on female bankers. 

H1 (b). Perceived organization support is significantly related with turnover intention 

on female bankers. 

 

An organization's success or failure hinges upon the availability/sustainability of right 

type of human resource at right time and right place. Therefore, staffing and 

maintaining well trained and committed employees in any organization is the 

hallmark of the management. Long term relationship of employees with the 

organization not only ensures continuity/sustainability of organizational culture at 

workplace but also helps in controlling organizations expenses on  
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frequent recruitment, selection and training of employees on the one hand and 

provides sign of motivation at workplace of female bankers. 

 

A cursory look over the business would reveal that many organizations failed due to 

poor management of human resources while others succeeded due to judicious human 

resource management. One of the most critical problems an organization may face 

irrespective of nature and type of organization is employee’s turnover. Persistent 

turnover intentions are developed due to their job dissatisfactionof rural female 

bankers at workplace. 

Therefore, one of the crucial problems for the management dealing with human 

resources in any organization could be arresting the causes leading to job 

dissatisfaction among the rural female bankers in Sindh and hence giving rise to the 

attitude marked with turnover intention of rural female bankers in Sindh(Graham, 

1982). 

 

Defined Job satisfaction as the measurement of one's total feelings and attitudes 

towards one's job. Job satisfaction is the constellation of attitudes about job 

satisfaction is how employees feel about different aspects of their job. Hoppock 

(1935) defined job satisfaction as any combination of psychological physiological and 

environmental circumstances that causes a person truthfully to say I am satisfied with 

my job. 

 

Why is job satisfaction important to study for rural female bankers of Sindh? 

Employees' dissatisfaction engenders very serious problems for the organization 

instead of using their energy for the achievement of its objectives. Dissatisfiedfemale 

employees if remained in the organization may involve in counter-productive 

activities such as theft poor service destructive rumors and sabotage of equipment 

(Spector, 1997). It has also been found that whenfemale employees are not satisfied, 

they report physical disturbances such as tension, depression, lassitude, apprehension 

and sleeplessness (Spector, 1997). 

 

Dissatisfied employees also complain of stiffness in muscles and joints (O'Driscoll 

&Beehr, 1994). Besides these problems employee’s dissatisfaction gives rise to high 

level of turnover intention (Vroom, 1964; Rahman,et al., 2008; Sarminah, 
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2006;Korunka,et al., 2005), which ultimately leads to actual turnover (Griffeth,et al., 

2000; Steers &Mowday, 1981; Mobley,et al., 1979; Price & Mueller, 1986). 

 

If the factors causing dissatisfaction are not identified, they can give rise to severe 

problems for the organization i.e the employees will show physical disturbances as 

mentioned above they may complain of stiffness in muscles and joints or they may 

leave the organization which is very detrimental for the organization in form of direct 

and indirect cost.So these factors must be identified so as to overcome the problem of 

dissatisfaction because it is harmful for the smooth operation of 

organization.Turnover intention may be defined as the intention of employees to quit 

their organization 

Price (1977) has defined “turnover” as the ratio of the number of organizational 

members who have left during the period being considered divided by the average 

number of people in that organization during the period. Turnover is of two types, 

voluntary and involuntary. Involuntary turnover refers to the case when an employee 

does not want to quit and he/she is given the sack (for example, retirement by force, 

layoffs etc).Voluntary turnover refers to the case when the organization does not want 

an employee to quit and he/she does. Voluntary turnover may be due to unpleasant 

working condition poor salary and other fringe benefits poor working relationship 

with supervisor and coworkers. In this study we have nothing to do with involuntary 

turnover but voluntary turnover. 

 

Why is turnover intention important for an organization to study? 

High turnover brings destruction to the organization in the form of direct and indirect 

cost According to Staw (1980). Expenditures incurred on the selection recruitment 

induction and training of new employees are direct cost. According to Des & Shaw 

(2001) cost of learning reduced morale pressure on the existing employees and the 

loss of social capital are the indirect cost incurred by an organization due to high 

turnover. An employee who leaves his/her organization costs it $1400 to $4000 

(Hogan, 1992). Each employee turnover costs the organization $3000 to $10000 in the 

form of lost productivity lost sales and managements time (Catherine, 2002). 

 

Various studies investigated that the cost of each employee turnover is 70 to 300 

percent of the annual salary of employee (Graef& Hill (2000). A New Zealand bank 
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estimates the costs of external recruitment at NZ$4,500 and NZ$12,500 for non-

management and management employees respectively not including the costs of lost 

sales and customers(Clark & Harcourt, 2000). 

 

To recruit and train new employees is very costly and time consuming (Seavey, 

2004). So in short it is inevitable to identify the factors giving rise to turnover 

intention that culminates in actual turnover of employees so as not only to save 

billions of rupees which are spent on recruitment selection and training of newly 

inducted employees but also to save the precious time of management.Unfortunately 

no study has been conducted to investigate the level of job satisfaction and turnover 

intention of employees of banks in Pakistan. This study will focus on the 

identification of job satisfaction level and the factors contributing to turnover 

intention. 

1.5 Research Questions 

1. Are female bankers in Sindh Pakistan satisfied with the various facets of job 

satisfaction? 

2. How is the job satisfaction associated with job commitment of female rural 

bankers? 

3. How is the job satisfaction associated with turnover intention among the rural 

female bankers? 

 

1.6 Significance of the study 

This study is conducted to add to our understanding of the job satisfaction and 

turnover intention among the female bankers of Sindh as has been investigated in the 

organizational literature. Further this study will identify the factors that contribute to 

job satisfaction and the impact of job satisfaction on turnover intention female 

bankers. This study may assess and evaluate the banking industry in many ways 

through the study of stress and job satisfaction among the rural female bankers. First 

this study will increase our understanding of what are the factors that contribute to job 

satisfaction and turnover intention of rural female employees of banks of Sindh, 

Pakistan. 

 

Second most of the previous studies have focused on five facets of job satisfaction-

among the rural female bankers pay nature of work working condition coworkers and 
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promotion”. So a study is required to examine the untouched variables of job 

satisfaction and turnover intention in banking sector. This study is conducted to 

identify the variables apart from pay, nature of work working condition, coworkers 

and promotion of rural female bankers that have a significant impact on job 

satisfaction and turnover intention. 

 

Third all studies have been conducted in other settings. There is no study that has 

been conducted for rural female in banking sector in Sindh. This study is conducted to 

examine the relationship between job satisfaction and turnover intention among the 

rural female in the banking sector of Sindh.Fourth Employee turnover for female 

bankers is very important in banking sector because of high level of employees and 

customers contact.Fifth a big chunk of money is spent on advertising recruiting 

selection and training of new employees due to high turnover. 

 

If employees' turnover of banking sector is reduced, it can be spent on its further 

development.Finally this study will help managers to better understand the level of 

job satisfaction and turnover intention of banking sector among the rural female 

bankers. It will also help them increase job satisfaction and reduce employee turnover 

among the rural female bankers of Sindh. 

1.7 Terms and Definitions 

 

Job Satisfaction: Locke (1976, p. 1304) defines Job satisfaction as a pleasurable or 

positive emotional state resulting from the appraisal of one’s job or job experiences 

(Graham,1982, p. 68) defined Job satisfaction as the measurement of one's total 

feelings and attitudes towards one's job (Hoppock, 1935, p. 47). Defined job 

satisfaction as any combination of psychological, physiological, and environmental 

circumstances that causes a person truthfully to say I am satisfied with my job. 

 

Turnover Intention: Turnover intention may be defined as the intention of rural 

female banks employees to quit their organization (Price, 1977), has defined turnover 

as the ratio of the number of organizational members who have left during the period 

being considered divided by the average number of people in that organization during 

the period. 
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Affective Commitment: According to Meyer and Allen (1984, p. 375) affective 

commitment is the employee’s “positive feelings of identification with, attachment, 

and involvement in the work organization. 

 

Continuous Commitment: According to Meyer and Allen (1984, p. 373) says that 

continuance commitment refer to anything of value that an employee may have 

“invested (e.g. time, effort, money) that would be lost to be deemed worthless at some 

perceived cost to the individual if he or she were to leave the organization. Such 

investments might include contributions to non-vested pension plans, development of 

organization specific skills or status, use of organizational benefits such as reduced 

mortgage rates and so on. The perceived cost of leaving may be exacerbated by a 

perceived lack of alternatives to replace or make up for the foregone investments. 

1.8 Limitation of the Study 

This study is confined to the analysis of rural female bankers of public and private 

sector banks of Sindh. Therefore the results cannot be generalized to the bankers of 

specialized banks and Islamic banks. Data for this research was collected through 

questionnaire. As data collected through questionnaire is dependent upon the 

voluntary cooperation of participants, such a data can be differed from the data to be 

collected through questionnaire from non-participants because participants are 

differed from non-participants. Questionnaire used for data collection was developed 

by the researcher. So the results are limited to the nature of this questionnaire. 

 

1.9 Theoretical Framework 

The theoretical framework for this study is associated with the previous research 

which states that the demographic variables, job satisfaction and job commitment are 

the predictors of turnover intentions among female bankers in Sindh.Demographic 

characteristics such as age, gender and tenure and educational level are the predictors 

of job satisfaction. Various studies indicated that age had a significant effect on job 

satisfaction. Older employees show higher level of job satisfaction than younger 

employees (John & Kirk, 2007; Jones & Johnson, 2000; Makhdoom,et al., 2004; 

Belcastro&Koeske, 1996; Blood,et al., 2002; John & John, 2006).  
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Job satisfaction level of males is greater than females (Al-Mashaan, 2003;                                  

Lambert,et al.,2001; Ma & Macmillan, 1999). Tenure is the length of time that is 

spent in the organization. Many studies investigate that bankers who spend more time 

in the organization are more satisfied with their jobs than the male employees who 

spend less time in the organization(Jones & Johnson, 2000; Chambers, 1999; Staw, 

1995). 

 

Job satisfaction increases with increase in education”. “Many researchers investigated 

a positive relationship between education and job satisfaction (Glenn & Weaver, 

1982; Larwood, 1984).We consider that demographic characteristics such as age, 

gender, and tenure and education level will have a significant correlation with job 

satisfaction among rural female bakers in this study.This study consider that 

demographic characteristics such as age, gender, tenure and educational level will 

have a significant negative relationship with turnover intention of in female bankers 

ofSindh. Many studies identify that aged employee’s show low level of turnover 

intention. Increase in age decreases turnover intention and vice versa (Sarminah, 

2006). 

When an employee spends more time in an organization, he/she has a low level of 

turnover intention. (Sarminah, 2006; Khatri & Fern, 2001).The theoretical framework 

of this study is based on the assumption and hypotheses that shows the relationship 

between job satisfaction and turnover intentions among the rural female bankers of 

banking sector's employees is significantly negative.(Locke, 1976). 

 

Defines Job satisfaction as “a pleasurable or positive emotional state resulting from 

the appraisal of one’s job or job experiences. Turnover intention is defined as the 

decision of employees to quit their organization voluntarily. The researcher makes the 

results of a few studies conducted previously a base for this study. The relationship 

between job satisfaction and turnover intentions is negative according to many studies 

conducted in different settings.(Rahman,etat., 2008). 

 

Found that job satisfaction had negative effect on turnover intentions of IT 

professional. Khatri and Fern (2001), concluded that there was a modest relationship 

between job satisfaction and turnover intentions. Sarminah, (2006), found a moderate 

relationship between job satisfaction and turnover intentions (Korunka,et al., 2005). 
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Also found a significant negative association between job satisfaction and turnover 

intentions. According to Brough and Frame (2004) job satisfaction is a strong 

predictor of turnover intentions.Workload is stressor when workers feel that they are 

facing many tasks to do in a defined period (Cardenas,et al., 2004). Workload is an 

important antecedent of job satisfaction (Fox,et al., 1993). 

 

Workload is of two types- quantitative and qualitative. Quantitative workload is that 

when an employee feels that he/she has a lot of work to complete in defined period or 

the time for completing the given task is not sufficient or he/she has variety of work to 

do. Qualitative workload is that when an employee feels that he/she does not has the 

ability required for completing the assigned task. Workload has a direct effect on job 

satisfaction.There is a negative relationship between organizational commitment and 

turnover intention of female bankers according to many studies conducted in different 

settings (Khatri and Fern, 2001). 

 

Concluded that there was a strong negative relationship between organization 

commitment and turnover intentions among the rural female bankers in Sindh. 

Similarly many scholars have discovered a strong negative relationship between 

organizational commitment and turnover intention (Dailey & Kirk, 1992; Brown & 

Peterson, 1993; Allen & Meyer, 1990). 

 

Sommers (1995), said that there was a significant negative relationship between 

organizational commitment (affective and continuance commitment) and turnover 

intentions but the correlation between affective commitment and turnover intentions 

was stronger than between continuance commitment and turnover intentions (Chen,et 

at., (1998). 

 

Found that organizational commitment (affective and continuance commitment) was 

negatively associated with turnover intentions. They also found that the correlation 

between affective commitment and turnover intentions was stronger than between 

continuance commitment and turnover intentions among the female bankers.It has 

also been found that the higher alternative employment opportunities lead to higher 

level of turnover intention (Rahman, et at., (2008). 
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Investigated that there was a significant positive relationship between perceived 

alternative job opportunities and turnover intentions of IT professional. Khatri and 

Fern (2001) concluded that there was a weak positive relationship between perceived 

alternative employment opportunity and turnover intentions.Similarly workloads 

(Arnold and Davey, 1999) work to family (Grandey, & Cropanzano, 1999; Andersen, 

et at., 2002), and family to work conflicts (Schafer, et al., 2001) are associated with 

turnover intentions. 
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CHAPTER NO. 2 

LITERATURE REVIEW 

2.1 Job Satisfaction 

Graham (1982, p. 68), defined Job satisfaction as the measurement of one's total 

feelings and attitudes towards one's job. Job satisfaction is the constellation of 

attitudes about job. Job satisfaction is how employees feel about different aspects of 

their job. Hoppock (1935, p. 47), defined job satisfaction as any combination of 

psychological physiological and environmental circumstances that causes a person 

truthfully to sayI am satisfied with my job. According to Lofquist and Davis (1991, 

p.27), job satisfaction is an individual’s affective reaction of the target environmentas 

a result of the individuals appraisal of the extent to which his or her needs are fulfilled 

by the environment”. “These definitions are enough to explain job satisfaction. 

 

2.2 Theories of Job Satisfaction 

There are many job satisfaction theories which explain what job satisfaction is but 

two theories of job satisfaction are more visible in the job satisfaction literature”. 

“These two theories are Content Theory and Process Theory”.“Campbell et al (1970) 

categorized job satisfaction theories either into content theories or process theories. 

Content theories were based on various factors which influence job satisfaction. 

Further process theories taken into account the process by which variables such as 

expectations needs and values and comparison interest with the job to produce job 

satisfaction. Maslow’s hierarchy of needs theory Herzberg two factor theory and 

Alderfer's ERG theory are some of the examples of content theories. 

 

2.2.1 Maslow’s Hierarchy of Needs Theory 

Hierarchy of needs theory is on individual behavior which is affected when he/she 

tries to gratify his/her unsatisfied needs (A. Maslow, 1943). Human needs are 

arranged in ascending order of importance. 

Physiological Needs:These needs include food, shelter, clothing etc. 

Safety Needs:These needs include job security and safeguarding fromphysicalharms 

etc. 

Belonging Needs:These needs are love, social interaction, acceptances etc. 

Esteem Needs:These needs are feeling of growth, self-importance etc. 
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Self-actualization Needs: These needs are attaining the ultimate goal etc.Maslow 

assumes that when one need is satisfied, the next in the hierarchy becomes a 

motivator. 

2.2.2 Herzberg's Two Factor Theory 

Herzberg classified factors that contributed to job satisfaction and dissatisfaction into 

two groups. He maintained that factors that caused satisfaction were different from 

factors that caused dissatisfaction at workplace. Factors that contributed to 

satisfaction were named internal factors or motivators or satisfiers while factors that 

caused dissatisfaction at workplace were called hygiene factors or dissatisfies. 

Hygiene factors if present don’t give satisfaction and if not present give 

dissatisfaction. He identified the following ten factors that did not give positive 

satisfaction. 

Hygiene Factors 

Company policy and administration Technical supervision 

Interpersonal relations with the supervisor Interpersonal relations with peers 

Interpersonal relations with subordinates Salary 

Job security Personallife 

Working conditions Status 

He identified the following six factors that contributed to job satisfaction when they 

are present. 

Motivators 

Achievement Recognition Advancement The work itself Responsibility Growth 

 

2.2.3 Existence, Relatedness and Growth (ERG) Theory 

ERG theory was proposed by Clayton P Alderferer. He classified Maslow's theory 

into the following three categories of human needs that affect satisfaction level. 

Existence needs: Physiological and Safety Needs (food, shelter, clothing, jobsecurity 

etc.). 

Relatedness needs: Belonging needs (relation with coworkers, supervisor,social 

interaction, acceptances etc). 

Growth needs: Self-actualization needs and internal respect.Unlike Maslow's idea 

Alderferer believed that all the above mentioned needs might exist at the same time. 
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2.3 Biographic variables and Job Satisfaction 

2.3.1 Age and Job Satisfaction 

Keeping in view the results of various studies conducted by various researchers it can 

be concluded that the relationship between age and Job Satisfaction is mixed. 

Herzberg et al (1957) found that the relationship between age and Job Satisfaction is 

ushaped. First Job Satisfaction of employees is high then decreases and then, after 

getting to the bottom begins to increase with age. 

The results of the study conducted by Staw (1995) alsoevinced that the association of 

age and Job Satisfaction is u-shaped”. “According to Clark (1996), younger 

employees are satisfied because their experience about the labor market is little.Many 

other studies substantiated that when a worker gets older his/her Job Satisfaction 

begins to increase (Hulin &Smith, 1965; Quinn et al., 1974.Saleh and Otis (1964) say 

that before preretirement period during which Job Satisfaction dwindles the 

relationship between age and Job Satisfaction is linear and positive”. “Keeping in 

view the above, it is hypothesized. 

H1a: There is a significant relationship between age and Job Satisfaction amongst 

rural female bankers of Sindh. 

 

2.3.2 Tenure and Job Satisfaction 

Tenure is the length of time that is spent in an organization. According to many 

studies the association of tenure and Job Satisfaction is inconsistent. For example 

Gruneberg (1979) says that the relationship between Job Satisfaction and tenure is not 

clear. Many other studies have developed a significant positive relationship between 

tenure and Job Satisfaction (Bedeian et al., 1992; Vecchio, 1998). 

Conversely many authors identified an inverse association between tenure and Job 

Satisfaction. For example Lambert et al (2001) found a negative relationship between 

Job Satisfaction and tenure. 

H1b: There is a significant relationship between tenure and Job Satisfaction amongst 

bankers of Sindh”. 

 

2.3.3 Education and Job Satisfaction 

Some of the results of Job Satisfaction studies found a significant positive relationship 

between education and Job Satisfaction while some other studies found a negative and 

some no association between these two variables. The relationship between Job 
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Satisfaction and educational level is significantly positive (Saal& Knight, 1988; 

Glenn & Weaver, 1982; Quinn &Mandilovitch, 1980). 

On the other hand Carrell and Elbert (1974) did a study and concluded in the light of 

results that education and Job Satisfaction were negatively correlated. Clark and 

Oswald (1996) who included education as an independent variable in their research 

found that educational level and Job Satisfaction were negatively correlated. 

Many other studies indicated that there is no relationship between educational level 

and Job Satisfaction. For instance Lambert et al, (2001) found that education had no 

significant bearing on Job Satisfaction. 

H1c: There is a significant relationship between education and Job Satisfaction 

amongst rural female bankers of Sindh. 

 

2.3.4 Gender and Job Satisfaction 

Previously conducted studies revealed different results about the relationship between 

gender and Job Satisfaction. Some of the studies evidenced that women are more 

satisfied than their male counterparts while other studies find that men are more 

satisfied from their job than their female counterparts. Many other studies found no 

relationship between gender and Job Satisfaction. 

 

According to Lambert et al (2001) female employees show higher level of Job 

Satisfaction as compared to male employees (Lambert et al, 2001; Hoppock, 1935). 

Conversely male workers are more satisfied with their job than female workers 

keeping in view the results of many other studies conducted previously (Locke et al, 

1983; Al-Mashaan, 2003; Golding, et al., 1983).Found no relationship between 

gender and Job Satisfaction (Iiacqua, et al., 1995).Also revealed that there is no 

association between gender and Job Satisfaction. 

H1d: There is a significant relationship between gender and Job Satisfaction 

amongst bankers of Sindh. 

 

2.4 Factors affecting Job Satisfaction 

2.4.1 Pay and Job Satisfaction 

According to many studies there is a significant correlation between satisfaction with 

pay and job satisfaction (Nazim, 2008) J Green, 2009; Souza-Poza, 2000). Therefore, 
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it is hypothesized. There is a significant relationship between pay and Job Satisfaction 

amongst rural female bankers of Sindh. 

2.4.2 Social Status and Job Satisfaction 

Many studies have proved that social status and job satisfaction are positively related 

to each other. While others showed no relationship between these two variables. J 

Green (2009) in his PhD dissertation Job Satisfaction of Community College 

Chairpersons found a significant positive relationship between social status and total 

job satisfaction. Wong found that teachers are not satisfied with social status. 

Therefore it is hypothesized. 

H1 There is a significant relationship between social status and Job Satisfaction 

amongst rural female bankers of Sindh. 

 

2.4.3 Security and Job Satisfaction 

According to many studies it was investigated that when employees was given job 

security, they showed high level of job satisfaction. J Green (2009) in his PhD 

dissertation Job Satisfaction of Community College Chairpersons found a significant 

positive relationship between security and total job satisfaction. In this study it is 

hypothesized. 

H1g: There is a significant relationship between Security and Job Satisfaction 

amongst rural female bankers of Sindh. 

 

2.4.4 Promotion and Job Satisfaction 

Many researchers have found a positive association between promotion and job 

satisfaction (Nazim, 2008; J Green, 2009; Tutuncu&Kozak, 2006; Levinson, 1983) 

Therefore, it is hypothesized. 

H1h: There is a significant relationship between Promotion and Job Satisfaction 

amongst female bankers of Sindh. 

 

2.4.5 “Working Condition and Job Satisfaction 

Many researchers found that working condition or operating condition has a 

significant relationship with job satisfaction (Nazim, 2008). Another researcher also 

found that working environment and job satisfaction were positively associated with 

each other (Onu et al., 2005). Therefore, it is hypothesized. 
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H1i: There is a significant relationship between Working Condition and Job 

Satisfaction amongst the female bankers of Sindh. 

 

2.4.6 Supervision and Job Satisfaction 

Many researchers have established a positive relationship between supervision and 

job satisfaction. There is a significant positive relationship between supervision and 

job satisfaction (Nazim, 2008; Billingsley & Cross 1992). Therefore, it is 

hypothesized. 

H1j: There is a significant relationship between Supervision and Job Satisfaction 

amongst rural female bankers of Sindh. 

 

2.4.7 “Recognition and Job Satisfaction 

Many researchers have established a significant positive relationship between 

recognition and job satisfaction. J Green (2009) in his PhD dissertation. Job 

Satisfaction of Community College Chairpersons found a significant positive 

relationship between Recognition and total job satisfaction. 

H1k: There is a significant relationship between Supervision and Job Satisfaction 

amongst bankers of Sindh. 

 

2.4.8 Coworkers and Job Satisfaction 

According to the research conducted in different settings by different researchers it 

was concluded that coworkers and job satisfaction was significantly and positively 

associated with each other (Nazim2008;DeVaney& Chen, 2003). 

H1L: There is a significant relationship between Coworkers and Job Satisfaction 

amongst female bankers of Sindh. 

 

2.4.9 Nature of Work and Job Satisfaction 

Also according to the latest research it was concluded that nature of work and job 

satisfaction was positively associated with each other. For example Nazim concluded 

that nature of work and job satisfaction had a significant positive relationship with 

each other. Therefore, it is hypothesized. 

H1m: “There is a significant relationship between Nature of Work and Job 

Satisfaction amongst female bankers of Sindh. 
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2.4.10 Distributive and Procedural Justice and Job Satisfaction 

Plenty of research on organizational justice is available since last two decades. 

Cropanzano & Greenberg (1997) have defined Organizational justice as the fairness 

and the evaluation of treatment an employee gets in the organization.Organizational 

justice is of two types Distributive Justice and Procedural Justice. According to Folger 

and Greenberg (1985) distributive justice denotes the fairness of the outcomes 

received by the workers while procedural justice refers to the procedure used for 

determining these outcomes. According to Greenberg (2001), distributive justice 

refers to the responses of workers to the fairness of the treatment or distribution of 

rewards such as pay promotions bonusesjob security and layoffs received from the 

organization. 

 

Many studies have been conducted to measure the level of organizational justice and 

its effects on Job Satisfaction. Samad (2006) who included distributive and procedural 

justice in his study as an independent variable found that distributive and procedural 

justice were predictors of Job Satisfaction. Yusof and Shamsuri (2006) found that 

distributive justice was a predictor of Job Satisfaction. Therefore, it is hypothesized. 

H1n: There is a significant relationship between Distributive Justice and Job 

Satisfaction amongst bankers Sindh, Pakistan. 

H1o: There is a significant relationship between Procedural Justice and Job 

Satisfaction amongst rural female bankers of Sindh. 

 

2.4.11 Autonomy and Job Satisfaction 

“The relationship between autonomy and job satisfaction according to a lot of 

previously conducted studies is significantly positive”. “Samad (2006) found that the 

relationship between Autonomy and job satisfaction is significantly positive”. “In this 

study it is hypothesized. 

H1p:“There is a significant relationship between Autonomy and Job Satisfaction 

amongst female bankers of Sindh. 

 

2.4.12 Work-family and family-work conflicts and Job Satisfaction 

In the modern age the competition compels organizations to increase productivity 

which demands more time to be spent in the organization”. “In this way less time is 
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left to be spent with family. Work to family conflict takes place when employees 

extend their efforts to meet the demands of their work at the expense of the demands 

of their family and vice versa (Wang, et al., 2004). Greenhaus and Buetell (1985) 

have defined work-family conflict as “a form of inter-role conflict in which role 

pressures from the work and family domains are mutually incompatible in some 

respect.Many studies have researched the association between work-family conflicts 

and Job Satisfaction and found that there is a significant negative relationship between 

work-family conflict and Job Satisfaction (Bhuian, et al., 2005; Lee & Choo, 2001; 

Netmeyer, et al., 1996; Judge, et al., 1994)”. “Brockwood found that family-work 

spillover was positively correlated with Job Satisfaction (cited in Hansen et al., 2006). 

H1q: There is a significant relationship between Work-Family Conflict and Job 

Satisfaction amongst the female bankers of Sindh. 

H1r: There is a significant relationship between Family-Work Conflict and Job 

Satisfaction amongst thefemale bankers of Sindh 

 

2.4.13 Work overload and Job Satisfaction 

Cardenas et al., (2004) defines Work overload as a stressor when workers feel that 

they have a plenty of responsibilities or tasks in a specified period of time. Overload 

has two types: qualitative and quantitative. Quantitative work overload refers to the 

condition when employees feel that they have a lot of different things to do a plenty of 

work to complete, or insufficient time to accomplish the assigned work. Qualitative 

work overload refers to the condition when employees feel that they don’t have the 

required.Ability to accomplish their work or the performance standards are very high 

or irrespective of the time available to them, they have too much to do. 

Spector and Jex (1998) included in their study work overload as an independent 

variable and found that work overload contributes too many negative outcome such as 

job dissatisfaction. 

Fox, et al., (1993) also conducted a study the results of which showed that high 

workloads contribute too many negative outcomes such as low Job Satisfaction. 

H1s: There is a significant relationship between Work Overload and Job 

Satisfaction amongstfemale bankers of Sindh. 
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2.4.14 Perceived Alternative Employment Opportunity (PAEO) and Job 

Satisfaction 

It has been proved by many researchers that PAEO is closely related to job 

satisfaction. Therefore, in this study it is hypothesized. 

H1t: There is a significant relationship between PAEO and Job Satisfaction 

amongst rural female bankers of Sindh. 

 

2.5 Job Satisfaction and Commitment 

According to many researchers job satisfaction has a significant positive relationship 

between with commitment. Porter et al., (1974) in their article Organizational 

commitment Job Satisfaction and Turnover among Psychiatric Technicians concluded 

that job satisfaction is a strong predictor of organizational commitment. Knoop (1995) 

also in his article Relationships between Job Involvement Job Satisfaction and 

Organizational Commitment for Nurses found that job satisfaction is significantly 

correlated with organizational commitment. It is therefore, hypothesized. 

H1u: There is a significant relationship between Job Satisfaction and Affective 

Commitment amongst the female bankers of Sindh. 

H1v: There is a significant relationship between Job Satisfaction and Continuous 

Commitment amongst the female bankers of Sindh. 

 

2.6 Biographical Variables and Turnover Intention 

2.6.1 Age and Turnover Intention 

Many researchers have proved that age is negatively associated with turnover 

intention. According to the study conducted by Sarminah (2006) age was investigated 

to have a significant negative effect on turnover intentions of IT staff. Porter and 

Steers (1974) in their article Organizational. Work and Personal Factors in Employee 

Turnover & Absenteeism concluded that the relationship between Age and turnover 

intention was significantly negative. Increase in age decreases turnover intention and 

vice versa (Samad, 2006). Therefore, it is hypothesized. 

H2a: There is a significant relationship between Age and Turnover Intention 

amongst the female bankers of Sindh. 
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2.6.2 Tenure and Turnover Intention 

The findings of many studies showed that there was a significant relationship between 

tenure and turnover intentions. When an employee spends more time in an 

organization he/she has a low level of turnover intention. (Samad, 2006; Porter and 

Steers, 1974). Therefore, it is hypothesized. 

H2b: There is a significant relationship between Tenure and Turnover Intention 

amongst female bankers of Sindh. 

 

2.6.3 Education and Turnover Intention 

It has been concluded by many researchers that more educated employees are more 

frequently leave their organization than less educated employees. Cotton and Tuttle 

(1986) in their famous article Employee Turnover. A Meta-Analysis and Review with 

Implications for Research" proved that more educated workers more likely to leave 

than less educated employees. Clark and Harcourt (2000) in their article the 

determinantsof Employee Turnover Behaviour. New Evidence from a New Zealand 

Bank concluded the same as Cotton and Tuttle (1986) did. Therefore, it is 

hypothesized. 

H2c: There is a significant relationship between Education and Turnover Intention 

amongst the female bankers of Sindh. 

2.6.4 Gender and Turnover Intention 

Cotton and Tuttle (1986) in their famous article Employee Turnover: A Meta-

Analysis and Review  

with Implications for Research concluded that female employees were more prone to 

quit their organization than male counterparts. Weisberg and Kirschenbaum (1993) 

also found that female workers are more likely to leave than male workers.2d:

 There is a significant relationship between Education and Turnover Intention 

amongst female bankers of Sindh. 

 

2.7 Factors Affecting Turnover Intention 

2.7.1 Pay and Turnover Intention 

According to many studies conducted in 21
st
 century it was founded that there was a 

significant negative relationship between pay and turnover intention (Aamir&Sohail, 

2006; Steven & Hannon, 2008; Khatri & Fern, 2001 Vandenberghe& Tremblay, 
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2008; Bodla& Hameed, 2008). According to Cotton and Tuttle (1986)”.“Pay produces 

a highly significant Meta-analysis, with 29 of 32 data sets, finding negative 

relationship between pay and turnover. Lakhani (1988) concluded that "quit rates 

were negatively related to pay level and even more so, to the size of the bonus 

offered". Koh and Goh (1995) investigated that satisfaction with financial rewards 

and turnover intention was negatively associated with each other.Conversely many 

scholars have found that there is a positive relationship between pay and turnover 

intention. For example Krau (1981) investigated a positive relationship between pay 

and turnover. 

H2e: There is a significant relationship between Pay and Turnover Intention 

amongst   female bankers of Sindh. 

 

2.7.2 Social Status and Turnover Intention 

According to many studies it was proved that satisfaction with social status and 

turnover intentions have a significant negative correlation. For example Wong ting 

hong, Teachers' satisfaction with social prestige was the most powerful predictor of 

their desire to leave teaching. Nazim (2008) found no relationship between 

satisfaction with social status and turnover intentions of private sector school 

teachers.Keeping in view the above discussion it is hypothesized. 

H2f: There is a significant relationship between Social Status and Turnover 

Intention amongstfemale bankers of Sindh”. 

 

2.7.3 Security and Turnover Intention 

According to many researchers security is a strong predictor of turnover intention. 

Many studies concluded that the association of security and turnover intention is 

significantly negative. Many other studies supported the same. In this study it is 

hypothesized. 

H2g: There is a significant relationship between Security and Turnover Intention 

amongst the female bankers of Sindh. 
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2.7.4 Promotion and Turnover Intention 

Many studies found that satisfaction with promotion and turnover intention had a 

negative relationship (Aamir&Sohail, 2006; Steven & Hannon, 2008). It is therefore 

hypothesized: 

H2h: There is a significant relationship between Promotion and Turnover Intention 

amongst the female bankers of Sindh. 

 

2.7.5 Working Conditions and Turnover Intention 

Many studies investigated a negative relationship between satisfaction with working 

conditions and turnover intention(Aamir&Sohail, 2006; Steven and Hannon, 2008; 

Wong). Therefore, it is hypothesized. 

H2i: There is a significant relationship between Working Conditions and Turnover 

Intention amongst the female bankers of Sindh”. 

 

2.7.6 Supervision and Turnover Intention 

Many studies conducted in Twenty first century confirmed that any decrease or 

increase in employees satisfaction with supervision leads to increase or decrease in 

their turnover intentions. According to many studies, the relationship between 

satisfaction with supervision and turnover intention was significantly negative 

(Aamir&Sohail, 2006; to Bodla& Hameed, 2008; Khatri et al., 2001; Steven and 

Hannon, 2008). Therefore, it is hypothesized. 

H2j: “There is a significant relationship between Supervision and Turnover 

Intention amongst the female bankers of Sindh 

2.7.7 Recognition and Turnover Intention 

A lot of research has established a significant negative association between 

Recognition and Turnover Intention. When employees' work is appreciated, they will 

feel satisfaction and their intention to quit their organization will be nil or low. It is 

therefore hypothesized. 

H2k: There is a significant relationship between Recognition and Turnover 

Intention amongst the female bankers of Sindh”. 
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2.7.8 Coworkers and Turnover Intention 

The relationship between satisfaction with coworkers and turnover intention 

according to many studies is significantly negative. For example according to 

Aamir&Sohail (2006). 

Satisfaction with coworkers and turnover intentions of teachers were found to have a 

negative relationship at a significant level of five percent. Steven and Hannon (2008) 

concluded that satisfaction with coworkers and turnover intention had a significant 

negative relationship. 

H2L: There is a significant relationship between Coworkers and Turnover Intention 

amongst the female bankers of Sindh. 

 

2.7.9 Nature of Work and Turnover Intention 

According to many studies, when employees are satisfied with the nature of work, 

they will have a low level of turnover intention (Bodla& Hameed, 2008; Khatri & 

Fern, 2001; Steven & Hannon, 2008). Aamir and Sohail (2006)found a negligible 

negative relationship between satisfaction with the nature of work and turnover 

intentions of teachers. 

H2m: There is a significant relationship between Nature of Work and Turnover 

Intention amongst the female bankers of Sindh. 

 

2.7.10 Distributive and Procedural Justice and Turnover Intention 

Plenty of research on organizational justice is available since last two decades. 

Cropanzano and Greenberg (1997) have defined Organizational justice as the fairness 

and the evaluation of treatment an employee gets in the organization. Organizational 

justice is of two types Distributive Justice and Procedural Justice. According to Folger 

and Greenberg (1985) distributive justice denotes the fairness of the outcomes 

received by the workers while procedural justice refers to the procedure used for 

determining these outcomes. According to Greenberg (2001) distributive justice refers 

to the responses of workers to the fairness of the treatment or distribution of rewards 

such as pay promotions bonuses job security and layoffs received from the 

organization”.“Price and Muller (1986) assert that organizational justice has a 

significant negative impact on turnover intention of workers. In this study it is 

hypothesized. 
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H2n: There is a significant relationship between Distributive Justice and Turnover 

Intention amongst the female bankers of Sindh. 

H2o: There is a significant relationship between Procedural Justice and Turnover 

Intention amongst the female bankers of Sindh. 

 

2.7.11 Autonomy and Turnover Intention 

According to the latest research conducted in different settings it has been concluded 

that autonomy is negatively related to turnover intention. Samad (2006) found that the 

relationship between Autonomy and Turnover Intention was significantly negative. It 

is hypothesized. 

H2p: There is a significant relationship between Autonomy and Turnover Intention 

amongst the female bankers of Sindh. 

 

2.7.12 Work-Family and Family-Work Conflicts and Turnover Intention 

It is strongly believed by many researchers that it is Work-Family Conflict that causes 

employees to quit their jobs.When employees are unable to meet the requirements of 

their family due to the aggressive demands of their job they tend to leave their job. 

According to the study conducted by Cohen (1997) employees quit their jobs when 

they have work-family conflict. So WorkFamily Conflict and Family-Work Conflict 

have a positive correlation with Turnover Intention. In this study it is hypothesized. 

H2q: There is a significant relationship between Work-Family Conflict and 

Turnover Intention amongst the female bankers of Sindh. 

H2r: There is a significant relationship between Family-Work Conflict and 

Turnover Intention amongst the female bankers of Sindh. 

 

2.7.13 Work Overload and Turnover Intention 

Many studies showed that there was a positive correlation between Work Overload 

and Turnover Intention of employees. Fox et al., (1993) found that the relationship 

between Workload is positively associated with turnover intention. High workload 

leads to turnover intention. In this study it is hypothesized. 

H2s: There is a significant relationship between Work Overload and Turnover 

Intention amongst the female bankers of Sindh 
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2.7.14 Perceived Alternative Employment Opportunities (PAEO) and Turnover 

Intention 

Perceived Alternative Employment Opportunities is an uncontrollable variable. When 

jobs are more or employment opportunities in the labor market are available 

employees will have a strong intention to quit their present job and vice versa (Abdul 

Rehman et al., 2008; Khatri & Fern, 2001; Bodla& Hameed, 2008). It is 

hypothesized. 

H2t: There is a significant relationship between PAEO and Turnover Intention 

amongst the female bankers of Sindh. 

 

2.8 Organizational Commitment and Turnover Intention 

There is a negative relationship between organizational commitment and turnover 

intention according to many studies conducted in different settings. Khatri and Fern 

(2001) concluded that there was a strong negative relationship between organizational 

commitment and turnover intentions”. “Similarly many scholars have discovered a 

strong negative relationship between organizational commitment and turnover 

intention”.“(Dailey&Kirk, 1992; Brown & Peterson, 1993; Allen & Meyer, 1990). 

 

Sommers (1995) said that there was a significant negative relationship between 

organizational commitment (affective and continuance commitment) and turnover 

intentions but the correlation between affective commitment and turnover intentions 

was stronger than between continuance commitment and turnover intentions (Chen at 

al., 1998). 

 

Organizational commitment (affective and continuance commitment) was negatively 

associated with turnover intentions. They also found that the correlation between 

affective commitment and turnover intentions was stronger than between continuance 

commitment and turnover intentions. 

H2u: There is a significant relationship between Affective Commitment and 

Turnover Intention amongst the female bankers of Sindh. 

H2v: There is a significant relationship between Continuous Commitment and 

Turnover Intention amongst the female bankers of Sindh. 
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2.9 Job Satisfaction and Turnover Intention”. 

Many studies conducted to investigate the relationship between job satisfaction and 

turnover intention at different organization”. “Most of the studies concluded that the 

relationship between job satisfaction and turnover intention is negative (Rahman et 

al., 2008; Korunka et al., 2005; Brough& Frame, 2004; Chen et al., 2004). Khatri and 

Fern (2001) concluded that there was a modest relationship between job satisfaction 

and turnover intentions”. “It is therefore hypothesized. 

H2w: There is a significant relationship between Job Satisfaction and Turnover 

Intention amongst the female bankers of Sindh. 
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CHAPTER NO. 3 

RESEARCH METHODOLOGY 

3 Introduction 

The research study undertaken was causal in nature and mostly based on primary data. 

This chapter describes the research methodology followed during the process of 

research investigation aimed to establish relationships between job satisfaction and 

turnover intention among rural female bankers of Sindh”. “Details about the following 

events of the research process are discussed below against each in given order of 

sequence. 

 

3.1 Population 

According to Huysmans (1994) population is the total collection of all members’ 

cases or elements about which the researcher wishes to draw conclusions.According 

to Sekaran (2003) Population is the entire group of people elements under study 

events or things of interest that the researcher wishes to investigate. 

The population for this research comprises bankers from the private and public sector 

banks of all the following twenty four (18) districts of Sindh”. 

 

 

There are 244 branches of public sector banks and 254 branches of public sector 

banks operating in these 18 districts of Sindh as per the following framework. 

  

Karachi Hyderabad Sukkur 

Tharparker Umerkot Benaziabad 

Dadu Thata Badin 

Larkana Shikarpur Jacobabad 

Kashmore  Ghotki MirpurKhas 

Khairpur  NusheroFeroze Sanghar 
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3.1.1 Population Framework 

Kind of banks 
 

Name of Banks 
 

Number of branches in Female 
 

Total    

Public 

banks Sector 

 1.  First Woman Bank Limited  4 6 24   

 2.  The Bank of Sindh  4 6 06   

   3.  National Bank of Pakistan  209 6 836   

   4.  The Bank Of Punjab  7 6 42  224 

Private banks  5.  JS Bank Limited  4 6 24   

   6.  Allied Bank Limited  51 6 306   

   7.  Kasb Bank Limited  3 6 18   

   8.  MCB Bank Limited  52 6 312   

   9.  Askari Bank Limited  12 6 72   

   10.  Mybank Limited  4 6 24   

   11.  NIB Bank Limited  12 6 72   

   12.  Bank Alfalah Limited  17 6 51   

   13.  Bank Al Habib Limited  7 6 42   

   14.  Soneri Bank Limited  3 6 18   

  

 

15.  
Standard   Chartered   Bank 

Limited 

 

5 6 30 

 

    

   16.  United Bank Limited  42 6 252   

   17.  Habib Bank Limited  19 6 114   

   18.  
Habib Metropolitan Bank    

Limited  8 6 48  272 

Total 463 108 2291  498 

 

3.2 Sample 

Sekaran (2003) defines sampling as the process of selecting a sufficient number of 

elements from the population so that a study of the sample and an understanding of its 

properties or characteristics would make it possible for us to generalize such 

properties or characteristics to the population elements. With average frequency six 

each Owing to the geographical dispersion of the banks and the heterogeneity of 

banks size and make up the sampling process was adopted as follow. Owing to the 

limited time and resources the sample techniques employed was multi stage and 

random sampling. Initially 30 % sample of the 12 district was taken randomly that 

came to six districts of Badin, Mirpurkhas, Umerkot, Sanghar Tharparker, Naushro 

Feroze. 
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Since banks located in very far from home were inaccessible due to ongoing situation 

of violence and security therefore, on the advice of my supervisor I added one more 

district Karachi in the sample size. After sample draw of seven districts, a list of all 

banks located in these sampled districts was prepared so as to select the random 

sample of these banks. Since the total number of employees in all types of banks was 

less than 1100 therefore, with the consultation of supervisor the sample size of the 

employee was enhanced to 50% of total employees. The list of the banks, number of 

branches in 7 districts of Sindh, 50 percent sample of the branches and total 

respondents is shown in the table below under the title of sample framework. 

3.2.1 Sample Framework 

Kind  of 

banks 

Name of Banks Number 

of 

branches 

in  7 

Sampled Total 

Banks Respondents 

Districts 

of Sindh 

50%  of 

Banks 

Public 

Sector 

banks 

1.  First Woman Bank Limited 4 2 4 

2.  The Bank Of Sindh 15 8 32 

3.  National Bank Of Pakistan 77 39 202 

4.  The Bank Of Punjab 5 3 9 

Total Public Sector banks 101 52 (50% 

of 101) 

247 

Private 

Sector 

banks 

1.  JS Bank Limited 4 2 5 

2.  Allied Bank Limited 63 32 64 

3.  Kasb Bank Limited 3 1 2 

4.  MCB Bank Limited 45 22 82 

5.  Askari Bank Limited 9 5 18 

6.  Mybank Limited 4 2 4 

7.  NIB Bank Limited 11 6 14 

8.  Bank Alfalah Limited 13 6 24 

9.  Bank Al Habib Limited 6 3 9 

10.  Soneri Bank Limited 3 1 5 

11.  Standard  Chartered Bank Limited 5 3 10 
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 12.  United Bank Limited 21 10 53 

13.  Habib Bank Limited 15 8 25 

14.  Habib  Metropolitan Bank Limited 2 2 11 

Total Private Sector banks 204 103 

(approx. 

50% of 

204) 

326 

 

3.3 Procedure for Data Collection 

All data was collected through questionnaires developed by the researcher. 

Questionnaires along with covering letters which explained the purpose of the study 

were distributed to the private and public sectors bankers physically by the researcher 

himself and few other couriers hired for the purpose on line googleform and google 

doc. Each set of questionnaire was accompanied with the different option from some 

of postal service with the return envelope duly stamped and having address of the 

researcher written on them. They were requested to mail back the completed 

questionnaires through that envelop. It took almost three months to distribute the 

questionnaires and four months to get back the completed questionnaires. 

 

Due to a large population 50 percent branches of both private and public sector banks 

were targeted for data collection from seven districts ofSindh. Fifty two (52) branches 

which are fifty percent (50%) of all public sector banks and one hundred and two 

(102) branches which are fifty percent (50%) of all private sector banks were visited 

in the seven districts of Sindh in order to meet the managers and discuss with them 

about designed research. With the help of branch managers all employees of Grade 1 

11 and 111 of public and private sector banks were distributed questionnaires along 

with covering letters which explained the objective of the research and return 

envelops duly stamped and having address of the researcher written on them. 

 

There were almost 376 employees of Grade 1 11 and 111 working in 52 branches of 

public sector banks. So they were distributed questionnaires. Three hundred and 

twenty six (326) questionnaires (87.16% return rate) were returned to the researcher 

out of which seventy nine (79) questionnaires were unusable due to incomplete 
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information and two hundred and forty seven (247) questionnaires were usable which 

were coded for research purpose. 

There were almost 416 employees of Grade 1 11 and 111 working female bankers in 

102 branches of private sector banks. So they were distributed questionnaires.Three 

hundred and sixty (360) questionnaires (86.53% return rate) were returned to the 

researcher out of which thirty-four (34) questionnaires were unusable due to 

incomplete information and three hundred and twenty six (326) questionnaires were 

usable which were coded for research purpose. 

 

3.4 Statistical tools used for data collection 

A number of statistical tools including descriptive and inferential statistics were used 

to test the hypotheses. Mean and Standard Deviation were calculated through SPSS 

22version in order to know about the level of satisfaction from various factors level of 

overall job satisfaction and level of turnover intention. Similarly SPSS 22 version was 

used for calculating Correlation and Multiple Regression in order to know the 

relationship between job satisfaction and demographic variables and job satisfaction 

and turnover intention. 

 

3.5. Measurement  

3.5.1 Measurement of satisfaction with pay 

Satisfaction with pay was measured by using six (6) items developed by the 

researcher”. “The scale was measured on a five-point likert scale from 1 (Strongly 

Agree) to 5 (Strongly Disagree) Efforts were made to measure the satisfaction with 

pay from every angle. The following questions were asked”. 

 

Satisfaction with pay scale of Female Bankers 

1. My salary gives me a comfortable life. 

2. Banking sector is a well paid sector. 

3. I am paid according to the efforts I use for this bank. 

4. This bank is a well-paid bank as compared to other banks. 

5. The salary I am paid in this bank is very high. 

6. The fringe benefits (medical allowance, incentives, and free accommodation 

etc.) I get from this bank are very high. 

7. There are provision of special holidays for health and social circustamstances. 
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8. There are pleasant environment for female bankers. 

3.5.2 Measurement of satisfaction with social status of Female Bankers 

Satisfaction with social status was measured by using three (3) items”. “All these 

three questions were developed by the researcher. The scale was measured on a five-

point likert scale from 1 (Strongly Agree) to 5 (Strongly Disagree). The following 

questions were asked 

 
 

Satisfaction with social status scale of Female Bankers 

1. Female Bankers are respected in Sindh 

2. The social status offemale bankers especially inSindh is very high 

3. Banking profession is given respect in our society 

4. Female bankers rewarded with high degree of honor  

 
 

3.5.3 Measurement of satisfaction with security 

Satisfaction with social status was measured by using four (4) items. All these four 

questions were developed by the researcher. The scale was measured on a five-point 

likert scale from 1 (Strongly Agree) to 5 (Strongly Disagree).The following questions 

were asked. 

 
 

Satisfaction with security scale of Female Bankers 

1. My job provides me with security. 

2. My job is secure. 

3. My manager cannot dismiss me if I commit a small mistake. 

4. My job is permanent. 

 

3.5.4 Measurement of satisfaction with promotion 

“Satisfaction with social status was measured by using three (3) items”. “All these 

three questions were developed by the researcher”. “The scale was measured on a 

five-point likert scale from 1 (Strongly Agree) to 5 (Strongly Disagree)”.“Efforts were 

made to measure the satisfaction with promotion from every direction”. “The 

following questions were asked”. 
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“Satisfaction with promotion scale of Female Bankers 

1. “In the near future I will be promoted”. 

2. “My promotion chances on present job are bright”. 

3. “My advancement on present job is looking bright”. 

 

3.5.5 Measurement of satisfaction with working condition of Female Bankers 

“Satisfaction with social status was measured by using four (4) items”. “All these four 

questions were developed by the researcher”. “The scale was measured on a five-

point Likert scale from 1 (Strongly Agree) to 5 (Strongly Disagree)”. “The following 

questions were asked”. 

Satisfaction with working condition scale 

1. “The Bank I work in is well furnished office”. 

2. “The bank I work in is Air Conditioned cabin”. 

3. “The bank I work in is well ventilated atmosphere”. 

4. “The working condition of this bank is suitable for my economic and social 

needs”. 

 

3.5.6 Measurement of satisfaction with supervision of Female Bankers 

“Satisfaction with supervision was measured by using four (4) items”. “All these four 

questions were developed by the researcher”. “The scale was measured on a five-

point Likert scale from 1 (Strongly Agree) to 5 (Strongly Disagree)”. “The following 

questions were asked”. 

 

Satisfaction with supervision scale 

1. “My manager provides me help on in hard situation”. 

2. “My manager is an honest and nice man/woman”. 

3. “When my manager treats me he/her attitude is polite and motivating”. 

4. “My working relationship with my manager is good accordingly”. 

 

3.5.7 Measurement of satisfaction with recognition 

“Satisfaction with recognition was measured by using three (3) items”. “All these 

three questions were developed by the researcher”. “The scale was measured on a 

five-point Likert scale from 1 (Strongly Agree) to 5 (Strongly Disagree)”. “The 

following questions were asked”. 
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Satisfaction with recognition scale of Female Bankers 

1. “I am said well done when I do my work properly”. 

2. “My manager praises me when I do a good job”. 

3. “I am given full credit for doing a good job”. 

 

3.5.8 Measurement of satisfaction with coworkers 

Satisfaction with coworkers was measured by using four (4) items”. “All these four 

questions were developed by the researcher”. “The scale was measured on a five-

point Likert scale from 1 (Strongly Agree) to 5 (Strongly Disagree)”. “Efforts were 

made to measure the satisfaction with coworkers from every direction”. “The 

following questions were asked”. 

Satisfaction with coworker’s scale of Female Bankers 

1. “My coworkers cooperate with me in my all tasks”. 

2. “I have an effective working relationship with my coworkers in the bank”. 

3. “It is easy to make a close relationship with my coworkers through interpersonal 

communication”. 

4. “My coworkers don’t complaint against me to my manager regarding my 

duties”. 

 

3.5.9 Measurement of satisfaction with nature of work 

“Satisfaction with nature of work was measured by using five (5) items”. “All these 

five questions were developed by the researcher”. “The scale was measured on a five-

point Likert scale from 1 (Strongly Agree) to 5 (Strongly Disagree)”. “Efforts were 

made to measure the satisfaction with nature of work from every direction”. “The 

following questions were asked”. 

 

Satisfaction with nature of work scale of Female Bankers 

1. “The work I am doing is well suited to my abilities and qualifications”. 

2. “I like to take the responsibilities of my job with sincerity and loyalty”. 

3. “I like the duties of my job description”. 

4. “The work I am doing is according to my skills and techniques”. 

5. “I like my job with my qualification and expertise”. 
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3.5.10 Measurement of satisfaction with distributive justice 

“Satisfaction with distributive justice was measured by using six (6) items”. “All 

these six questions were developed by the researcher”. “The scale was measured on a 

five-point Likert scale from 1”.“(Strongly Agree) to 5 (Strongly Disagree)”. “Efforts 

were made to measure the level of distributive justice from every direction”.“The 

following questions were asked”. 

 

Satisfaction with Distributive Justice scale for Female Bankers 

1. “My manager rewards me according to my education skill and experience”. 

2. “My manager rewards me keeping in view my job responsibilities and growth”. 

3. “My manager rewards me keeping in view my efforts and job design”. 

4. “My manager rewards me keeping in view the stresses and strains of my job”. 

5. “My manager rewards me keeping in view the extra time I use for the success of 

this bank”. 

6. “My manager rewards me keeping in view the amount of work that I do well”. 

 

3.5.11 Measurement of satisfaction with procedural justice of Female Bankers 

“Satisfaction with procedural justice was measured by using six (6) items”. “All these 

six questions were developed by the researcherfor Female Bankers”. “The scale was 

measured on a five-point Likert scale from 1 (Strongly Agree) to 5 (Strongly 

Disagree)”“.Efforts were made to measure the level of procedural justice from every 

direction”. “The following questions were asked”. 

 

Satisfaction with Procedural Justice Scale for Female Bankers 

1. “It is clear to all for Female Bankers that how to get a promotion and next 

grade”. 

2. “It is clear to all female bankers that salaries are distributed fairly and on time”. 

3. “Good performance appraisalgives an impetus to the chances of promotion for 

female bankers”. 

4. “My manager collects all relevant information while making decisions about my 

job”. 

5. “My manager keeps in mind my personal needs while making decisions about 

my job”. 
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6. “A female banker if not satisfied with the decisions made about his/her job can 

appeal or challenge them”. 

 

3.5.12 Measurement of Autonomy of Female Bankers 

“Satisfaction with Autonomy was measured by using three (3) items”. “All these three 

questions were developed by the researcher”. “The scale was measured on a five-

point Likert scale from 1(Strongly Agree) to 5 (Strongly Disagree)”. “Efforts were 

made to measure the level of autonomy from every direction”. “The following 

questions were asked”. 

 

Autonomy Scale among Female Bankers 

1. “I have full freedom to do my work on my own format”. 

2. “I have full authority to do my work on my own techniques”. 

3. “No one can interfere in my work without reason”. 

 

3.5.13 Measurement of work to family conflicts of Female Bankers 

Work to Family Conflict was measured by using five (5) items”. “All these five 

questions were developed by the researcher of Female Bankers”. “The scale was 

measured on a five-point Likert scale from 1 (Strongly Agree) to 5 (Strongly 

Disagree)”. “Efforts were made to measure the level of work to family conflict from 

every direction”. “The following questions were asked”. 

Work to family conflicts scale of Female Bankers 

1. “The demands of my job have badly affected my family life and personal 

domain”. 

2. “My job also takes the time which I should not spend with my 

familyaccordingly”. 

3. “I always change my plans for family activities due to my job description and 

sensitivity”. 

4. “I can't spend the amount of time with my family and friends due to my job 

description”. 

5. “Due to my job activities it is very difficult for me to fulfill my family’s 

expectation and plans”. 
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3.5.14 Measurement of family to work conflicts of Female Bankers 

“Family to Work Conflict was measured by using three (3) items”. “All these three 

questions were developed by the researcher”. “The scale was measured on a five-

point Likert scale from 1 (Strongly Agree) to 5 (Strongly Disagree)”. “Efforts were 

made to measure the level of family to work conflict from every direction”. ”The 

following questions were asked”. 

 

Family to Work Conflicts Scale of Female Bankers 

1. “Due to family problems I cannot perform my duty properly”. 

2. “My family life has badly affected the demands of my challenging job”. 

3. “Due to my family duties it is very difficult for me to fulfill the demands of my 

job requirement”. 

 

3.5.15 Measurement of Work Overload of Female Bankers 

“Work Overload was measured by using two (2) items”. “All these two questions 

were developed by the researcher”. “The scale was measured on a five-point Likert 

scale from 1 (Strongly Agree) to 5 (Strongly Disagree)”.”Efforts were made to 

measure the level of work overload from every direction”. “The following questions 

were asked”. 

 

Work Overload scale 

1. “I don’t have enough time to complete the daily work of my job properly”. 

2. “The amount of work I am doing in this bank is too great than the required”. 

 

3.5.16 Measurement of Turnover Intention among Female Bankers 

“Turnover Intention was measured by using four (4) items”:“All these four questions 

were developed by the researcher”. “The scale was measured on a five-point Likert 

scale from 1 (Strongly Agree) to 5 (Strongly Disagree)”. “Efforts were made to 

measure the level of turnover intention from every direction”. “The following 

questions were asked”. 

 

Turnover Intention Scale of Female Bankers 

1. “I always think to leave this bank”. 
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2. “I will leave this bank in the coming year”. 

3. “I try my best to look for a new job”. 

4. “I have the intention of quitting this bank”. 

 

3.5.17 Measurement of Perceived Alternative Employment Opportunities of 

Female Bankers 

“Perceived Alternative Employment Opportunities”.“(PAEO) was measured by using 

three (3) items”. “All these three questions were developed by the researcher”. “The 

scale was measured on a five-point Likert scale from 1 (Strongly Agree) to 5 

(Strongly Disagree). The following questions were asked”. 

 

Perceived Alternative Employment Opportunities Scale of Female Bankers 

1. “I can easily find another job within fifty days if I leave this bank”. 

2. “I can find a job that will be as good as this one within next few days if I leave 

this one”. 

3. “It is very easy for me to find an alternative job within a month if I leave this 

one”. 

 

3.5.18 Measurement of affective commitment of Female Bankers 

“Affective Commitment was measured by using five (5) items”. “All these five 

questions were developed by the researcher”. “The scale was measured on a five-

point Likert scale from 1 (Strongly Agree) to 5 (Strongly Disagree)”. “Efforts were 

made to measure the level of affective commitment from every direction”. ‘The 

following questions were asked”. 

Affective Commitment Scale of Female Bankers 

1. “There are no doubts in my mind that the problems of this bank are my own”. 

2. “I always talk to my friends that the bank I work in is a great organization”. 

3. “I do my best for the success of this organization”. 

4. “I am proud to be a part of this organization”. 

5. “I am glade to join this bank”. 
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3.5.19 Measurement of Continuous commitment 

“Continuous Commitment was measured by using four (4) items”. “All these four 

questions were developed by the researcher”. “The scale was measured on a five-

point Likert scale from 1 (Strongly Agree) to 5 (Strongly Disagree)”. “Efforts were 

made to measure the level of continuous commitment from every direction”. “The 

following questions were asked”. 

 

Continuous Commitment Scale 

1. “I cannot leave this bank right now because it will be very costly for me”. 

2. “Scarcity of alternatives compels me not to leave this bank”. 

3. “My life will be disrupted if I leave this bank”. 

4. “It will give me hard time if I leave this bank”. 

 

3.5.20 Measurement of Overall Job Satisfaction 

“Overall Job Satisfaction was measured by averaging the mean score of pay social 

status, security promotion working conditions supervision recognition coworkers’ 

nature of work distributive justice procedural justice and autonomy”. 

 

3.6 Reliability of Questionnaire 

“Reliability refers to the extent to which results turn out to be consistent”. “According 

to Joppa (cited Gulafshani, 2003), Reliability is”. “The extent to which results are 

consistent over time and an accurate representation of the total population under study 

is referred to as reliability and if the results of a study can be reproduced under a 

similar methodology then the research instrument is considered to be reliable."  

“Berkowitz at al (2000) defines Reliability as the degree to which test scores for a 

group of test takers are consistent over repeated applications of a measurement 

procedure and hence are inferred to be dependable and repeatable for an individual 

test taker". 

“In the following tables reliability was calculated for both public sector banks and 

private sector banks”. 
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3.6.1 “Public Sector Banks”. 

Table 3.1 

Items Number of Questions Cronbach's Alfa Description 

Pay 6 .939  Good 

Social Status 3 .809  Good 

Security 4 .920  Good 

Promotion 3 .903  Good 

Working Condition 4 .928  Good 

Supervision 4 .922  Good 

Recognition 3 .843  Good 

Coworkers 4 .830  Good 

Nature of Work 5 .925  Good 

Distributive Justice 6 .933  Good 

Procedural Justice 6 .891  Good 

Autonomy 3 .903  Good 

Work-Family Conflict 5 .960 Good 

Family-Work Conflict 3 .960  Good 

Work Overload 2 .862  Good 

Turnover Intention 4 .869  Good 

PAEO 3 .889  Good 

Affective Commitment 5 .909  Good 

Continuous Commitment 4 .902  Good 
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CHAPTER NO. 4 

RESULTS AND DISCUSSIONS 

4. Introduction 

“This chapter shows the results and discussions which indicate the relationship 

between job satisfaction and turnover intention”. “This chapter comprises 20 sections. 

Eighteen (18) sections highlight the results of four (4) public sector banks and 

fourteen (14) private sector banks”. “Section 19 shows the combine results of all 

public sector banks and section 20 throws light on the combine results of all private 

sector banks”.” Details of banks in each” 

Section are given below 

Section 1 National Bank of Pakistan Public Sector Bank 

Section 2 The Bank of Khyber Public Sector Bank 

Section 3 The Bank of Punjab Public Sector Bank 

Section 4 First Woman Bank Limited Public Sector Bank 

Section 5 Allied Bank Limited Private Sector 

Bank 

Section 6 Muslim Commercial Bank Private Sector 

Bank 

Section 7 Askari Bank Limited Private Sector 

Bank 

Section 8 Bank Alfalah Limited Private Sector 

Bank 

Section 9 Habib Bank Limited Private Sector 

Bank 

Section 10 United Bank Limited Private Sector 

Bank 

Section 11 Nib Bank Limited Private Sector 

Bank 

Section 12 Bank Al Habib Limited Private Sector 

Bank 

Section 13 Habib Metropolitan Bank Limited Private Sector 

Bank 
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Section 14 JS Bank Limited Private Sector 

Bank 

Section 15 Kasb Bank Limited Private Sector 

Bank 

Section 16 Soneri Bank Limited Private Sector 

Bank 

Section 17 Standard Chartered Bank Limited Private Sector 

Bank 

Section 18 Mybank Limited Private Sector 

Bank 

Section 19 All Public Sector Banks  

Section 20 All Private Sector Banks  
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4.1.2 Private Sector Banks 

Table 3.2 

Items Number of Questions Cronbach's Alfa Description 

Pay 6 .973  Good 

Social Status 3 .871  Good 

Security 4 .925  Good 

Promotion 3 .922  Good 

Working Condition 4 .937  Good 

Supervision 4 .944  Good 

Recognition 3 .848  Good 

Coworkers 4 .938 Good 

Nature of Work 5 .948  Good 

Distributive Justice 6 .968  Good 

Procedural Justice 6 .970  Good 

Autonomy 3 .838  Good 

Work-Family Conflict 5 .951  Good 

Family-Work Conflict 3 .905  Good 

Work Overload 2 .864 Good 

Turnover Intention 4 .941  Good 

PAEO 3 .908 Good 

Affective Commitment 5 .920  

Continuous Commitment 4 .909  
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Table 4.5 “The Mean and Standard Deviation of various facets of Job Satisfaction and 

Turnover Intention amongst the sample of 4 Public Sector Banks from Sindh are 

depicted in table 5.123”. “The overall job satisfaction of the employees of Public 

Sector Banks is 1.8633 with standard deviation of .32403”. “They are satisfied with 

Pay (Mean = 1.5862 and Standard Deviation = .50819), Social Status (Mean = 2.1029 

and Standard Deviation = .65944), Security (Mean = 1.6906 and Standard Deviation = 

.58575)”.,“Promotion (Mean = 2.0432 and Standard Deviation = .65809)”.“Working 

Condition (Mean = 1.8603 and Standard Deviation = .66199)”.“Supervision (Mean = 

1.7702 and Standard Deviation = .60829)”.“Recognition (Mean = 2.1160 and 

Standard Deviation = .60559)”.“Coworkers (Mean = 1.6569 and Standard Deviation = 

.47223)”.“Nature of Work (Mean = 1.9271 and Standard Deviation = 

.59390)”.“Distributive Justice (Mean = 1.8411 and Standard Deviation 

=.59375)”.“Procedural Justice (Mean = 1.8349 and Standard Deviation = 

.49438)”.“And Autonomy (Mean = 1.9299 and Standard Deviation = .73466)”. “The 

Mean and Standard Deviation”.“(Mean = 3.1903 and Standard Deviation = 

.81584)”.“of Work-Family Conflict indicate that the work of employees of Public 

Sector Banks don’t have any impact on their family activities”. “The Mean and 

Standard Deviation (Mean =2.3776 and Standard Deviation = .83052) of Family-

Work conflict indicate that family activities of the employees of Public Sector Banks 

have affected the employees' work”. “Work Overload (Mean = 2.6377 and Standard 

Deviation = .78688) shows that the workload is reasonable and the bankers are able to 

complete their work in the given period of time”. 

“The Mean and Standard Deviation (Mean = 4.3077 and Standard Deviation = 

.53292) of turnover intention indicate that the employees of Public Sector Banks don’t 

have any intention of quitting their bank. The Mean and Standard Deviation (Mean = 

2.5981 and Standard Deviation = .69592) of Perceived Alternative Employment 

Opportunities (PAEO) show that the employees of Public Sector Banks don’t know 

whether they can find an alternative job within a few days if they quit their present 

job”. 

“The employees of Public Sector Banks indicated a strong affective commitment 

(Mean = 1.6283 and Standard Deviation = .51483)”. “The Mean and Standard 

Deviation (Mean =1.6630 and Standard Deviation = .55492) of Continuous 

Commitment also shows that the employees are very committed to their job” figure 

4.5. 
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2 Inferential Statistics 

4.2.1 Correlation 

Table 4.6 Relationship between Job Satisfaction and different variables 

 

 

 

Overall Job Satisfaction 

Job Satisfaction Pearson Correlation Sig (2-tailed) Respondents (N) 

Pay .503** .000 247 

Social Status .542** .000 247 

Security .592** .000 247 

Promotion .620** .000 247 

Working Condition .586** .000 247 

Supervision .588** .000 247 

Recognition .565** .000 247 

Coworkers .476** .000 247 

Nature of Work .538** .000 247 

Distributive Justice .561** .000 247 

Procedural Justice .485** .000 247 

Autonomy .431** .000 247 

Work-Family Conflict -.335** .000 247 

Family-Work Conflict -.257** .000 247 

Work Overload -.253** .000 247 

PAEO -.282** .000 247 

Affective Commitment .350** .000 247 

Continuous Commitment . 373** .000 247 

Turnover Intention -.790** .000 247 

Age .200** .002 247 

Tenure .198** .002 247 

Gender -.027 .678 247 

Education -.072 .258 247 
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Correlation is significant at the 0.05 level (2-tailed) 

**Correlation is significant at the 0.01 level (2-tailed) 

“Table 4.6 depicts the Pearson Correlation of overall job satisfaction with different 

variables”. “Table 4.6 also shows the significance level and total number of 

respondents”.“There was found a significant positive relationship between overall job 

satisfaction and pay (r = 0.503, p < 0.000), job satisfaction and Social Status (r = 

0.542, p < 0.000), Job Satisfaction and Security (r = 0.592, p < 0.000), job satisfaction 

and Promotion (r = 0.620, p < 0.000), Job Satisfaction and Working Condition (r = 

0.586, p < 0.000), Job Satisfaction and Supervision (r = 0.588, p < 0.000), Job 

Satisfaction and Recognition (r = 0.565, p < 0.000), Job Satisfaction and Coworkers (r 

= 0.476, p < 0.000), Job Satisfaction and Nature of Work (r = 0.538, p < 0.000), Job 

Satisfaction and Distributive Justice (r = 0.561, p < 0.000), Job Satisfaction and 

Procedural Justice (r = 0.485, p < 0.000), Job Satisfaction and Autonomy (r = 0.431, p 

< 0.000), Job Satisfaction and Affective”.“Commitment (r = 0.350, p < 0.000), Job 

Satisfaction and Continuous Commitment (r = 0.373, p < 0.000), Job Satisfaction and 

Age (r = 0.200, p < 0.002) and Job Satisfaction and Tenure                             (r = 

0.198, p < 0.002). Therefore, hypotheses H1e, H1f, H1g, H1h, H1i, H1j, H1K, H1L, 

H1m, H1n, H1o, H1p,  

H1u, H1v, H1a and H1b are accepted in the sample of Public Sector Banks”.“The 

results also showed a negative relationship between job satisfaction and Work-Family 

conflict                  (r = -0.335, p < 0.000), job satisfaction and Family-Work conflict 

(r = - 0.257, p < 0.000), job satisfaction and Work Overload (r = -0.253, p < 0.000), 

job satisfaction and Perceived Alternative Employment Opportunities (r = -0.282, p < 

0.000), job satisfaction and Turnover Intention                           (r = -0.790, p < 

0.000). Therefore H1q, H1r, H1s, H2w and H1t are accepted in the sample of All 

Public Sector  
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  Turnover Intention 

Intention Pearson Correlation Sig (2-tailed) 

Pay -.457** .000 

Social Status -.417** .000 

Security -.563** .000 

Promotion -.566** .000 

Working Condition -.388** .000 

Supervision -.544** .000 

Recognition -.418** .000 

Coworkers -.401** .000 

Nature of Work -.400** .000 

Distributive Justice -.470** .000 

Procedural Justice -.350** .000 

Autonomy -.193** .000 

Work-Family Conflict .319** .000 

Family-Work Conflict .163* .010 

Work Overload .209** .001 

PerceivedAlternative -.186** .003 

Employment Opportunity 

Affective Commitment -.400* .000 

Continuous 

Commitment 

-.432** .000 

Age -.269** .000 

Tenure -.235** .000 

Gender -.066 .302 

Education .052 .420 



50 
 

Section 19. Female Bankers in All Public Sector Banks 

4.1 Descriptive Statistics 

4.1.1 Demographic Information 

“Three hundred and seventy four (374) questionnaires were administered to the 

employees of Public Sector Banks”. “Three hundred and twenty six (326) 

questionnaires (87.16% return rate) were returned to the researcher out of which 

seventy nine (79) questionnaires were unusable and two hundred and forty seven 

(247) questionnaires were usable which were coded for research purpose”. “The 

demographic information of 247 respondents is shown in table and graphic form”. 

Table 4.1 Age Distribution 

Age in Years Frequency 

25-30 59 

31-35 76 

36-40 45 

41-45 24 

46-50 26 

51-55 16 

56-60 1 

Total 247 

 

Table 4.1“depicts that five (59) respondents are in the age group of 25-30 while 

majority of the respondents (76) are in the age group of 31-35”. “forty five (45), 

twenty four (24) twenty six (26) sixteen (16) and one (1) respondents fall in the age 

category of 36-40, 41-45, 46-50, 51-55 and 56-60 years respectively”. “This age 

distribution is also illustrated in the following figure” 4.1. 
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Figure 4.1 Age Distribution 

 

Table 4.2Tenure of the respondents 

Years Frequency 

1—5 85 

6—10 70 

11—15 19 

16—20 35 

21—25 22 

26—30 6 

“Table 4.2 indicates that majority (85) of the bankers fall in the group of 1—5years. 

Seventy (70) respondents are in the group of 6—10 years”. “Nineteen (19), thirty five 

(35), twenty two (22) and six respondents fall in the group of 11—15, 16—20, 21—

25 and 26—30 years. It can be illustrated in the following figure” 4.2. 

 

 

Figure 4.2 Tenure of the respondents 
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Table 4.3 Gender 

Gender Frequency Percent 

Male 202 81.8 

Female 45 18.2 

Total 247 100.0 

“Table 5.121 depicts the marital status of 247 respondents out of which 202 are male 

and 45 are females” figure 4.3. 

 

Figure 4.3 Gender 

 

Table 4.4 Education 

Years Frequency 

Graduate (14) 14 

Master (16) 231 

MS/M.Phil (18) 2 

Total 247 

 

Table 4.4 depicts the education level of 247 respondents”. “Majority of the 

respondentshave master degrees and fourteen (14) respondents are graduates while 

only two (2) have MS/M.Phil degrees”. 
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Figure 4.4 Education 

4.1.2 Descriptive Statistics 

Table 4.5 Mean and Standard Deviation 
 
 

Material Mean Std. Deviation N Minimum Maximum 

Pay 1.5862 .50819 247 1.00 3.00 

Social Status 2.1029 .65944 247 1.00 3.67 

Security 1.6906 .58575 247 1.00 4.00 

Promotion 2.0432 .65809 247 1.00 4.00 

Working Condition 1.8603 .66199 247 1.00 3.75 

Supervision 1.7702 .60829 247 1.00 3.00 

Recognition 2.1160 .60559 247 1.00 3.33 

Coworkers 1.6569 .47223 247 1.00 3.00 

Nature of Work 1.9271 .59390 247 1.00 3.00 

Distributive Justice 1.8411 .59375 247 1.00 4.00 

Procedural Justice 1.8349 .49438 247 1.00 3.00 

Autonomy 1.9299 .73466 247 1.00 3.33 

Work-Family Conflict 3.1903 .81584 247 1.80 5.00 

Family-Work Conflict 2.3776 .83052 247 1.00 5.00 

Work Overload 2.6377 .78688 247 1.00 5.00 

Turnover Intention 4.3077 .53292 247 2.75 5.00 

PAEO 2.5981 .69592 247 1.00 4.00 

Affective Commitment 1.6283 .51483 247 1.00 2.80 

Continuous Commitment 1.6630 .55492 247 1.00 3.00 

Overall Satisfaction 1.8633 .32403 247 1.22 2.85 

0

100

200

300

Education 
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Table 4.5 “The Mean and Standard Deviation of various facets of Job Satisfaction and 

Turnover Intention amongst the sample of 4 Public Sector Banks from Sindh are 

depicted in table 5.123”. “The overall job satisfaction of the employees of Public 

Sector Banks is 1.8633 with standard deviation of .32403”. “They are satisfied with 

Pay (Mean = 1.5862 and Standard Deviation = .50819), Social Status (Mean = 2.1029 

and Standard Deviation = .65944), Security (Mean = 1.6906 and Standard Deviation = 

.58575)”.,“Promotion (Mean = 2.0432 and Standard Deviation = .65809)”.“Working 

Condition (Mean = 1.8603 and Standard Deviation = .66199)”.“Supervision (Mean = 

1.7702 and Standard Deviation = .60829)”.“Recognition (Mean = 2.1160 and 

Standard Deviation = .60559)”.“Coworkers (Mean = 1.6569 and Standard Deviation = 

.47223)”.“Nature of Work (Mean = 1.9271 and Standard Deviation = 

.59390)”.“Distributive Justice (Mean = 1.8411 and Standard Deviation 

=.59375)”.“Procedural Justice (Mean = 1.8349 and Standard Deviation = 

.49438)”.“And Autonomy (Mean = 1.9299 and Standard Deviation = .73466)”. “The 

Mean and Standard Deviation”.“(Mean = 3.1903 and Standard Deviation = 

.81584)”.“of Work-Family Conflict indicate that the work of employees of Public 

Sector Banks don’t have any impact on their family activities”. “The Mean and 

Standard Deviation (Mean =2.3776 and Standard Deviation = .83052) of Family-

Work conflict indicate that family activities of the employees of Public Sector Banks 

have affected the employees' work”. “Work Overload (Mean = 2.6377 and Standard 

Deviation = .78688) shows that the workload is reasonable and the bankers are able to 

complete their work in the given period of time”. 

“The Mean and Standard Deviation (Mean = 4.3077 and Standard Deviation = 

.53292) of turnover intention indicate that the employees of Public Sector Banks don’t 

have any intention of quitting their bank. The Mean and Standard Deviation (Mean = 

2.5981 and Standard Deviation = .69592) of Perceived Alternative Employment 

Opportunities (PAEO) show that the employees of Public Sector Banks don’t know 

whether they can find an alternative job within a few days if they quit their present 

job”. 

“The employees of Public Sector Banks indicated a strong affective commitment 

(Mean = 1.6283 and Standard Deviation = .51483)”. “The Mean and Standard 

Deviation (Mean =1.6630 and Standard Deviation = .55492) of Continuous 

Commitment also shows that the employees are very committed to their job” figure 

4.5. 
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Figure 4.5 Mean and Standard Deviation 

 

 

Figure 4.6 Relationship between Job Satisfaction and different variables 

 

  

0

50

100

150

200

250

300

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19

Mean and Standard Deviation 

Mean Std. Deviation N Minimum Maximum

-100

0

100

200

300

Relationship Between Job Satisfaction and 

Different Variables 

Overall Job Satisfaction Overall Job Satisfaction

Overall Job Satisfaction



56 
 

 

Figure 4.7 Relationship Between Turnover Intention and Different Variables 

4.2.2 Regression 

Table 4.9 Standardized Coefficients and t-statistics 

Hypothesis Structural path β Standard Error t-values Sig (2-tailed) 

H1e Pay- OS .503 .035 9.109 .000 

H1f SS- OS .542 .026 10.096 .000 

H1g SEC-JS .592 .028 11.496 .000 

H1h PRO-JS .620 .025 12.371 .000 

H1i WO-JS .586 .025 11.331 .000 

H1j SUP-JS .588 .028 11.365 .000 

H1K REC-JS .565 .028 10.728 .000 

H1L CW-JS .479 .039 8.466 .000 

H1m NW-JS .538 .029 10.002 .000 

H1n DJ-JS .561 .029 10.615 .000 

H1o PJ-JS .485 .037 8.676 .000 

H1p AUT-JS .431 .025 7.471 .000 

H1q WTF-JS -.335 .024 -5.563 .000 

H1r FTW-JS -.257 .024 -4.162 .000 

H1s WOL-JS -.253 .025 -4.089 .000 

H2w JS-TI -.790 .024 -20.146 .000 

H1t PAEO-JS -.282 .029 -4.595 .000 
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H1u JS-AC .350 .038 5.845 .000 

H1v JS-CC .373 .035 6.287 .000 

H1a AGE-JS .200 .003 3.200 .003 

H1b TEN-JS .198 .003 3.165 .002 

H1d GENDER-JS -.027 .054 -.416 .698 

H1c EDU-JS -.072 .041 -1.133 .258 

H1a AGE-JS .200 .003 3.200 .003 

“TI (Turnover Intention), SS (Social Status), SEC (Security), Pro (Promotion), WO 

(Working Condition), SUP (Supervision), REC (Recognition), CW (Coworkers), NW 

(Nature of Work), DJ (Distributive Justice), PJ (Procedural Justice), AUT 

(Autonomy), WTF (Work-Family Conflict), FTW (Family-Work Conflict), WOL 

(Work Overload), JS (Job Satisfaction), PAEO (Perceived Alternative Employment 

Opportunity), AC (Affective Commitment), CC (Continuous Commitment), TEN 

(Tenure), EDU (Education)”. 

 

“Table 4.9 indicates t-values along with standardized coefficients, standard errors and 

significance level”. “The high t-value shows a strong relation and low t-value shows a 

weak relationship between variables”. “Negative sign shows a negative relationship 

between the variables”.“A significant positive relationship was developed between 

Pay and Job Satisfaction (t-value = 9.109 at significance level of .000) Social Status 

and Job Satisfaction (t-value = 10.096 at significance level of .000) Security and Job 

Satisfaction (t-value = 11.496 at significance level of .000)”.“Promotion and Job 

Satisfaction (t-value =12.371 at significance level of .000), Working Condition and 

Job Satisfaction (t-value = 11.331 at significance level of .000)”.“Supervision and Job 

Satisfaction (t-value = 11.365 at significance level of .000)”.“Recognition and Job 

Satisfaction (t-value = 10.728 at significance level of .000)”.“Coworkers and Job 

Satisfaction (t-value = 8.466 at significance level of .000)”, “Nature of Work and Job 

Satisfaction (t-value = 10.002 at significance level of .000)”.“Distributive Justice and 

Job Satisfaction (t-value = 10.615 at significance level of .000)”.Procedural Justice 

and Job Satisfaction (t-value = 8.676 at significance level of .000)”and Autonomy and 

Job Satisfaction (t-value = 7.471 at significance level of .000), Job Satisfaction and 

Affective Commitment (t-value = 5.845)”.“At significance level of .000), Job 

Satisfaction and Continuous Commitment (t-value = 6.287 at significance level of 
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.000)”, “Age and Job Satisfaction (t-value = 3.200 at significance level of .003) and 

Tenure and Job Satisfaction (t-value = 3.165 at significance level of .002). Therefore 

H1e, H1f, H1g, H1h, H1i, H1j, H1K, H1L, H1m, H1n, H1o, H1p, H1u, H1v, H1a and 

H1b are accepted in the sample of Public Sector Banks”.“A significant negative 

relationship was found between Job Satisfaction and Work-Family Conflict (t-value = 

-5.563 at significance level of .000), Job Satisfaction and Family-Work Conflict (t-

value = -4.162 at significance level of .000), Job Satisfaction and Work Overload (t-

value = -4.089 at significance level of .000), Job Satisfaction and Turnover Intention 

(t-value = -20.146 at significance level of .000) and Job Satisfaction and Perceived 

Alternative Employment Opportunity (PAEO) (t-value = -4.595 at significance level 

of .000). Therefore H1q, H1r, H1s, H2w and H1t are accepted in the sample of Public 

Sector Banks”.“H1c and H1d are rejected in the total sample of Public Sector Banks 

because no relationship was found between job satisfaction and Education, Job 

Satisfaction and Marital Status and Job Satisfaction and Gender” figure 4.9. 

 

 
 
 

Figure 4.8 Standardized Coefficients and t-statistics 
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Table 4.10 Standardized Coefficients and t-statistics 

Hypothesis Structural path β Standard Error t-values Sig (2-tailed) 

H2e Pay- TI -.457 .060 -8.052 .000 

H2f SS- TI -.417 .047 -7.186 .000 

H2g SEC-TI -.563 .048 -10.657 .000 

H2h PRO- TI -.566 .043 -10.736 .000 

H2i WO- TI -.388 .047 -6.580 .000 

H2j SUP- TI -.544 .047 -10.138 .000 

H2K REC- TI -.418 .051 -7.200 .000 

H2L CW- TI -.401 .066 -6.843 .000 

H2m NW- TI -.400 .053 -6.836 .000 

H2n DJ- TI -.470 .051 -8.327 .000 

H2o PJ- TI -.350 .065 -5.857 .000 

H2p AUT- TI -.193 .045 -3.081 .002 

H2q WTF- TI .319 .040 5.263 .000 

H2r FTW- TI .163 .040 2.593 .010 

H2s WOL- TI .209 .042 3.342 .001 

H2w JS-TI -.790 .024 -20.146 .000 

H2t PAEO-TI .186 .048 2.268 .003 

H2u AC- TI -.400 .061 -6.833 .000 

H2v CC- TI -.432 .055 -7.503 .000 

H2a AGE- TI -.269 .004 -4.379 .000 

H2b TEN- TI -.235 .005 -3.788 .000 

H2d GENDER- TI   - .066 .088 -1.035 .302 

H2c EDU- TI .052 .068 .808 .420 

 

“TI (Turnover Intention), SS (Social Status), SEC (Security), Pro (Promotion), WO 

(Working Condition), SUP (Supervision), REC (Recognition), CW (Coworkers), NW 

(Nature of Work), DJ (Distributive Justice), PJ (Procedural Justice), AUT 

(Autonomy), WTF (Work-Family Conflict), FTW (Family-Work Conflict), WOL 

(Work Overload), JS (Job Satisfaction), PAEO (Perceived Alternative Employment 

Opportunity), AC (Affective Commitment), CC (Continuous Commitment), TEN 

(Tenure), EDU (Education)”. 



60 
 

“Table 4.10 indicates t-values along with standardized coefficients, standard errors 

and significance level”. “The high t-value shows a strong relationship and low t-value 

shows a weak relationship between variables”. “Negative sign shows a negative 

relationship between the variables”. 

“A significant negative relationship was confirmed between Pay and Turnover 

Intention                      (t-value= -8.052 at significance level of .000), Social Status 

and Turnover Intention”. (t-value = -7.186 at significance level of .000)”.“Security 

and Turnover Intention (t-value = -10.657 at significance level of .000),””Promotion 

and Turnover Intention (t-value = -10.736 at significance level of .000)”, “Working 

Condition and Turnover Intention (t-value-6.580 at significance level of .000)”, 

“Supervision and Turnover Intention (t-value = - 10.138 at significance level of .000), 

Recognition and Turnover Intention (t-value = -“7.200 at significance level of .000), 

Coworkers and Turnover Intention (t-value = -6.843 at significance level of .000)”, 

“Nature of Work and Turnover Intention (t-value = -6.836 at significance level of 

.000)”“Distributive Justice and Turnover Intention (t-value = -8.327 at significance 

level of .000)”.”Procedural Justice and Turnover Intention (t-value = -5.857 at 

significance level of .000)”. Autonomy and Turnover Intention (t-value = -3.081 at 

significance level of .002), Job Satisfaction and Turnover Intention (t-value = -20.146 

at significance level of .000), Affective Commitment and Turnover Intention (t-value 

= - 6.833 at significance level of .000), Continuous Commitment and Turnover 

Intention (t-value = -7.503 at significance level of .000), Age and Turnover Intention 

(t-value = - 4.379 at significance level of .000) and Tenure and Turnover Intention (t-

value = -3.788 at significance level of .000). Therefore Hypotheses H2e, H2f, H2g, 

H2h, H2i, H2j, H2K, H2L, H2m, H2n, H2o, H2p, H2w, H2u, H2v, H2a and H2b are 

accepted in the sample of Public Sector Banks. 

The result also indicated a significant positive relationship between Work-Family 

Conflict and Turnover Intention (t-value = 5.263 at significance level of .000), 

Family-Work Conflict and Turnover Intention (t-value = 2.593 at significance level of 

.010), Work Overload and Turnover Intention (t-value = 3.342 at significance level of 

.001) and Perceived Alternative Employment Opportunity (PAEO) and Turnover 

Intention (t-value=2.268 at significance level of .003). Therefore, H2q, H2r, H2s and 

H2t are accepted in the sample of Public Sector Banks.“No significance relationship 

was found between Tenure and Turnover Intention Gender and Turnover Intention 
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and Education and Turnover Intention”. “Therefore, H2c and H2d are rejected in the 

sample of Public Sector Banks”. 

 

Section 20. All private sector banks 

4.3 Descriptive Statistics 

4.3.1 Demographic Information 

“Four hundreds and sixteen (416) questionnaires were administered to the employees 

of Private Sector Banks”. “Three hundred and sixty (360) questionnaires (86.53% 

return rate) were returned to the researcher out of which thirty four (34) 

questionnaires were unusable and three hundred and twenty six (326) questionnaires 

were usable which were coded for research purpose”. “The demographic information 

of 326 respondents is shown in table and graphic form”. 

Table 4.11 Age Distribution 

Age in Years Frequency 

25-30 68 

31-35 87 

36-40 88 

41-45 59 

46-50 16 

51-55 7 

56-60 1 

Total 326 

“Table 4.11 depicts that sixty eight (68) respondents are in the age group of 25-30, 

eighty seven (87) in the age group of 31-35, eighty eight (88) in the age group of 36-

40, fifty nine in the age group of 41-45, sixteen (16) in the age group of 46-50, seven 

in the age group of 51-55 and only one in the age category of 56-60 years. This age 

distribution is also illustrated in the following figure 4.11”. 
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Figure 4.11 Age Distribution 

 

Table 4.12 Tenure of the respondents 

Years Frequency 

1—5 125 

6—10 96 

11—15 53 

16—20 35 

21—25 13 

26—30 4 

Total 326 

 

“Table 4.12 indicates that majority (125) of the bankers fall in the group of 1—5 

years. 96 respondents are in the group of 6—10 years. Fifty three (53), thirty five 

(35), thirteen (13) and four (4) respondents fall in the group of 11—15, 16—20, 21—

25 and 26—30 years. It can be illustrated in the following figure 4.12”. 

 

Figure 4.12 Tenure of the respondents 
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Table 4.13 Gender 

Gender Frequency Percent 

Male 272 83.4 

Female 54 16.6 

Total 326 100.0 

Table 4.13 depicts that out of 326 respondents 272 are male and 54 are female shown 

the figure 4.13. 

 

Figure 4.13 Gender 

 

Table 4.14 Education 

Years Frequency 

Graduate (14) 21 

Master (16) 298 

MS/M.Phil (18) 7 

Total 326 

 

“Table 4.14 depicts the education level of 326 respondents. Majority of the 

respondents have master degrees and twenty one (21) respondents are graduates while 

only seven (7) have MS/M.Phil degrees”. 
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Figure 4.14 Education 

4.3.2 Descriptive Statistics 

Table 4.15 Mean and Standard Deviation 

Material Mean Std. Deviation N Minimum Maximum 

Pay 2.0948 .94856 326 1.00 5.00 

Social Status 2.0394 .79243 326 1.00 5.00 

Security 2.2178 .80462 326 1.00 5.00 

Promotion 2.4603 .92223 326 1.00 5.00 

Working Condition 1.9425 .76306 326 1.00 4.00 

Supervision 2.3535 .90778 326 1.00 5.00 

Recognition 2.1757 .75150 326 1.00 5.00 

Coworkers 1.8666 .83449 326 1.00 4.00 

Nature of Work 2.0755 .79166 326 1.00 5.00 

Distributive Justice 2.4457 .84897 326 1.00 4.00 

Procedural Justice 2.3293 .87858 326 1.00 5.00 

Autonomy 1.9253 .69517 326 1.00 4.00 

Work-Family Conflict 2.8877 .87469 326 1.00 5.00 

Family-Work Conflict 3.0326 .88488 326 1.00 5.00 

Work Overload 3.0230 .96409 326 1.00 5.00 

Turnover Intention 3.7937 .88871 326 1.00 5.00 

PAEO 2.7262 .94640 326 1.00 5.00 

Affective Commitment 1.5571 .55325 326 1.00 4.00 

Continuous Commitment 1.6252 .59298 326 1.00 4.00 

Overall Satisfaction 2.1477 .52449 326 1.11 3.50 
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“The Mean and Standard Deviation of various facets of Job Satisfaction and Turnover 

Intention amongst the sample of Private Sector Banks from KPK are depicted in table 

4.15”. 

“The overall job satisfaction of the employees of All Private Sector Banks is 2.1477 

with standard deviation of .52449. They are satisfied with Pay (Mean = 2.0948 and 

Standard Deviation =.94856), Social Status (Mean = 2.0394 and Standard Deviation = 

.79243), Security (Mean = 2.2178 and Standard Deviation = .80462), Promotion 

(Mean = 2.4603 and Standard Deviation = .92223), Working Condition (Mean = 

1.9425 and Standard Deviation = .76306), Supervision                              (Mean 

=2.3535 and Standard Deviation = .90778), Recognition (Mean = 2.1757 and 

Standard Deviation= .75150), Coworkers (Mean = 1.8666 and Standard Deviation = 

.83449), Nature of Work (Mean = 2.0755 and Standard Deviation = .79166), 

Distributive Justice (Mean = 2.4457 and Standard Deviation =.87860), Procedural 

Justice (Mean = 2.3293 and Standard Deviation                      = .87858), Autonomy 

(Mean = 1.9253 and Standard Deviation = .69517).“The Mean and Standard 

Deviation (Mean = 2.8877 and Standard Deviation = .87469) of Work-Family 

Conflict indicate that the employees of Private Sector Banks are neutral about the 

impact of their work on family activities. Similarly the Mean and Standard Deviation 

(Mean = 3.0326 and Standard Deviation = .88488) of Family-Work conflict indicate 

that the employees of Private Sector Banks are neutral about the impact of family life 

on their work. Work Overload (Mean = 3.0230 and Standard Deviation = .96409) 

shows that the employees are neutral about the workload”.“The Mean and Standard 

Deviation (Mean = 3.7937 and Standard Deviation = .88871) of turnover intention 

indicate that the employees of Private Sector Banks don’t have any intention of 

quitting their bank”. “The Mean and Standard Deviation (Mean = 2.7262 and 

Standard Deviation = .94640) of Perceived Alternative Employment Opportunities 

(PAEO) show that the employees of Private Sector Banks don’t know whether they 

can find an alternative job within a few days if they quit their present job”.“The 

employees of Private Sector Banks indicated a strong affective commitment (Mean = 

1.5571 and Standard Deviation = .55325)”. “The Mean and Standard Deviation 

(Mean =1.6252 and Standard Deviation = .59298) of Continusous Commitment also 

shows that the employees are very committed to their job”. 
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4.4 Inferential Statistics 

4.4.1 Correlation 

Table 4.16 Relationship between Job Satisfaction and different variables 

 

Overall Job Satisfaction 

Material Pearson Correlation Sig (2-tailed) Respondents (N) 

Pay .700** .000 326 

Social Status .699** .000 326 

Security .664** .000 326 

Promotion .635** .000 326 

Working Condition .604** .000 326 

Supervision .432** .000 326 

Recognition .496** .000 326 

Coworkers .606** .000 326 

Nature of Work .587** .000 326 

Distributive Justice .605** .000 326 

Procedural Justice .647** .000 326 

Autonomy .537** .000 326 

Work-Family Conflict -.246** .000 326 

Family-Work Conflict -.233** .000 326 

Work Overload -.575** .000 326 

PAEO -.137* .013 326 

Affective Commitment .370** .000 326 

Continuous Commitment . 338** .000 326 

Turnover Intention -.779** .000 326 

Age .095 .088 326 

Tenure .058 .298 326 

Gender -.055 .321 326 

Education .074 .181 326 
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Correlation is significant at the 0.05 level (2-tailed) 

**Correlation is significant at the 0.01 level (2-tailed). 

“Table 4.16 depicts the Pearson Correlation of overall job satisfaction with different 

variables. Table 4.16 also shows the significance level and total number of 

respondents”.“There was found a significant positive relationship between overall job 

satisfaction and pay (r = 0.700, p < 0.000), job satisfaction and Social Status (r = 

0.699, p < 0.000), Job Satisfaction and Security (r = 0.664, p < 0.000), job satisfaction 

and Promotion (r = 0.635, p < 0.000), Job Satisfaction and Working Condition (r = 

0.604, p < 0.000), Job Satisfaction and Supervision (r = 0.432, p < 0.000), Job 

Satisfaction and Recognition (r = 0.496, p < 0.000), Job Satisfaction and Coworkers (r 

= 0.606, p < 0.000), Job Satisfaction and Nature of Work (r = 0.587, p < 0.000)”.“Job 

Satisfaction and Distributive Justice (r =0.605, p < 0.000), Job Satisfaction and 

Procedural Justice (r = 0.647, p < 0.000), Job Satisfaction and Autonomy (r = 0.537, p 

< 0.000), Job Satisfaction and Affective Commitment (r = 0.370, p < 0.000)”.“Job 

Satisfaction and Continuous Commitment (r = 0.338, p < 0.000). Therefore 

hypotheses H1e, H1f, H1g, H1h, H1i, H1j, H1K, H1L, H1m, H1n, H1o, H1p, H1u 

and H1v are accepted in the sample of Private Sector Banks”. 

“The results also showed a negative relationship between job satisfaction and Work-

Family conflict (r = -0.246, p < 0.000), job satisfaction and Family-Work conflict (r = 

- 0.233, p < 0.000), job satisfaction and Work Overload (r = -0.575, p < 0.000), job 

satisfaction and Perceived Alternative Employment Opportunities (r = -0.137, p < 

0.013) and job satisfaction and Turnover Intention (r = -0.779, p < 0.000). Therefore 

H1q, H1r, H1s, H2w and H1t are accepted in the sample of All Private Sector 

Banks”.“There were found no relationship between Job Satisfaction and Age Job 

Satisfaction and Tenure Job Satisfaction and Education and Job Satisfaction and 

Gender”. “Therefore H1a, H1b, H1c and H1d are rejected in the sample of Private 

Sector Banks”. 
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Table 4.17 Relationship between Turnover Intention and different variables 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
  

Turnover Intention 

 Pearson Correlation Sig (2-tailed) 

Pay -.625** .000 

Social Status -.585** .000 

Security -.560** .000 

Promotion -.567** .000 

Working Condition -.489** .000 

Supervision -.357** .000 

Recognition -.516** .000 

Coworkers -.461** .000 

Nature of Work -.502** .000 

Distributive Justice -.491** .000 

Procedural Justice -.518** .000 

Autonomy -.497** .000 

Work-Family Conflict .400** .000 

Family-Work Conflict .359** .000 

Work Overload .559** .000 

PerceivedAlternative .259** .000 

Employment Opportunity 

Affective Commitment -.361* .000 

Continuous Commitment -.341** .000 

Age -.128* .021 

Tenure -.080 .149 

Gender -.022 .693 

Education -.049 .375 

Procedural Justice -.518** .000 
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Correlation is significant at the 0.05 level (2-tailed) 

**Correlation is significant at the 0.01 level (2-tailed). 

Table 4.17 shows the details of the factors contributing to Turnover Intention of the 

employees of Private Sector Banks.The results indicated a significant negative 

relationship between Pay and Turnover Intention (r = -0.625, p < 0.000), Social Status 

and Turnover Intention (r = -0.585, p < 0.000), Security and Turnover Intention (r = -

0.560, p < 0.000), Promotion and Turnover Intention (r = -0.567, p < 0.000), Working 

Condition and Turnover Intention (r = -0.489, p < 0.000), Supervision and Turnover 

Intention (r = -0.357, p < 0.000), Recognition and Turnover Intention (r = -0.516, p < 

0.000), Coworkers and Turnover Intention (r = - 0.461, p < 0.000), Nature of Work 

and Turnover Intention (r = -0.502, p < 0.000), Distributive Justice and Turnover 

Intention (r = -0.491, p < 0.000), Procedural Justice and Turnover Intention (r = -

0.518, p < 0.000), Autonomy and Turnover Intention (r = -0.497, p < 0.000), 

Affective Commitment and Turnover Intention (r = -0.361, p < 0.000), Continuous 

Commitment and Turnover Intention (r = -0.341, p < 0.000), Age and Turnover 

Intention (r = -0.128, p < 0.021). Therefore H2e, H2f, H2g, H2h, H2i, H2j,H2K, H2L, 

H2m, H2n, H2o, H2p, H2u, H2v and H2a are accepted in the sample of Private Sector 

Banks. 

Conversely the results showed a significant positive relationship between Work-

Family Conflict and Turnover Intention (r = 0.400, p < 0.000), Family-Work Conflict 

and Turnover Intention (r = 0.359, p < 0.000), Work Overload and Turnover Intention 

(r = 0.559, p < 0.001), Perceived Alternative Employment Opportunity (PAEO) and 

Turnover Intention (r = 0.259, p < 0.000). Therefore H2q, H2r, H2s and H2t are 

accepted in the sample of Private Sector Banks. No relationship was found between 

Tenure and Turnover Intention, Gender and Turnover Intention and Education and 

Turnover Intention. Therefore H2b, H2c and H2d are rejected in the sample of Private 

Sector Banks. 
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4.2.2 Regression 

Table 4.18 Standardized Coefficients and t-statistics 

Hypothesis Structural path β Standard Error t-values Sig (2-tailed) 

H1e Pay- OS .700 .022 17.641 .000 

H1f SS- OS .699 .026 17.608 .000 

H1g SEC-JS .664 .027 15.986 .000 

H1h PRO-JS .635 .024 14.799 .000 

H1i WO-JS .604 .030 13.635 .000 

H1j SUP-JS .432 .029 8.623 .000 

H1K REC-JS .496 .034 10.273 .000 

H1L CW-JS .606 .028 13.717 .000 

H1m NW-JS .587 .030 13.035 .000 

H1n DJ-JS .605 .027 13.692 .000 

H1o PJ-JS .647 .025 15.275 .000 

H1p AUT-JS .537 .035 11.449 .000 

H1q WTF-JS -.264 .032 -4.574 .000 

H1r FTW-JS -.233 .032 -4.316 .000 

H1s WOL-JS -.575 .025 -12.666 .000 

H2w JS-TI -.779 .021 -22.396 .000 

H1t PAEO-JS -.137 .030 -2.490 .013 

H1u JS-AC .370 .0489 7.169 .000 

H1v JS-CC .338 .046 6.473 .000 

H1a AGE-JS .095 .005 1.711 .088 

H1b TEN-JS .058 .005 1.042 .298 

H1d GENDER-JS -.055 .078 -.994 .321 

H1c EDU-JS -.074 .050 -1.339 .181 

TI (Turnover Intention), SS (Social Status), SEC (Security), Pro (Promotion), WO 

(Working Condition), SUP (Supervision), REC (Recognition), CW (Coworkers), NW 

(Nature of Work), DJ (Distributive Justice), PJ (Procedural Justice), AUT 

(Autonomy), WTF (Work-Family Conflict), FTW (Family-Work Conflict), WOL 

(Work Overload), JS (Job Satisfaction), PAEO (Perceived Alternative Employment 

Opportunity), AC (Affective Commitment), CC (Continuous Commitment), TEN 

(Tenure), EDU (Education). 
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“Table 4.18 indicates t-values along with standardized coefficients, standard errors 

and significance level. The high t-value shows a strong relation and low t-value shows 

a weak relationship between variables. Negative sign shows a negative relationship 

between the variables”. 

“A significant positive relationship was developed between Pay and Job Satisfaction 

(t-value = 17.640 at significance level of .000), Social Status and Job Satisfaction (t-

value = 17.608 at significance level of .000), Security and Job Satisfaction (t-value = 

15.986 at significance level of .000), Promotion and Job Satisfaction (t-value =14.799 

at significance level of .000), Working Condition and Job Satisfaction (t-value = 

13.635 at significance level of .000), Supervision and Job Satisfaction (t-value = 

8.623 at significance level of .000), Recognition and Job Satisfaction (t-value = 

10.273 at significance level of .000), Coworkers and Job Satisfaction (t-value = 

13.717 at significance level of .000), Nature of Work and Job Satisfaction (t-value = 

13.035 at significance level of .000), Distributive Justice and Job Satisfaction (t-value 

= 13.692 at significance level of .000), Procedural Justice and Job Satisfaction (t-

value = 15.275 at significance level of .000) and Autonomy and Job Satisfaction (t-

value = 11.499 atsignificance level of .000), Job Satisfaction and Affective 

Commitment (t-value = 7.169 at significance level of .000), Job Satisfaction and 

Continuous Commitment (t-value = 7.473 at significance level of .000). Therefore 

H1e, H1f, H1g, H1h, H1i, H1j, H1K, H1L, H1m, H1n, H1o, H1p, H1u and H1v are 

accepted in the sample of Private Sector Banks. 

A significant negative relationship was found between Job Satisfaction and Work-

Family Conflict (t-value = -4.574 at significance level of .000), Job Satisfaction and 

Family-Work Conflict (t-value = -4.316 at significance level of .000), Job Satisfaction 

and Work Overload (t-value = -12.666 at significance level of .000), Job Satisfaction 

and Turnover Intention (t-value = -22.396 at significance level of .000) and Job 

Satisfaction and Perceived Alternative Employment Opportunity (PAEO) (t-value = -

2.490 at significance level of .013). Therefore H1q, H1r, H1s, H2w and H1t are 

accepted in the sample of Private Sector Banks. 

H1a, H1b, H1c, H1d and H1e are rejected in the total sample of Private Sector Banks 

because no significant relationship was found between job satisfaction and Age, job 

satisfaction and Tenure, job satisfaction and Education, Job Satisfaction and Marital 

Status and Job Satisfaction and Gender. 
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Table 4.19 Standardized Coefficients and t-statistics 

Hypothesis Structural path β Standard Error t-values Sig (2-tailed) 

H2e Pay- TI -.625 .041 -14.401 .000 

H2f SS- TI -.585 .051 -12.970 .000 

H2g SEC-TI -.560 .051 -12.153 .000 

H2h PRO- TI -.567 .044 -12.394 .000 

H2i WO- TI -.489 .056 -10.087 .000 

H2j SUP- TI -.357 .051 -6.874 .000 

H2K REC- TI -.516 .056 -10.855 .000 

H2L CW- TI -.461 .053 -9.343 .000 

H2m NW- TI -.502 .054 -10.439 .000 

H2n DJ- TI -.491 .051 -10.143 .000 

H2o PJ- TI -.518 .048 -10.899 .000 

H2p AUT- TI -.497 .062 -10.312 .000 

H2q WTF- TI .400 .052 7.851 .000 

H2r FTW- TI .359 .052 6.922 .000 

H2s WOL- TI .559 .042 12.151 .000 

H2w JS-TI .779 .021 -22.396 .000 

H2t PAEO-TI -.259 .050 4.232 .000 

H2u AC- TI -.361 .083 -6.975 .000 

H2v CC- TI -.341 .078 -6.539 .000 

H2w AGE- TI -.128 .008 -2.323 .021 

H1u TEN- TI -.080 .008 -1.446 .149 

H1t GENDER- TI    -.049 .134 -.395 .693 

H1v EDU- TI -.049 .085 -.889 .375 

 

TI (Turnover Intention), SS (Social Status), SEC (Security), Pro (Promotion), WO 

(Working Condition), SUP (Supervision), REC (Recognition), CW (Coworkers), NW 

(Nature of Work), DJ (Distributive Justice), PJ (Procedural Justice), AUT 

(Autonomy), WTF (Work-Family Conflict), FTW (Family-Work Conflict), WOL 

(Work Overload), JS (Job Satisfaction), PAEO (Perceived Alternative Employment 

Opportunity), AC (Affective Commitment), CC (Continuous Commitment), TEN 

(Tenure), EDU (Education). 
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Table 4.19 indicates t-values along with standardized coefficients, standard errors and 

significance level. The high t-value shows a strong relationship and low t-value shows 

a weak relationship between variables. Negative sign shows a negative relationship 

between the variables. 

A significant negative relationship was confirmed between Pay and Turnover 

Intention (t-value = -14.401 at significance level of .000), Social Status and Turnover 

Intention (t-value = -12.970 at significance level of .000), Security and Turnover 

Intention (t-value = -12.153 at significance level of .000), Promotion and Turnover 

Intention (t-value = - 12.394 at significance level of .000), Working Condition and 

Turnover Intention (t-value-10.087 at significance level of .000), Supervision and 

Turnover Intention (t-value = -6.874 at significance level of .000), Recognition and 

Turnover Intention (t-value = - 10.855 at significance level of .000), Coworkers and 

Turnover Intention (t-value = -9.343at significance level of .000), Nature of Work and 

Turnover Intention (t-value = -10.439 at significance level of .000), Distributive 

Justice and Turnover Intention (t-value = - 10.143 at significance level of .000), 

Procedural Justice and Turnover Intention (t-value = -10.899 at significance level of 

.000), Autonomy and Turnover Intention (t-value = - 10.312 at significance level of 

.000), Job Satisfaction and Turnover Intention (t-value = -22.396 at significance level 

of .000), Affective Commitment and Turnover Intention (t-value = -6.975 at 

significance level of .000), Continuous Commitment and Turnover Intention (t-value 

= -6.539 at significance level of .000) and Age and Turnover Intention (t-value = -

2.323 at significance level of .018). Therefore Hypotheses H2e, H2f, H2g, H2h, H2i, 

H2j, H2K, H2L, H2m, H2n, H2o, H2p, H2w, H2u, H2v and H2w are accepted in the 

sample of Private Sector Banks. 

The result also indicated a significant positive relationship between Work-Family 

Conflict and Turnover Intention (t-value = 7.851 at significance level of .000), 

Family-Work Conflict and Turnover Intention (t-value = 6.922 at significance level of 

.000), Work Overload and Turnover Intention (t-value = 12.151 at significance level 

of .000) and Perceived Alternative Employment Opportunity (PAEO) and Turnover 

Intention (t-value = 4.232 at significance level of .000). Therefore H2q, H2r, H2s and 

H2t are accepted in the sample of Private Sector Banks. 

No significance relationship was found between Tenure and Turnover Intention, 

Gender and Turnover Intention and Education and Turnover Intention. Therefore 

H1u, H1v, and H1t are rejected in the sample of Private Sector Banks. 
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CHAPTER NO. 5 

CONCLUSION AND RECOMMENDATION 

5 Introduction 

“This chapter comprises 19 sections”. “It concludes the findings of each section along 

with necessary recommendations given at the end of chapter”. 

 

Section 1 National Bank of Pakistan 

5.1 Descriptive Statistics 

“The overall job satisfaction of the employees of National Bank of Pakistan is slightly 

low”. “They are satisfied with Pay Social Status Security Promotion Working 

Condition Supervision Recognition Coworkers Nature of Work Distributive Justice 

Procedural Justice and Autonomy”. “The Mean and Standard Deviation of Work-

Family Conflict indicate that the employees don’t know whether their work affect 

their family activities or not. “The Mean and Standard Deviation of Family-Work 

conflict indicate that the family activities have affected the employees' work”. “Work 

Overload shows that the employees are neutral about work overload. It is not too less 

not too much”. 

 

“The Mean and Standard Deviation of turnover intention indicate that the employees 

of National Bank of Pakistan don’t have any intention of quitting their bank”. “The 

Mean and Standard Deviation of Perceived Alternative Employment Opportunities 

(PAEO) show that the employees of National Bank don’t know that they can find an 

alternative job within a few days if they quit their present job”. “The employees 

indicated a strong affective commitment and Continuous Commitment to their jobs”. 

 

5.2 Inferential Statistics 

5.2.1 Relationship between Job Satisfaction and different Variable 

“The results of correlation and regression showed that there was a significant positive 

correlation between job satisfaction and pay job satisfaction and Social Status Job 

Satisfaction and Security job satisfaction and Promotion Job Satisfaction and 

Working Condition Job Satisfaction and Supervision Job Satisfaction and Recognition 

Job Satisfaction and Coworkers Job Satisfaction and Nature of Work, Job Satisfaction 

and distributive Justice, Job Satisfaction and Procedural Justice, Job Satisfaction and 
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Autonomy, job satisfaction and Affective Commitment, job satisfaction and 

Continuous Commitment, job satisfaction and age and job satisfaction and tenure. 

 

“A significant negative relationship was found between job satisfaction and Work-

Family conflict Job Satisfaction and Family-Work conflict Job Satisfaction and Work 

Overload job satisfaction and PAEO job satisfaction and Turnover Intention and 

Education and job satisfaction. No relationship was developed between gender and 

job satisfaction”. 

 

5.2.2 Relationship between Turnover Intention and different Variable 

“The results indicated a significant negative relationship between Pay and Turnover 

Intention Social Status and Turnover Intention Security and Turnover 

Intention”.“Promotion and Turnover Intention, Working Condition and Turnover 

Intention Supervision and Turnover Intention Recognition and Turnover Intention 

Coworkers and Turnover Intention Nature of Work and Turnover Intention 

Distributive Justice and Turnover Intention Procedural Justice and Turnover Intention 

Autonomy and Turnover Intention”.“Perceived Alternative Employment Opportunity 

(PAEO) and Turnover IntentionAffective Commitment and Turnover Intention, 

Continuous Commitment and Turnover Intention, Age and Turnover Intention and 

Tenure and Turnover Intention. “The results also showed a significant positive 

relationship between Work-Family Conflict and Turnover Intention Family-Work 

Conflict and Turnover Intention Work Overload and Turnover Intention and 

Education and Turnover Intention”. 

 

Section 2: The Bank of Khyber 

5.3 Descriptive Statistics 

“The overall job satisfaction of the employees of The Bank of Khyber is low”. “They 

are satisfied with a slight low level with Pay”.“Social Status SecurityWorking 

Condition Supervision Recognition”.“Coworkers Nature of Work Distributive Justice 

Procedural Justice and Autonomy”. “They are neither satisfied nor dissatisfied with 

promotion chances”. “The Mean and Standard Deviation of Work-Family Conflict 

indicate that theemployees of The Bank of Khyber don’t know whether their work 

affect their family activities or not”. “The Mean and Standard Deviation of Family-
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Work conflict indicate that the family activities have affected the employees' work”. 

“They are neutral about the Work Overload”. 

“The Mean and Standard Deviation of turnover intention indicate that the employees 

of The Bank of Sindh don’t have a strong intention of quitting their bank”. “The Mean 

and Standard Deviation of Perceived Alternative Employment Opportunities (PAEO) 

show that the employees of Khyber Bank don’t know that they can find an alternative 

job within a few days if they quit their present job”. “The employees indicated a 

slightly low affective and Continuous Commitment to their job.” 

 

5.4 Inferential Statistics 

5.4.1 Relationship between Job Satisfaction and different Variable 

“No relationship between pay and job satisfaction was found”. “A significant positive 

relationship was investigated between Social Status and Job Satisfaction Security and 

Job Satisfaction Promotion and Job Satisfaction”. “Working Condition and Job 

Satisfaction Supervision and Job Satisfaction Recognition and Job Satisfaction 

Coworkers and Job Satisfaction Nature of Work and Job Satisfaction Distributive 

Justice and Job Satisfaction”. “Procedural Justice and Job Satisfaction Autonomy and 

Job Satisfaction and Job Satisfaction and Continuous Commitment”. 

“A significant negative relationship was found between Work-Family Conflict and 

Job Satisfaction Work Overload and Job Satisfaction, Job Satisfaction and Turnover 

Intention and Perceived Alternative Employment Opportunity (PAEO) and Job 

Satisfaction”.“No significant relationship was found between Family-Work Conflict 

and Job Satisfaction”, “Affective Commitment and Job Satisfaction Age and Job 

SatisfactionTenure and Job Satisfaction, Gender and Job Satisfaction and Education 

and Job Satisfaction”. 

 

5.4.2 Relationship between Turnover Intention and different Variable 

“The results indicate that there is a significant negative correlation between Pay and 

Turnover IntentionSocial Status and Turnover Intention Security and Turnover 

Intention”, “Promotion and Turnover Intention”, “Working Condition and Turnover 

Intention Supervision and Turnover Intention Recognition and Turnover Intention 

Coworkers and Turnover Intention Nature of Work and Turnover Intention, 

Distributive Justice and Turnover Intention Procedural Justice and Turnover Intention 
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Autonomy and Turnover Intention Continuous Commitment and Turnover Intention 

and Age and Turnover Intention”. 

“A positive significant relationship was also found between Work-Family Conflict 

and Turnover Intention”.“Family-Work Conflict and Turnover Intention Work 

Overload and Turnover Intention and Perceived Alternative Employment Opportunity 

(PAEO) and Turnover Intention”. “No relationship was developed between Affective 

Commitment and turnover intention Tenure and turnover intention education and 

turnover intention and gender and turnover intention”. 

 

Section 3 The Bank of Punjab 

5.5 Descriptive Statistics 

“The overall job satisfaction of the employees of The Bank of Punjab is not too high”. 

“They are satisfied but with a slight low level with Pay Social Status Security 

Promotion Working Condition Supervision Recognition Coworkers Nature of Work 

Distributive Justice Procedural Justice Autonomy”. 

“The Mean and Standard Deviation of Work-Family Conflict indicate that the work of 

employees of The Bank of Punjab have not affected their family activities”. “The 

Mean and Standard Deviation of Family-Work conflict indicate that the employees of 

The Bank of Punjab don’t know whether family activities have affected the 

employees' work”. “Work Overload shows that the workload is reasonable and the 

bankers are able to complete their work in the given period of time”. 

“The Mean and Standard Deviation of turnover intention indicate that the employees 

of The Bank of Punjab don’t have any intention of quitting their bank”. “The Mean 

and Standard Deviation of Perceived Alternative Employment Opportunities (PAEO) 

show that the employees of The Bank of Punjab don’t know whether they can find an 

alternative job within a few days if they quit their present job”. “The employees 

indicated affective and Continuous Commitment to their jobs but not at high level”. 

 

5.6 Inferential Statistics 

5.6.1 Relationship between Job Satisfaction and different Variable 

“There was found a significant relationship between overall job satisfaction and pay 

job satisfaction and Social Status Job Satisfaction and Securityjob satisfaction and 

Promotion”, “Job Satisfaction and Working Condition Job Satisfaction and 

Supervision”. “Job Satisfaction and RecognitionJob Satisfaction and Coworkers Job 
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Satisfaction and Nature of Work Job Satisfaction and Distributive Justice Job 

Satisfaction and Procedural Justice and Job Satisfaction and Affective Commitment”. 

“The results also show a negative relationship between job satisfaction and Family-

Work conflict job satisfaction and Perceived Alternative Employment Opportunities, 

and job satisfaction and Turnover Intention”. 

“No relationship was found between job satisfaction and Autonomy job satisfaction 

and Work-Family Conflict job satisfaction and Work Overload and job satisfaction 

and Continuous Commitment”. “The results indicate the association of demographic 

variables with job satisfaction”. “A significant positive relationship was investigated 

only between overall job satisfaction and age while no relationship was developed 

between job satisfaction and tenurejob satisfaction and education and job satisfaction 

and gender”. “The results of the table showed a negative relationship between job 

satisfaction and PAEO and job satisfaction and Turnover Intention while a positive 

relationship between job satisfaction and Affective Commitment and job satisfaction 

and Continuous Commitment was investigated”. 
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5.12 Inferential Statistics 

5.12.1 Relationship between Job Satisfaction and different Variable 

“There was found a significant positive relationship between job satisfaction and pay 

job satisfaction and Social Status Job Satisfaction and Security job satisfaction and 

Promotion Job Satisfaction and Working Condition Job Satisfaction and Supervision 

Job Satisfaction and Recognition Job Satisfaction and Coworkers Job Satisfaction and 

Nature of Work Job Satisfaction and Distributive Justice Job Satisfaction and 

Procedural Justice and Job Satisfaction and Autonomy”. 

“A significant negative relationship was found between job satisfaction and Work-

Family conflict Job Satisfaction and Family-Work conflict and Job Satisfaction and 

Work Overload”. “The results indicate the association of demographic variables with 

job satisfaction”. ”No relationship between demographic characteristics and job 

satisfaction was proved”. “The results of the table showed a negative relationship 

between job satisfaction and PAEO and job satisfaction and Turnover Intention while 

a positive relationship between job satisfaction and Affective Commitment and job 

satisfaction and Continuous Commitment was investigated”. 

5.12.2 Relationship between Turnover Intention and different Variables 

“The results indicated a significant negative relationship between Pay and Turnover 

Intention Social Status and Turnover Intention Security and Turnover Intention 

Promotion and Turnover Intention Working Condition and Turnover Intention 

Supervision and Turnover Intention Recognition and Turnover Intention Coworkers 

and Turnover Intention Distributive Justice and Turnover Intention Procedural Justice 

and Turnover Intention Autonomy and Turnover Intention”.“Affective Commitment 

and Turnover Intention Continuous Commitment and Turnover Intention and Age and 

Turnover Intention”. “Nature of work did not show significant relationship with 

turnover intention”. 

“Conversely the results show a significant positive relationship between Work-Family 

Conflict and Turnover Intention Family-Work Conflict and Turnover Intention Work 

Overload and Turnover Intention”. “Tenure Gender and Education were not found to 

have a significant relationship with turnover intention”. “PAEO showed a positive 

relationship with turnover intention”. 

 

Section 7 Askari Bank Limited 

5.13 Descriptive Statistics 
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“The overall job satisfaction of the employees of Askari Bank Limited is slightly 

low”. “They are satisfied with Pay Social Status Security Promotion Working 

Condition”.“Supervision Recognition Coworkers Nature of Work Procedural Justice 

and Autonomy”. “They are neither satisfied nor dissatisfied with Distributive Justice”. 

“Work-Family Conflict indicate that the work of the employees of Askari Bank 

Limited have not affected their family life”. “Family-Work conflict indicate that the 

family life of the employees of Askari Bank Limited have not affected their work 

activities”. “Work Overload shows that the work load is not too much”. “They have 

sufficient time to complete their work in time”. “Turnover intention indicates that the 

employees of Askari Bank Limited don’t have any intention of quitting their bank. 

Perceived Alternative Employment Opportunity (PAEO) shows that the employees of 

Askari Bank Limited can find an alternative job within a few days if they quit their 

present job”. “The employees of Askari Bank indicated a significant affective 

Continuous Commitment to their job”. 

5.14 Inferential Statistics 

5.14.1 Relationship between Job Satisfaction and different Variable 

“There was found a significant positive relationship between Job Satisfaction and Pay 

Job Satisfaction and Social Status Job Satisfaction and Security Job Satisfaction and 

Promotion Job Satisfaction and Working Condition Job Satisfaction and Supervision 

Job Satisfaction and Recognition”.“Job Satisfaction and Nature of Work,Job 

Satisfaction and Distributive Justice Job Satisfaction and Procedural JusticeJob 

Satisfaction and Autonomy Job Satisfaction and Affective Commitment and Job 

Satisfaction and Continuous Commitment”. 

“The results also indicate that there is a significant negative relationship between 

Work-Family conflict and Job Satisfaction Family-Work Conflict and job satisfaction 

Work Overload and Job Satisfaction and Job satisfaction and Turnover Intention”. 

“The results indicate the association of demographic variables with job satisfaction”. 

“No Significant relationship was found between job satisfaction and demographic 

characteristics”. “Similarly no relationship was found between coworkers and job 

satisfaction and PAEO and job satisfaction”. 

5.14.2 Relationship between Turnover Intention and different Variables 

“The results indicated a significant negative relationship between Pay and Turnover 

Intention Social Status and Turnover Intention Security and Turnover Intention 

Promotion and Turnover Intention Working Condition and Turnover Intention 
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Supervision and Turnover Intention”.“Recognition and Turnover Intention Coworkers 

and Turnover Intention Nature of Work and Turnover Intention Distributive Justice 

and Turnover Intention Autonomy and Turnover Intention Affective Commitment and 

Turnover Intention and Continuous Commitment and Turnover Intention”. 

“Conversely the results show a significant positive relationship between Work-Family 

Conflict and Turnover Intention Family-Work Conflict and Turnover Intention and 

Work Overload and Turnover Intention and PAEO and Turnover Intention”. ”No 

significant correlation was found between demographic variables and turnover 

intention”. “Similarly no significant relationship at 1 or 5 percent was found between 

procedural justice and turnover intention”. 

Section 8 Bank Alfalah Limited 

5.15 Descriptive Statistics 

“The overall job satisfaction of the employees of Bank Alfalah Limited is slightly 

low”. “They are satisfied with Pay Social Status Security Promotion Working 

Condition Recognition Coworkers Nature of Work Distributive Justice Procedural 

Justice Autonomy”. “They are neither satisfied nor dissatisfied with supervision”. 

“Work-Family Conflict indicate that the work of the employees of Bank Alfalah 

Limited have not affected their family life”. “Family-Work conflict indicate that the 

family life of the employees of Bank Alfalah Limited have not affected their work 

activities”. 

“Work Overload shows that the work load is not too much”. “They have sufficient 

time to complete their work in time”. “Turnover intention indicates that the 

employees of Bank Alfalah Limited don’t have any intention of quitting their bank. 

Perceived Alternative Employment Opportunities (PAEO) shows that the employees 

of Bank Alfalah Limited can find an alternative job within a few days if they quit their 

present job”. “The employeesof Bank Alfalah Limited indicated a significant affective 

and Continuous Commitment to their job”. 

5.16 Inferential Statistics 

5.16.1 Relationship between Job Satisfaction and different Variable 

“There was found a significant positive relationship between Job Satisfaction and Pay 

Job Satisfaction and Social Status Job Satisfaction and SecurityJob Satisfaction and 

PromotionJob Satisfaction and Working Condition Job Satisfaction and Supervision 

Job Satisfaction and Recognition Job Satisfaction and Nature of Work Job 

Satisfaction and Distributive Justice Job Satisfaction and Procedural Justice Job 
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Satisfaction and Autonomy”.“Job Satisfaction and Affective Commitment and Job 

Satisfaction and Continuous Commitment”.“The results also indicate that there is a 

significant negative relationship between Work-Family conflict and Job Satisfaction 

Family-Work Conflict and Job Satisfaction Work Overload and Job Satisfaction and 

Job satisfaction and Turnover Intention”. “The results indicate the association of 

demographic variables with job satisfaction”. “No Significant relationship was found 

between job satisfaction and demographic characteristics”. 

5.16.2 “Relationship between Turnover Intention and different Variables”. 

“The results indicated a significant negative relationship between Pay and Turnover 

Intention Social Status and Turnover Intention Security and Turnover Intention 

Promotion and Turnover Intention”.“Working Condition and Turnover Intention, 

Supervision and Turnover Intention”.“Recognition and Turnover Intention Coworkers 

and Turnover Intention Nature of Work and Turnover IntentionDistributive Justice 

and Turnover Intention Autonomy and Turnover Intention Affective Commitment and 

Turnover Intention and Continuous Commitment and Turnover Intention”. 

“Conversely the results show a significant positive relationship between Work-Family 

Conflict and Turnover Intention Family-Work Conflict and Turnover Intention and 

Work Overload and Turnover Intention and PAEO and Turnover Intention”.” 

Nosignificant correlation was found between age and turnover intention tenure and 

turnover intentioneducation and turnover intention and Gender and turnover 

intention”. 

Section 9 Habib Bank Limited 

5.17 Descriptive Statistics 

“The overall job satisfaction of the employees of Habib Bank Limited is slightly low”. 

“They are satisfied with Pay Social Status Security Promotion Working Condition 

Supervision Recognition Coworkers Nature of Work Procedural Justice and 

Autonomy They are neither satisfied nor dissatisfied with Distributive Justice”. 

“Work-Family Conflict indicates that the employees of Habib Bank Limited are 

neutral about the impact of work on family life”. “Family-Work conflict indicates that 

the employees of Habib Bank Limited don’t know whether their family activities have 

affected their work activities or not”. “Work Overload shows that the work load is not 

too much”. “They have almost sufficient time to complete their work in time”. 

“Turnover intention indicates that the employees of Habib Bank Limited don’t have 

any intention of quitting their bank”. “Perceived Alternative Employment 
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Opportunities (PAEO) show that the employees of Habib Bank Limited don’t know 

whether they can find an alternative job within a few days if they quit their present 

job”. “The employees of Habib Bank indicated a strong affective and Continuous 

Commitment also shows that the employees are very committed to their job”. 
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5.18 Inferential Statistics 

5.18.1 Relationship between Job Satisfaction and different Variable 

“There was found a significant positive relationship between Job Satisfaction and Pay 

Job Satisfaction and Social Status Job Satisfaction and Promotion Job Satisfaction and 

Working Condition Job Satisfaction and Supervision Job Satisfaction and Recognition 

Job Satisfaction and Coworkers Job Satisfaction and Nature of Work Job Satisfaction 

and Distributive JusticeJob Satisfaction and Procedural Justice Job Satisfaction and 

autonomy Job Satisfaction and Affective Commitment and Job Satisfaction and 

Continuous Commitment”. 

“The results also indicate that there is a significant negative relationship between 

Work-Family conflict and Job Satisfaction Work Overload and Job Satisfaction and 

Job satisfaction and Turnover Intention”. “The results indicate the association of 

demographic variables with job satisfaction”. “No Significant relationship was found 

between job satisfaction and demographic characteristics and job satisfaction and 

Family-Work Conflict”. 

5.18.2 Relationship between Turnover Intention and different Variables 

“The results indicated a significant negative relationship between Pay and Turnover 

Intention, Social Status and Turnover Intention Security and Turnover Intention 

Promotion and Turnover Intention Working Condition and Turnover Intention, 

Supervision and Turnover Intention Recognition and Turnover Intention Coworkers 

and Turnover Intention Nature of Work and Turnover Intention Distributive Justice 

and Turnover Intention Procedural Justice and Turnover Intention Autonomy and 

Turnover Intention Affective Commitment and Turnover Intention and Continuous 

Commitment and Turnover Intention”. 

“Conversely the results show a significant positive relationship between Work-Family 

Conflict and Turnover Intention Family-Work Conflict and Turnover Intention and 

Work Overload and Turnover Intention and PAEO and Turnover Intentional”. “No 

significant correlation was found between demographic variables and turnover 

intention”. 

Section 10 United Bank Limited 

5.19 Descriptive Statistics 

“The overall job satisfaction of the employees of United Bank Limited is low”. “They 

are satisfied with Pay Social Status Security Working Condition Supervision 

Recognition Coworkers Nature of Work Autonomy”. “They are neither satisfied nor 
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dissatisfied with Promotion, Distributive Justice and Procedural Justice”.“Work-

Family Conflict indicates that the employees of United Bank Limited don’t know that 

their work have affected their family life or not”. “Family-Work conflict indicates that 

the family activities of the employees of United Bank have not affected their work 

activities”. “Work Overload shows that the workload is neither too less nor too 

much”. 

 

“The Mean and Standard Deviation of turnover intention indicate that the employees 

of United Bank Limited don’t have any intention of quitting their bank”. “The Mean 

and Standard Deviation of Perceived Alternative Employment Opportunities (PAEO) 

show that the employees of United Bank Limited cannot find an alternative job within 

a few days if they quit their present job”. “The employees of United Bank indicated a 

strong affective commitment”. “The Mean and Standard Deviation of Continuous 

Commitment also shows that the employees are very committed to their job”. 

5.20 Inferential Statistics 

5.20.1 Relationship between Job Satisfaction and different Variable 

“There was found a significant positive relationship between Job Satisfaction and Pay 

Job Satisfaction and Social Status Job Satisfaction and Security Job Satisfaction and 

Promotion”. ”Job Satisfaction and Working Condition Job Satisfaction and 

Supervision Job Satisfaction and Recognition Job Satisfaction and Coworkers Job 

Satisfaction and Nature of Work Job Satisfaction and Distributive Justice Job 

Satisfaction and Procedural Justice Job Satisfaction and Autonomy Job Satisfaction 

and Continuous Commitment and Job Satisfaction and Tenure”. 

“The results also indicate that there is no significant relationship between Work-

Family conflict Family-Work conflict and Work Overload and Job Satisfaction”. “The 

results indicate the association of demographic variables with job satisfaction”. “No 

Significant relationship was found between job satisfaction and Age and Job 

Satisfaction and Gender”. “A negative correlation was found between job satisfaction 

and education”. “The result indicates the relationship between Perceived Alternative 

Employment Opportunities”.“(PAEO) and Affective Commitment (AC) and Job 

Satisfaction”. “The resultsof the table showed a negative relationship between job 

satisfaction and Turnover Intention but no correlation was found between job 

satisfaction and affective commitment and job satisfaction and PAEO”. 
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5.20.2 “Relationship between Turnover Intention and different Variables”. 

“The results indicated a significant negative relationship between Pay and Turnover 

Intention Social Status and Turnover Intention Security and Turnover Intention 

Promotion and Turnover Intention Working Condition and Turnover Intention 

Supervision and Turnover Intention, Recognition and Turnover Intention, Coworkers 

and Turnover Intention”.“Nature of Work and Turnover Intention Distributive Justice 

and Turnover Intention Procedural Justice and Turnover Intention”“Autonomy and 

Turnover Intention Affective Commitment and Turnover Intention and Continuous 

Commitment and Turnover Intention”, “Age and Turnover Intention and Tenure and 

Turnover Intention”.“Conversely the results show a significant positive relationship 

between Work-Family Conflict and Turnover Intention Family-Work Conflict and 

Turnover Intention and Work Overload and Turnover Intention and PAEO and 

Turnover Intention”. “Gender and Education were not found to have a significant 

correlation with Turnover Intention. Therefore H2a and H2c are rejected in the 

sample of United Bank Limited”. 

Section 11 NIB Bank Limited 

5.21 Descriptive Statistics 

“The overall job satisfaction of the employees of Nib Bank Limited is slightly low”. 

“They showed slightly low level of satisfaction with Pay Social Status Promotion 

Working Condition Recognition Coworkers Nature of Work Distributive Justice and 

Autonomy”.“They are neither satisfied nor dissatisfied with Security Supervision and 

Procedural Justice”.“The Mean and Standard Deviation of Work-Family Conflict 

indicate that the employees of Nib Bank Limited don’t know whether their work 

affect their family activities or not”.“The Mean and Standard Deviation of Family-

Work conflict indicate that the family activities have affected the employees' work”. 

“They are neutral about the Work Overload”. 

“The Mean and Standard Deviation of Turnover Intention indicate that the employees 

of Nib Bank Limited are neutral about the intention of quitting their bank”. 

“Perceived Alternative Employment Opportunities show that the employees of Nib 

Bank don’t know that they can find an alternative job within a few days if they quit 

their present job”. “The employees of Nib Bank indicated a slightly low affective and 

Continuous Commitment also to their job”. 
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5.22 Inferential Statistics 

5.22.1 Relationship between Job Satisfaction and different Variable 

“A significant positive relationship was investigated between Pay and Job Satisfaction 

Social Status and Job Satisfaction Security and Job Satisfaction Promotion and Job 

Satisfaction Working Condition and Job Satisfaction Supervision and Job Satisfaction 

Recognition and Job Satisfaction Coworkers and Job Satisfaction Nature of Work and 

Job Satisfaction Procedural Justice and Job Satisfaction Affective Commitment and 

Job Satisfaction Continuous Commitment and Job Satisfaction Age and Job 

Satisfaction and Tenure and Job Satisfaction”. 

“A significant negative relationship was found between Work-Family Conflict and 

Job Satisfaction Work Overload and Job Satisfaction and Job Satisfaction and 

Turnover Intention”. “No significant relationship was found between Distributive 

Justice and Job Satisfaction Autonomy and Job Satisfaction Family-Work Conflict 

and Job Satisfaction Perceived Alternative Employment Opportunity (PAEO) and Job 

Satisfaction Gender and Job Satisfaction Education and Job Satisfaction and Marital 

Status and Job Satisfaction”. 

5.22.2 Relationship between Turnover Intention and different Variables 

“The results indicate that there is a significant negative correlation between Pay and 

Turnover IntentionSocial Status and Turnover Intention Security and 

TurnoverIntention Promotion and Turnover Intention Recognition and Turnover 

Intention Coworkers and Turnover Intention Nature of Work and Turnover Intention 

Distributive Justice and Turnover Intention Procedural Justice and Turnover Intention 

Affective Commitment and Turnover Intention Continuous Commitment and 

Turnover Intention Age and Turnover Intention and Tenure and Turnover Intention”. 

“Conversely a positive significant relationship was found between Work-Family 

Conflict and Turnover Intention Work Overload and Turnover Intention and 

Perceived Alternative Employment Opportunity (PAEO) and Turnover 

Intention”.“No significant relationship was found between Working Condition and 

Turnover Intention Supervision and Turnover Intention Autonomy and Turnover 

Intention Family-Work Conflict and Turnover Intention Gender and Turnover 

Intention Education and Turnover Intention”. 
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Section 12 Bank Al Habib Limited 

5.23 Descriptive Statistics 

“The overall job satisfaction of the employees of Bank Al Habib Limited is low”. 

“They are satisfied with Pay Social Status Working Condition Coworkers Nature of 

Work and Autonomy”. “They are neither satisfied nor dissatisfied with Security 

Promotion Supervision Recognition Nature of Work Distributive Justice and 

Procedural”. “Work-Family Conflict indicates that the work of employees of Bank Al 

Habib Limited has affected their family activities”. “Family-Work conflict indicates 

that the bankers don’t know whether family activities have affected the employees' 

work or not. They are neutral about the Work Overload”. 

“The Mean and Standard Deviation of turnover intention indicate that the employees 

of Bank Al Habib Limited are neutral about their intention of quitting bank”. “The 

Mean and Standard Deviation of Perceived Alternative Employment Opportunities 

(PAEO) show that the employees of Bank Al Habib Limited don’t know that they can 

find an alternative job within a few days if they quit their present job”. “The 

employees of National Bank indicated a strong affective commitment”. “The Mean 

and Standard Deviation of Continuous Commitment also shows that the employees 

are very committed to their job”. 

5.24 Inferential Statistic 

“The results showed a significant positive relationship between Promotion and Job 

Satisfaction and Perceived Alternative Employment Opportunity (PAEO) and 

Turnover Intention while a negative relationship was developed between job 

satisfaction and turnover intention Perceived Alternative Employment Opportunity 

(PAEO) and Job Satisfaction promotion and Turnover Intention and Coworkers and 

Turnover Intention”. “All other hypotheses are rejected in the sample of Bank Al 

Habib Limited”. 

Section 13 Habib Metropolitan Bank Limited 

5.25 Descriptive Statistics 

“The overall job satisfaction of the employees of Habib Metropolitan Bank Limited is 

low”. “They are satisfied with Pay Social Status Working Condition Recognition 

Coworkers Nature of Work and Autonomy”. “They are neither satisfied nor 

dissatisfied with Security Promotion Supervision Distributive Justice and Procedural 

Justice”. 
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“The Mean and Standard Deviation of Work-Family Conflict indicate that the work of 

employees of Habib Metropolitan Bank Limited has affected their family activities”. 

“The Mean and Standard Deviation of Family-Work conflict indicate that family 

activities of the employees of Habib Metropolitan Bank Limited have affected the 

employees work”. “Work Overload shows that the workload is too much and the 

bankers are unable to complete their work in the given period of time”. 

“Turnover intention indicates that the employees of Habib Metropolitan Bank Limited 

are neutral about the intention of quitting their bank. Perceived Alternative 

Employment Opportunities (PAEO) show that the employees of Habib Metropolitan 

Bank Limited don’t know whether they can find an alternative job within a few days 

if they quit their present job”. “The employees of Habib Metropolitan Bank Limited 

indicated a significant affective Continuous Commitment to their job”. 

5.26 Inferential Statistics 

5.26.1 Relationship between Job Satisfaction and different Variable 

“There was found a significant positive relationship between overall job satisfaction 

and payjob satisfaction and Social Status Job Satisfaction and Security job satisfaction 

and Promotion Job Satisfaction and Working Condition Job Satisfaction and 

Supervision Job Satisfaction and Recognition Job Satisfaction and Coworkers Job 

Satisfaction and Nature of Work Job Satisfaction and Distributive Justice Job 

Satisfaction and Procedural Justice and Job Satisfaction and Continuous 

Commitment”. 

“The results also showed a negative relationship between job satisfaction and Family-

Work conflict job satisfaction and Perceived Alternative Employment Opportunities 

job satisfaction and Turnover Intention”. “There were found no relationship between 

Job Satisfaction and Autonomy JobSatisfaction and Work-Family ConflictJob 

Satisfaction and Work Overload Job Satisfaction and Affective CommitmentJob 

Satisfaction and Age Job Satisfaction and Tenure Job Satisfaction and Education and 

Job Satisfaction and Gender”. 

5.26.2 Relationship between Turnover Intention and different Variables 

“The results indicated a significant negative relationship between Pay and Turnover 

Intention Social Status and Turnover Intention Security and Turnover Intention 

Promotion and Turnover Intention Working Condition and Turnover Intention 

Supervision and Turnover Intention Recognition and Turnover Intention”.“Coworkers 

and Turnover Intention Nature of Work and Turnover Intention”. “Distributive Justice 
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and Turnover Intention Procedural Justice and Turnover Intention”. “Affective 

Commitment and Turnover Intention and Continuous Commitment and Turnover 

Intention”. 

“Conversely the results show a significant positive relationship between Work-Family 

Conflict and Turnover Intention and Family-Work Conflict and Turnover Intention 

Perceived Alternative Employment Opportunity (PAEO) and Turnover Intention”. 

“No relationship was found between Autonomy and Turnover Intention Work 

Overload andTurnover Intention Age and Turnover Intention Tenure and Turnover 

Intention Gender and Turnover Intention and Education and Turnover Intention”. 

Section 14 JS Bank Limited 

5.27 Descriptive Statistics 

“The overall job satisfaction of the employees of JS Bank Limited is low”. “They are 

satisfied with Security Promotion Working Condition RecognitionCoworkers 

Distributive Justice and Autonomy”. “They are neither satisfied nor dissatisfied with 

Pay Social Status Supervision Nature of Work and Procedural Justice”. “Work-

Family Conflict indicates that the work of employees of JS Bank Limited has affected 

their family life. Family-Work conflict indicates that the family activities have 

affected the employees' work”. “Work Overload is too much and they are unable to 

complete their work in a given period of time”. 

“The Mean and Standard Deviation of Turnover Intention indicate that the employees 

of JS Bank Limited are neutral about the intention of quitting their bank”. “The Mean 

and Standard Deviation of Perceived Alternative Employment Opportunities (PAEO) 

show that the employees of JS Bank can find an alternative job within a few days if 

they quit their present job”. “The employees of JS Bank indicated a strong affective 

commitment to their bank”. “The Mean and Standard Deviation of Continuous 

Commitment also shows that the employees are very committed to their job”. 

5.28 Inferential Statistics 

“The results of Multiple Correlation and Regression supported H1f (There is a 

significant relationship between social status and job satisfaction) H1K (There is a 

significant relationship between Recognition and Job Satisfaction) and H1m (There is 

a significant relationship between Nature of Work and Job Satisfaction) H2e (There is 

a significant relationship between Pay and Turnover Intention) H2i (There is a 

significant relationship between Working Condition and Turnover Intention) and H2r 
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(There is a significant relationship between Family-Work Conflict and Turnover 

Intention)”. “All other hypotheses were rejected in the sample of JS Bank Limited”. 

Section 15 Soneri Bank Limited 

5.29 Descriptive Statistics 

“The overall job satisfaction of the employees of Soneri Bank Limited is slightly 

low”. “They are satisfied with Pay Social Status Working Condition Recognition 

Coworkers Nature of Work and Autonomy”. “They are neither satisfied nor 

dissatisfied with Distributive Justice, Procedural Justice Security Promotion and 

Supervision”. . 

“The Mean and Standard Deviation of Work-Family Conflict indicate that the work of 

employees of Soneri Bank Limited has affected their family life”. “The Mean and 

Standard Deviation of FamilyWork conflict indicate that the family life of the 

employees of Soneri Bank Limited have affected their work activities”. “Work 

Overload shows that the work load is too much”. “They don’t have sufficient time to 

complete their work in time”. 

“The Mean and Standard Deviation of turnover intention indicate that the employees 

of Soneri Bank Limited don’t have any intention of quitting their bank”. “The Mean 

and Standard Deviation of Perceived Alternative Employment Opportunities (PAEO) 

show that the employees of Soneri Bank Limited can find an alternative job within a 

few days if they quit their present job”. “The employees of Askari Bank indicated a 

significant affective and Continuous Commitment to their job”. 

 

5.30 Inferential Statistics 

“The results of Correlation and Regression supported H1n which states that there is a 

significant relationship between Distributive Justice and Job Satisfaction H2e which 

states that there is a significant relationship between Pay and Turnover Intention and 

H2g which states that there is a significant relationship between Security and 

Turnover Intention”. “All other hypotheses are rejected”. 

 

Section 16 Standard Chartered Bank Limited 

5.31 Descriptive Statistics 

“The overall job satisfaction of the employees of Standard Chartered Bank Limited is 

2.2833 with standard deviation of .38929”. “The employees showed a slightly low 
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level of satisfaction with Pay Social Status Working Condition Recognition 

Coworkers Nature of Work Procedural Justice and Autonomy”. “They are neither 

satisfied nor dissatisfied with Security Promotion Supervision and Distributive 

Justice”. 

“Work-Family Conflict indicate that the employees of Standard Chartered Bank 

Limited don’t know whether their work have affected their family life or not”. “The 

Mean and Standard Deviation of Family-Work conflict indicate that the employees of 

Standard Chartered Bank Limited don’t know whether family activities have affected 

the employees' work”. “Work Overload shows that the employees are neutral about 

workload”. 

“Turnover intention indicates that the employees of Standard Chartered Bank Limited 

don’t have any intention of quitting their bank”. “The Mean and Standard Deviation 

of Perceived Alternative Employment Opportunities (PAEO) show that the employees 

can find an alternative job within a few days if they quit their present job”. “The 

employees of National Bank indicated a strong affective and Continuous Commitment 

to their job”. 

5.32 Inferential Statistics 

“The results of Correlation and Regression supported H1f which states that there is a 

significant relationship between satisfaction with Social Status and Job Satisfaction  

H1p which states that there is a significant relationship between satisfaction with 

Autonomy and Job Satisfaction H1s which states that there is a significant 

relationship between Work Overload and Job Satisfaction H1f which states that there 

is a significant relationship between satisfaction with Social Status and Job 

Satisfaction H2w which states that there is a significant relationship between Job 

Satisfaction and Turnover Intention H2e which states that there is a significant 

relationship between satisfaction with Pay and Turnover Intention and H2f which 

states that there is a significant”.“Relationship between satisfaction with Social Status 

and Job Satisfaction. All other hypotheses in rejected”. 

Section 17 Mybank Limited 

5.33 Descriptive Statistics 

“The overall job satisfaction of the employees of Mybank Limited is slightly low”. 

“They are satisfied with Pay Social Status Promotion Working Condition Recognition 

Coworkers Nature of Work and Autonomy”. “The employees of Mybank are neither 
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satisfied nor dissatisfied with Security Supervision Distributive Justice and Procedural 

Justice”. 

 

“Work-Family Conflict indicates that the work of employees of Mybank Limited have 

affected their family activities”. “The Mean and Standard Deviation of Family-Work 

conflict indicate that family activities of the employees of Mybank Limited have 

affected the employees' work”.” Work Overload shows that the workload is too much 

and the bankers are unable to complete their work in the given period of time”. 

“Turnover intention indicates that the employees of Mybank Limited don’t have any 

intention of quitting their bank”. “The Mean and Standard Deviation of Perceived 

Alternative Employment Opportunities (PAEO) show that the employees of 

Mybank”. “Limited can find an alternative job within a few days if they quit their 

present job”. “The employees of Mybank indicated a strong affective and Continuous 

Commitment to their job”. 

5.34 Inferential Statistics 

“The results of correlation and Regression supported H1L (There is a significant 

relationship between coworkers and job satisfaction) H2e (There is a significant 

negative relationship between satisfaction with Pay and Turnover Intention) H2h 

(There is a significant relationship between satisfaction with Promotion and Turnover 

Intention) and H2a (There is a significant relationship between Age and Turnover 

Intention) while all other hypotheses were rejected in the sample of Mybank 

Limited”. 

Section 18 Public Sector Banks 

5.35 Descriptive Statistics 

“The overall job satisfaction of the employees of Public Sector Banks is slightly low”. 

“They are satisfied with Pay Social Status Security Promotion Working Condition 

Supervision Recognition Coworkers Nature of Work Distributive Justice Procedural 

Justice and Autonomy”. “The Mean and Standard Deviation of Work-Family Conflict 

indicate that the work of employees of Public Sector Banks don’t have any impact on 

their family activities”. “The Mean and Standard Deviation of Family-Work conflict 

indicate that family activities of the employees of Public Sector Banks have affected 

the employees' work”. “Work Overload shows that the workload is reasonable and the 

bankers are able to complete their work in the given period of time”. 
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“The Mean and Standard Deviation of turnover intention indicate that the employees 

of Public Sector Banks don’t have any intention of quitting their bank”. “The Mean 

and Standard Deviation of Perceived Alternative Employment Opportunities (PAEO) 

show that the employees of Public Sector Banks don’t know whether they can find an 

alternative job within a few days if they quit their present job”. “The employees of 

Public Sector Banks indicated a strong affective and Continuous Commitment to their 

job. 

 

 

5.36 Inferential Statistics 

5.36.1 Relationship between Job Satisfaction and different Variable 

“There was found a significant positive relationship between overall job satisfaction 

and pay job satisfaction and Social Status Job Satisfaction and Security job 

satisfaction and Promotion Job Satisfaction and Working Condition Job Satisfaction 

and Supervision Job Satisfaction and Recognition Job Satisfaction and Coworkers,Job 

Satisfaction and Nature of Work  Job Satisfaction and Distributive Justice Job 

Satisfaction and Procedural Justice Job Satisfaction and Autonomy Job Satisfaction 

and Affective Commitment Job Satisfaction and Continuous Commitment Job 

Satisfaction and Age (r = 0.200, p < 0.002) and Job Satisfaction and Tenure”. 

The results also showed a negative relationship between job satisfaction and Work-

Family conflict, job satisfaction and Family-Work conflict, job satisfaction and Work 

Overload, job satisfaction and Perceived Alternative Employment Opportunities, job 

satisfaction and Turnover Intention. There were found no relationship between Job 

Satisfaction and Education, and Job Satisfaction and Gender. 

 

5.36.2 Relationship between Turnover Intention and different Variables 

The results indicated a significant negative relationship between Pay and Turnover 

Intention, Social Status and Turnover Intention, Security and Turnover Intention, 

Promotion and Turnover Intention, Working Condition and Turnover Intention, 

Supervision and Turnover Intention, Recognition and Turnover Intention, Coworkers 

and Turnover Intention, Nature of Work and Turnover Intention, Distributive Justice 

and Turnover Intention, Procedural Justice and Turnover Intention, Autonomy and 

Turnover Intention, Perceived Alternative Employment Opportunity (PAEO) and 

Turnover Intention, Affective Commitment and Turnover Intention, Continuous 
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Commitment and Turnover Intention, Age and Turnover Intention and Tenure and 

Turnover Intention. 

Conversely the results show a significant positive relationship between Work-Family 

Conflict and Turnover Intention, Family-Work Conflict and Turnover Intention, Work 

Overload and Turnover Intention. No relationship was found between Gender and 

Turnover Intention and Education and Turnover Intention. 

 

 

 

Section 19 Private Sector Banks 

5.37 Descriptive Statistics 

The overall job satisfaction of the employees of All Private Sector Banks is slightly 

low. The employees show a slightly low level of satisfaction with Pay, Social Status, 

Security, Promotion, Working Condition, Supervision, Recognition, Coworkers, 

Nature of Work, Distributive Justice and Procedural Justice and Autonomy.Work-

Family Conflict indicates that the employees of Private Sector Banks are neutral about 

the impact of their work on family activities. The Mean and Standard Deviation of 

family-Work conflict indicate that the employees of Private Sector Banks are neutral 

about the impact of family life on their work. Work Overload shows that the 

employees are neutral about the workload. 

Turnover intention indicates that the employees of Private Sector Banks don’t have 

any intention of quitting their bank. The Mean and Standard Deviation of Perceived 

Alternative Employment Opportunities (PAEO) show that the employees of Private 

Sector Banks don’t know whether they can find an alternative job within a few days if 

they quit their present job. The employees of Private Sector Banks indicated a strong 

affective and Continuous Commitment to their job. 

 

5.38 Inferential Statistics of  rural female bankers 

5.38.1 Relationship between Job Satisfaction and different Variable of rural 

female bankers 

There was found a significant positive relationship between overall job satisfaction 

and pay, job satisfaction and Social Status, Job Satisfaction and Security, job 

satisfaction and Promotion, Job Satisfaction and Working Condition, Job Satisfaction 

and Supervision, Job Satisfaction and Recognition, Job Satisfaction and Coworkers, 
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Job Satisfaction and Nature of Work, Job Satisfaction and Distributive Justice, Job 

Satisfaction and Procedural Justice, Job Satisfaction and Autonomy, Job Satisfaction 

and Affective Commitment, Job Satisfaction and Continuous Commitment of  rural 

female bankers in sindh. 

The results also showed a negative relationship between job satisfaction and Work-

Family conflict, job satisfaction and Family-Work conflict, job satisfaction and Work 

Overload, job satisfaction and Perceived Alternative Employment Opportunities and 

job satisfaction and Turnover Intention of rural female bankers. There were found no 

relationship between Job Satisfaction and Age, Job Satisfaction and Tenure, Job 

Satisfaction and Education and Job Satisfaction of rural female bankers of Sindh. 

 

5.38.2 Relationship between Turnover Intention and different Variables  

“The results indicated a significant negative relationship between Pay and Turnover 

Intention Social Status and Turnover Intention Security and Turnover Intention”. 

“Promotion and Turnover Intention Working Condition and Turnover Intention 

Supervision and Turnover Intention Recognition and Turnover Intention Coworkers 

and Turnover Intention Nature of Work and Turnover Intention Distributive Justice 

and Turnover Intention Procedural Justice and Turnover Intention Autonomy and 

Turnover Intention Affective Commitment and Turnover Intention Continuous 

Commitment and Turnover Intention and Age and Turnover Intention”. 

“Conversely the results showed a significant positive relationship between Work-

Family Conflict and Turnover Intention Family-Work Conflict and Turnover 

Intention Work Overload and Turnover Intention”. “Perceived Alternative 

Employment Opportunity (PAEO) and Turnover Intention”. “No relationship was 

found between Tenure and Turnover Intention Gender and Turnover Intention and 

Education and Turnover Intention”. 

 

5.39 Recommendations 

“Keeping in view the findings of the research it is strongly recommended that the 

higher authorities should make some strategies for enhancing the level of job 

satisfaction of the employees of those banks who have shown low level of job 

satisfaction”. “The high level of satisfaction is 1 while almost all bankers' satisfaction 

level is 2-3 which is low”. “Family activities of a few banks have badly affected the 

employees' work activities”. “Similarly work activities have also disturbed the 
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employees' family life”. “So steps should be taken to reduce the effect of family life 

on work and of work on family life”. 

“A strong relationship was developed between facets of job satisfaction and turnover 

intention of banker’s job satisfaction and organizational justice (Distributive Justice 

and Procedural Justice) job satisfaction and commitment job satisfaction and turnover 

intention”. “So it is inevitable for the management to develop strategies for 

increasingsatisfaction with various facets in order to reduce turnover intention and 

increase bankers' commitment to their organization”. 

“During the process of research it was felt that there is dire need for scholarly 

investigations on following issues pertaining to rural female bankers in banking sector 

operating in Sindh”. 

Theme-I 

“In the midst of wide spread economic slowdown banks across the world are 

exploring new frontiers for growth and success”. “The criticality of their goal path is 

performance focus that underscores almost every initiative of the management and the 

Human Resource Departments of the banks”. “The review of the related literature and 

prevalent approach of the banks in today’s scenario highlights the importance of 

performance and the crucial link between high performing workforce and an effective 

rewards program”. “A met analysis of different research shows the direct correlation 

between Performance-linked Rewards and High-Performing Employees”. 

“With this background in view the research calls for a future research study that could 

measure the impact of rewards management in a prevailing downturn scenario and 

how a bank could maximize its gains with the investment in its reward system”. 

Theme –II 

“There is no denying the fact that banking sector plays a pivotal role in the 

development of economy of any country”. “A strong and profitable banking system 

promotes broader financial stability and increases the economy’s resilience to adverse 

macroeconomic shocks”. “An overview of the earlier studies in the literature finds 

that macroeconomic developments and financial conditions affect banking 

performance and financial health”. “It is therefore of importance for the maintenance 

of financial and monetary stability to quantify the linkages between macroeconomic 

developments and the banking sector”. 

“Foregoing in view the research suggests that a new research shall examine the 

determinants of banking performance in Pakistan in general and Sindh in particular 
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with afocus on the impact of macroeconomic developments”. “The some of the 

suggested dimensions for the focus of the study shall be financial and income and 

expense ratios and linkage between net interest margin and the non-performing loan 

ratio as measures or determinants of banks profitability”. 

Theme-III 

“Over the last decades the use of information technology has been tremendously 

increased in the service sector and particularly in the banking industry”. “The IT has 

served clients and organization alike”. “The quality of client satisfaction has risen to 

manifolds by the products like internet banking electronic payments security 

investments information exchanges etc.” “Similarly IT has provided information 

system to arrange people collect data process and store and provide information 

needed to support an organization”. “Owing to its numerous benefits today a 

substantial percentage of financial institutions are utilizing computers technology to 

enhance their service quality delivery time and post purchase response”. “The IT 

culture has been well in placed in Pakistani banking sector in order to grab benefits it 

yielded in Western societies”. “Foregoing in view there is need to measure the value 

added effects of information technology on the Pakistani banking sector that 

contributed in their operational performance and productivity of its employees 

including Earnings per Share (EPS) Return on Assets (ROA) net profit margin” 
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Appendix (A) 

Responses of employees of Private Sector Banks 

 

Responses of employees of Private Sector Banks 

Questionnaire Strongly 

Agree 

Agree Neutral Strongly 

disagree 

disagree Total 

Q.1 My salary gives me a 

comfortable life 

116 123 52 31 4 326 

Q.2 Banking sector is a well 

paid sector. 

109 128 57 28 4 326 

Q.3 I am paid according to 

the effortsI use for this bank 

102 129 61 30 4 326 

Q.4 This bank is a well paid 

bank ascompared to other 

banks 

112 123 56 30 5 326 

Q.5 The salary I am paid in 

this bankis very high 

102 123 69 29 3 326 

Q.6 The fringe benefits 

(medicalallowance,   

incentives,   and   

freeaccommodation etc) I get 

from thisbank are very high. 

97 127 59 39 4 326 

Q.7 Bankers are respected in 

KPK. 

100 153 52 20 1 326 

Q.8 The social status of 

bankersespecially in KPK is 

very high. 

106 129 69 20 3 326 

Q.9 Banking profession is 

givenrespect in our society. 

101 126 80 18 1 326 

Q.10 My job provides me 

withsecurity. 

53 176 59 32 6 326 

Q.11 My job is secure. 69 163 68 25 1 326 

Q.12 My manager can not 72 155 72 25 2 326 
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dismiss meif I commit a 

small mistake. 

Q.13 My job is permanent. 62 158 77 27 2 326 

Q.14In the near future I will 

bepromoted. 

55 117 100 49 5 326 

Q.15Mypromotion 

chancesonpresent job are 

bright. 

58 120 97 44 7 326 

Q.16 My advancement on 

present jobis looking bright 

52 114 107 46 7 326 

Q.17The Bank I work in is 

wellfurnished. 

115 135 60 15 1 326 

Q.18The bank I work in is 

AirConditioned. 

114 138 65 8 1 326 

Q.19The bank I work in is 

wellventilated. 

112 140 66 7 1 326 

Q.20The working condition 

of thisbank is suitable 

106 141 67 11 1 326 

Q.21My manager provides 

me help 

on hard problems 

63 168 57 28 10 326 

Q.22My manager is an honest 

andnice man/woman. 

68 160 63 25 10 326 

Q.23 When my manager 

treats me he/her attitude is 

polite. 

71 155 69 23 8 326 

Q.24Myworking 

relationshipwithmy manager 

is good 

65 151 69 31 10 326 

Q.25I am said well done 

when I domy work properly. 

69 171 69 14 3 326 

Q.26 My manager praises me 

when Ido a good job. 

79 142 93 10 2 326 
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Q.27 I am given full credit 

for doing agood job. 

75 143 89 15 4 326 

Q. 28 My coworkers 

cooperate withme. 

136 131 38 20 1 326 

Q.29I have an effective 

workingrelationship with my 

coworkers. 128 131 48 19  326 

Q.30It is easy to make a 

closerelationship with my 

coworkers. 130 123 54 17 2 326 

Q.31My coworkers don’t 

complaintagainst me to my 

manager. 132 122 46 26  326 

Q.32The work I am doing is 

wellsuited to my abilities. 77 183 45 16 5 326 

Q.33I like to take the 

responsibilitiesof my job. 80 174 53 16 3 326 

Q.34I like the duties of my 

job. 94 162 52 14 4 326 

Q.35The work I am doing 

isaccording to my skills. 78 172 53 13 10 326 

Q.36I like my job. 81 171 53 16 5 326 

Q.37Mymanagerrewardsmek

eeping in view my education, 

skilland experience. 52 138 88 41 7 326 

Q.38Mymanagerrewardsme 

keepinginviewmyjobresponsi

bilities 52 145 82 42 5 326 

Q.39Mymanagerrewardsmek

eeping in view my efforts. 61 136 89 36 4 326 

Q.40Mymanagerrewardsmek

eeping in view the stresses 

andstrains of my job. 52 144 88 34 8 326 
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Q. 41 My manager rewards 

mekeeping in view the extra 

time I usefor the success of 

this bank. 54 145 82 43 2 326 

Q.42Mymanagerrewardsmek

eeping in view the amount of 

workthat I do well. 48 141 85 44 8 326 

Q. 43 It is clear to all 

employees thathow to get a 

promotion. 

70 129 94 28 5  

Q.44It is clear to all 

employees thatsalaries are 

distributed fairly. 

76 124 93 29 4 326 

Q.45Good performancegives 

animpetus to the chances of 

promotion. 

68 137 85 27 9 326 

Q.46 My manager collects all 

relevantinformationwhilemak

ingdecisionsabout my job. 

72 128 89 31 5 326 

Q.47My manager keeps in 

mind mypersonalneedswhile 

decisions about my job 

making 

66 130 94 31 5 326 

Q.48 An employee if not 

satisfiedwith the decisions 

made about his/herjob can 

appeal or challenge them. 

68 129 93 35 1 326 

Q.49I have full freedom to do 

mywork on my own. 

100 169 51 5 1 326 

Q.50I have full authority to 

do mywork on my own 

111 160 47 8  326 

Q.51 No one can interfere in 

my work 

122 136 60 7 1 326 
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Q.52The demands of my job 

havebadly affected my family 

life. 

20 119 118 58 11 326 

Q.53My  job  also  takes  the  

timewhich I should spend 

with my family 

19 116 130 50 11 326 

Q.54I always change my 

plans forfamily activities due 

to my job. 

16 108 130 62 10 326 

Q 55 Due to my job activities 

it isvery difficult for me to 

fulfill myfamily duties. 

15 114 125 59 13 326 

Q 56 Due to family problems 

I cannot perform my duty 

properly. 

17 90 136 66 17 326 

Q 57 My family life has 

badlyaffected the demands of 

my job. 

16 91 137 65 17 326 

Q 58 Due to my family duties 

it isvery difficult for me to 

fulfill thedemands of my job. 

14 84 134 77 17 326 

Q 59 I don’t have enough 

time tocomplete the daily 

work of my job. 

25 89 110 83 19 326 

Q.60 The amount of work I 

am doingin this bank is too 

great. 

17 89 110 83 27 326 

Q.61 I always think to leave 

this bank. 

4 25 81 128 88 326 

Q 62 I will leave this bank in 

thecoming year 

7 31 68 137 83 326 

Q 63 I try my best to look for 

a newjob. 

5 27 78 130 86 326 
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Q 64 I have the intention of 

quittingthis bank. 

5 27 71 129 94 326 

Q 65 I can easily find another 

jobwithin fifty days if I leave 

this bank. 

29 107 123 50 17 326 

Q 66 I can find a job that will 

be asgood as this one within 

next few daysif I leave this 

one. 

36 100 124 50 16 326 

Q.67 It is very easy for me to 

find analternative job within a 

month if Ileave this one. 

29 105 116 57 19 326 

Q.68 There are no doubts in 

my mindthat the problems of 

this bank are myown. 

163 147 13 3 0 326 
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Appendix (B) 

Responses of employees of Public Sector Banks 

Questionnaire Strongly Agree Neutral Strongly disagree Total 

 Agree   disagree   

Q.1 My salary gives me a comfortable 135 107 4 1 0 247 

life       

Q.2 Banking sector is a well paid 130 110 7 0 0 247 

sector.       

Q.3 I am paid according to the efforts 120 121 5 1 0 247 

I use for this bank.       

Q.4 This bank is a well paid bank as 171 121 9 0 0 247 

compared to other banks       

Q.5 The salary I am paid in this bank 104 124 19 0 0 247 

is very high       

Q.6  The  fringe  benefits  (medical 84 134 29 0 0 247 

allowance,   incentives,   and   free       

accommodation etc) I get from this       

bank are very high.       

Q.7 Bankers are respected in KPK. 52 130 58 6 1 247 

Q.8  The  social  status  of  bankers 57 124 58 7 1 247 

especially in KPK is very high.       

Q.9  Banking  profession  is  given 49 122 67 8 1 247 

respect in our society.       

Q.10  My  job  provides  me  with 93 137 14 2 1 247 

security.       

Q.11 My job is secure. 100 129 15 3 0 247 

Q.12 My manager can not dismiss me 101 127 16 3 0 247 

if I commit a small mistake.       

Q.13 My job is permanent. 101 126 17 3 0 247 
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Q.14 In the near future  I will be 55 132 56 3 1 247 

promoted.       

        

Q.15 My  promotion  chances  on 51 139 52 5 0 247 

present job are bright.       

       

Q.16 My advancement on present job 54 132 55 6 0 247 

is looking bright       

        

Q.17 The Bank I work in is well 73 136 35 3 0 247 

furnished.       

        

Q.18 The  bank  I  work  in  is  Air 84 118 39 6 0 247 

Conditioned.       

        

Q.19 The bank I work in is well 81 120 3 3 0 247 

ventilated.       

        

Q.20 The working condition of this 80 122 42 3 0 247 

bank is suitable       

        

Q.21 My manager provides me help 83 134 28 2 0 247 

on hard problems       

        

Q.22 My manager is an honest and 86 132 28 1 0 247 

nice man/woman.       

        

Q.23 When my manager treats me, 91 122 31 3 0 247 

he/her attitude is polite.       

        

Q.24 My working relationship with 98 118 31 0 0 247 

my manager is good       
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Q.25 I am said well done when I do 37 152 54 4 0 247 

my work properly.       

       

Q.26 My manager praises me when I 46 126 70 5 0 247 

do a good job.       

       

Q.27 I am given full credit for doing a 48 130 66 3 0 247 

good job.       

       

Q. 28 My coworkers cooperate with 97 138 12 0 0 247 

me.        

        

Q.29 I  have  an  effective  working 93 144 9 1 0 247 

relationship with my coworkers.        

        

Q.30 It  is  easy  to  make  a  close 102 133 11 1 0 247 

relationship with my coworkers.        

       

Q.31My coworkers don’t complaint 97 136 13 1 0 247 

against me to my manager.        

        

Q.32 The work I am doing is well 64 142 40 1 0 247 

suited to my abilities.         

        

Q.33 I like to take the responsibilities 59 141 47 0 0 247 

of my job.           

         

Q.34 I like the duties of my job.  63 133 51 0 0 247 

        

Q.35 The  work  I  am  doing  is 69 131 46 1 0 247 

according to my skills.         
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Q.36 I like my job.   71 134 40 2  247 

           

Q.37 My manager rewards me 88 130 25 3 1 247 

keeping in view my education, skill       

and experience.          

           

Q.38 My manager rewards me 70 143 29 5 0 247 

keeping in view my job       

responsibilities.          

           

Q.39 My manager rewards me 75 136 34 2 0 247 

keeping in view my efforts.        

           

Q.40 My manager rewards me 74 142 29 2 0 247 

keeping  in  view  the  stresses  and       

strains of my job.          

       

Q.  41  My  manager  rewards  me 69 140 36 2 0 247 

keeping in view the extra time I use       

for the success of this bank.        

           

Q.42 My manager rewards me 84 131 28 4 0 247 

keeping in view the amount of workthat 

I do well.       

       

Q. 43 It is clear to all employees that 78 142 27 0 0 247 

how to get a promotion.         

        

Q.44 It is clear to all employees that 73 147 27 0 0 247 

salaries are distributed fairly.        
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Q.45 Good performance gives an 54 161 32 0 0 247 

impetus to the chances of promotion.       

       

Q.46 My manager collects all relevant 74 146 25 2 0 247 

information while making 

decision

s       

about my job.           

        

Q.47 My manager keeps in mind my 76 140 30 1 0 247 

personal needs while making       

decisions about my job.         

        

Q.48 An employee if not satisfied 73 145 29  0 247 

with the decisions made about his/her       

job can appeal or challenge them.        

        

Q.49 I have full freedom to do my 76 120 43 8 0 247 

work on my own.          

        

Q.50 I have full authority to do my 80 113 44 10  247 

work on my own          

       

Q.51 No one can interfere in my work 82 110 44 11  247 

        

Q.52 The demands of my job have 5 56 89 90 7 247 

badly affected my family life.        

        

Q.53 My  job  also  takes  the  time 3 56 83 96 9 247 

which I should spend with my family.       

        

Q.54 I always change my plans for 4 53 87 93 10 247 

family activities due to my job.        
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Q.55 I can't spend the amount of time 5 51 92 91 8 247 

with my family due to my job.        

           

Q.56 Due to my 

job activities 

it is 7 51 88 95 6 247 

             

very difficult for me to fulfill my       

family duties.       

        

Q.57 Due to family problems I can 28 125 66 26 2 247 

not perform my duty properly.       

        

Q.58 My  family  life  has  badly 32 115 71 25 4 247 

affected the demands of my job.       

        

Q.59 Due to my family duties it is 49 104 61 30 3 247 

very difficult for me to fulfill the       

demands of my job.       

        

Q.60 I don’t have enough time to 7 107 101 27 5 247 

complete the daily work of my job.       

       

Q.61 The amount of work I am doing 15 113 77 37 5 247 

in this bank is too great.       

       

Q.62 I always think to leave this bank. 3 16 1 129 98 247 

        

Q.63 I will leave this bank in the  1 17 125 104 247 

coming year.       

        

Q.64 I try my best to look for a new  3 14 135 95 247 
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job.        

        

Q.65 I have the intention of quitting  1 19 134 93 247 

this bank.       

        

Q.66 I can easily find another job 7 92 122 25 1 247 

within fifty days if I leave this bank.       

        

Q.67 I can find a job that will be as 11 108 97 30 1 247 

good as this one within next few days       

if I leave this one.       

       

Q.68 It is very easy for me to find an 21 110 85 31 0 247 

alternative job within a month if I       

leave this one.       

       

Q.69 There are no doubts in my mind 101 130 16 0 0 247 

that the problems of this bank are my       

        

own.        

        

Q.70 I always talk to my friends that 96 137 14 0 0 247 

the  bank  I  work  in  is  a  great       

organization.       

Q.71 I do my best for the success of 118 114 15 0 0 247 

this organization.       

        

Q.72 I am proud to be a part of this 109 119 19 0 0 247 

organization.       

       

Q.73 I am glade to join this bank. 117 118 18 0 0 247 
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Q.74 I can not leave this bank right 98 127 22 0 0 247 

now because it will be very costly for       

me.        

        

Q.75 

Scarcity of alternatives 

compels 101 126 20 0 0 247 

me not to leave this bank.       

        

Q.76 My life will be disrupted if I 107 121 19 0 0 247 

leave this bank.       

        

Q.77 It will give me hard time if I 111 115 21 0 0 247 

leave this bank.       

        

 


