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ABSTRACT 

Job satisfaction occupies a place of pivotal importance in human resource management.  Many 

studies undertaken in this field have also established its efficacy in achieving organizational goals.  

Since an organization with a happy work force is considered to be a hallmark of efficiency. To secure the 

enormous advantage flowing from it, a study of job satisfaction assumes importance.  In view of this, an 

attempt is made to find the most dominant set of organisational factors causing job satisfaction the 

employees of different cadres of Vellore division, Tamil Nadu, India. The study is expected to uncover 

areas of satisfaction as well as dissatisfaction among the respondents.  It may show a clear direction 

along which the authority should move so that with a satisfied and committed work force, the LIC can 

accomplish its organizational goals more effectively. The present study is confined to employees working 

in Vellore division.  The present study is based purely on primary data. It has been collected through a 

questionnaire designed for the study. The proportionate systematic random sampling method has been 

adopted for the study. The conclusion will be given. 
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ORGANISATIONAL FACTORS AND JOB SATISFACTION OF EMPLOYEES OF 

LIFE INSURANCE CORPORATION OF INDIA (LIC)-VELLORE DIVISION 

Introduction 

 Human resources play a pivotal role in the changing and developing process of an 

economy.  The level of human resources development determines the stage of economic 

development of both the advanced and third world countries.  Further, it is said that every 

kind of development comes from human mind.  Human resources are an asset to any 

organization.  The knowledge, skill and attitude of the employees together determine the 

productivity and the prosperity of an organization.  Thus human resources are, recognized to 

be important and vital economic resources.  Human resources not only contribute to the 

efficient running of an organization, but also offer significant potential to its future 

development.  Success of an organization is mainly concerned with the management of 

human resources. 

 A service sector, particularly banking and insurance is highly staff – intensive by its 

very nature.  Human resources, without doubt constitute the most important and 

indispensable factor in any economy.  Their uniqueness renders it practically impossible to 

substitute them with any other factor, however important it might be, as nothing can match 

the human mind in working.  Human resources are said to be the major factor behind the 

progress of any organization.  Human behaviour has a strong influence on the working 

environment of an organization.  It is capable of making the organization flourish or perish.  

Hence an employer should satisfy the physical and psychological needs of his employees in 

order to motivate them strive for the achievement of the organization goals. The way in 

which people are recruited and utilized by the employer largely determines the rate of success 

in achieving its objectives. 

Importance of Job Satisfaction 
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The importance of job satisfaction is not only for its possible association with 

performance, absenteeism, turnover and accidents.  There is a little dispute regarding its 

relation to the mental health of human beings.  It is generally agreed that poor job satisfaction 

creates anxiety, headache, and depression from loss of appetite to psychosomatic states. 

On the whole it is true that a high level of job satisfaction produces distinctive records 

in the organization and the effects of job satisfaction are (1) willing co-operation among 

workers towards organisational objectives, (2) reduced labour turnover, waste and labour 

strike,   (3) increased efficiency in attaining organisation goals,   (4) inverse relationship 

between job satisfaction and grievances,   (5) loyalty to the organization,  (6) good discipline 

or the voluntary conformance to the rules, regulations and orders,   (7) strong organized 

stamina or the ability of the organization to take it during time of difficulty,   (8) high degree 

of employee interest in job and the organization, (9) reasonable display of employee initiative 

and pride in the organization. Hence, job satisfaction is of great importance for the 

individuals, the organizations that employ them and the society as a whole. 

 Dissatisfaction with one‟s job seems to have an especially volatile spillover effects.  It 

is a symptom of deteriorating conditions in an organization.  It creates wildcat strikes, 

slowdowns and absenteeism.  It may also be a part of grievances, disciplinary problems and 

other organisational difficulties.  Hence, management has discovered that there is greater 

production and greater profit when workers are satisfied with their job. Having introduced the 

significance of human resources in the current context and brought out the features of job 

satisfaction and its importance, it is now proposed to review the literature relevant to job 

satisfaction in order to identify the research gap and frame suitable methodology to 

investigate the research problem.  It is done in the next chapter. 

Statement of the Problem 
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 It is obvious that job satisfaction is a feeling of contentment an employee gets from 

the performance of a job.  It occupies a central place in human behaviour.  While an 

organization with more number of dissatisfied workers is always facing problems of frequent 

friction, low productivity, high rate of absenteeism, sudden stoppage of work, etc, one with a 

larger number of satisfied workers confronts no such problems.  Such a work place ambience 

is crucial to the effective achievement of organizational goals.  Life Insurance Corporation of 

India (LIC), one of the public sector monoliths in the insurance sphere, has been rendering 

yeoman service to the public.  However, privatization of insurance market has triggered 

competition. This, in turn, has mounted pressure on all categories of employees in the LIC.  

In this context, the employees across the categories have been working towards target 

achievement on different segments of LIC. It has to survive and advance in the competition-

infested market.  In this backdrop the employees have to strain every nerve to make LIC stay 

afloat. It is undoubtedly the factor of job satisfaction that makes goal achievement possible, 

however hard the target may be.  Whether the employees across the categories working in 

Vellore division of LIC, Tamil Nadu, have been breathing the air of job satisfaction and what 

factors significantly influence job satisfaction is a problem calling for deep study. Hence an 

attempt is made to study this aspect further. The knowledge of the factors causing job 

satisfaction and factors sowing the seeds of dissatisfaction would help the LIC to make 

suitable changes in its HR policy so as to accomplish the cherished objectives of LIC in the 

highly competitive environment. 

Review of Literature  

Caudron. S (2001) argues that merely because one is satisfied with one‟s job there is 

no assurance that one would stay on. „In a booming economy employees have enough options 

to find better jobs and if they start thinking that they can do better in other companies, their 

job dissatisfaction rises.  
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Joyce and Thorton (2000) explained that job satisfaction is a dynamic changing idea that 

reflects an individual‟s attitudes and expectations towards his work and goals in life.  It is the 

feeling an employee has about his pay, work, promotion opportunities, co-workers and 

supervisors. 

Kirkman and Rosen (1999) also found that production and service responsibilities 

given to 111 teams from four organizations enhanced team empowerment, increased job 

satisfaction, organizational commitment, and customer service delivery. Supervisors who 

perceived greater responsibility were more satisfied with their jobs. 

Kreitner and Kinici(2003) argued that need fulfillment, discrepancies between 

expectations and receipts, value attainment, equity and dispositional/genetic components 

were five major factors that contributed to an employee‟s job satisfaction. Recognition, 

achievement, the work itself, and responsibility advancement are considered important 

motivators that increase satisfaction. 

 Raja Pushpam (2007), in her doctoral research study on employees job satisfaction in 

Leeds International Limited, Tirupur, stressed the importance of the welfare facilities and its 

relation to job satisfaction.  The inadequate welfare measures were reported to be a major 

cause for the dissatisfaction at the work place.  He had proved through the result of factor 

analysis that the poor welfare measure is the major contributory factor for the job 

dissatisfaction experienced by the employees. 

Sunita Singh and Sengupta (2001) in their research on “Psychophysical implications 

of the uses of power” have indicated that the respondents are quite satisfied with the nature of 

work, working conditions, and pay structure and perks.  They are dissatisfied with respect to 

promotional avenues.  On the whole all the respondents are satisfied with their jobs. 

 The development of job characteristics theory (Hackman & Oldham, 1980) is a result 

of this study. Job characteristics theory was built upon the premise that specific core job 
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characteristics must exist in work settings so as to create job outcomes of high job 

satisfaction, high job performance, and low turnover. Further he measured how job 

characteristics, such as skill variety, task identity, task significance, autonomy, and feedback 

influenced employee satisfaction, motivation, and performance in this model.  

Van Dyne, Graham and Dienesch (1994) say that the overall commitment to the 

organization is termed civic virtue.  Actively participating in the governance of the 

organization and being vigilant for changes in the industry that will threaten the organization 

characterize civic virtue. He calls this dimension “organizational participation.” 

Significance of the Study  

       The discussion above brings to surface that job satisfaction occupies a place of pivotal 

importance in human resource management.  Many studies undertaken in this field have also 

established its efficacy in achieving organizational goals.  Since an organization with a happy 

work force is considered to be a hallmark of efficiency. To secure the enormous advantage 

flowing from it, a study of job satisfaction assumes importance.  In view of this, an attempt is 

made to measure the impact of demographic and organisational factors on job satisfaction 

among the employees of different cadres of Vellore division, Tamil Nadu, India. The study is 

expected to uncover areas of satisfaction as well as dissatisfaction among the respondents.  It 

may show a clear direction along which the authority should move so that with a satisfied and 

committed work force, the LIC can accomplish its organizational goals more effectively. 

Scope of the Study 

 The present study intends to cover only employees working in Vellore division of 

LIC.  It is expected to shed light on the effects of demographic variables on Job satisfaction. 

The relationship between organizational factors and job satisfaction and measurement of the 

level of job satisfaction of different categories of employees on various factors of job 

satisfaction form part of the present study. 
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Objective of the Study 

 To find the most dominant set of organisational factors causing job satisfaction. 

Sampling Design 

The present study is confined to employees working in Vellore division.  The 

proportionate systematic random sampling method has been adopted for the study. The 

present study is based purely on primary data. It has been collected through a questionnaire 

designed for the study. 

Table – 1 Sample Selected 

Categories of Employees Total Employees Sample Employees 

Managers 105(7) 25 

Officers 443(30) 110 

Clerks 950(63) 234 

Total 1498(100) 369 

Source: Profile of Life Insurance Corporation of India, Vellore Division. 

(Figures in parentheses denotes percentage) 

Population for the Study 

Three categories of employees have been taken for the present study: Managers, 

Officers and Clerical staff.   The manager category includes Branch Managers and Assistant 

Branch Managers; Officers include Accountants, Development Officers, Assistant 

Accountants and Clerical staff includes Assistants. 

Tools of Analysis 

 Lickert‟s five point scale has been used to measure the job satisfaction of LIC 

employees chosen for the present study. Besides, Principle Component Factor Analysis have 

been applied.  

ANALYSIS AND INTERPRETATION 

 

Table – 2 Selected Respondents Demographic Profile 

Age 

Below 40 166 (45.0) 

40-50 173 (47.0) 

Above 50 30 (8.0) 
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Total 369 (100.0) 

Educational Qualification 

UG 161 (43.6) 

PG 186 (50.4) 

Others 22 (6.0) 

Total 369 (100.0) 

Marital Status 

Married 345 (94.0) 

Unmarried 24 (6.0) 

Total 369 (100.0) 

Salary Profile of Employees 

Below 20000 30 (8.1) 

20000-25000 114 (30.9) 

25000-30000 136 (36.9) 

Above 30000 89 (24.1) 

Total 369 (100.0) 

Job Profile of Employees 

Manager 25 (6.8) 

Officer 110 (29.8) 

Clerk 234 (63.4) 

Total 369 (100.0) 

Experience 

Below 10 123 (33.3) 

10-15 136 (36.9) 

15-20 82 (22.2) 

Above 20 28 (7.6) 

Total 369 (100.0) 

Source: Primary Data   

 

Principle Component Factor Analysis 

Table - 3 Total Variance Explained and Factor Loading For Managers 

Factor 

Organisational Factors 

Determining Job 

Satisfaction 

Factor 

loading 

Rotation Sums of Squared 

Loadings 

Total 

(Eigen 

value) 

% of 

Variance 
Cumul

ative % 

F1 

 

 Motivational 

factors  

Training 0.945 

3.351 23.934 23.934 

Relationship with 

coworkers 
0.796 

Attitude of the supervisors 0.776 

Pay 0.706 

Recognition 0.687 

F2 

 Career growth 

related factors 

Career Advancement 0.921 

2.809 20.063 43.997 Job Security 0.876 

Work Environment 0.557 

F3 Grievance Handling 0.871 2.799 19.992 63.989 
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communication 

and commitment 

factor 

Communication 0.749 

Commitment and Loyalty 0.734 

F4 

 Work Life 

Balance 

Work Life Balance 0.946 
2.289 16.351 80.340 

Post Retirement 0.890 

F5 

Job 

characteristics 

Job characteristics 0.941 1.622 11.586 91.926 

Extraction Method: Principal Component Analysis.   

An attempt is made to find out a set of organisational factors influencing job 

satisfaction for different response categories. The principal component analysis with Varimax 

rotation and Kaiser Normalization was employed to isolate the factors of job satisfaction for 

manager respondents.  It can be seen from the table 3 that motivational factors comprising 

Training (Factor loading 0.945), Relationship with coworkers (Factor loading 0.796), 

Attitude of the supervisors (Factor loading 0.776), Pay (Factor loading 0.706) and 

Recognition (Factor loading 0.687) are causing job satisfaction among the managerial 

respondents to the extent of 23.94 per cent.  Therefore the LIC of India has to focus more 

attention on the various factors listed in the motivational dimension to maximize the job 

satisfaction among the managers.  The second factor titled Career Growth Related Factors 

encompassing Career advancement (Factor loading0.921), Job security (Factor loading0.876) 

and Work environment (Factor loading0.557) have contributed to job satisfaction of 

managers to the extent of 20.063 per cent.  The third factor captioned Communication and 

Commitment factor has led to job satisfaction to the tune of 19.992 per cent.  All the three 

factors, motivational factors, career growth related factors, „Communication and 

Commitment Factors‟ have collectively caused variation in the job satisfaction to the extent 

of 63.989 per cent.  However, LIC being a public sector monolith in the insurance space and 

employees being extended all privileges like holidays, fringe benefits, post retirement benefit, 

etc., managers do not experience any job dissatisfaction from work life imbalance and job 
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characteristics.  Therefore work life balance and job characteristics factors are contributing 

comparatively to job satisfaction to a lesser extent of 36.343 per cent.  During the course of 

interview with managers, it was reported that they are given frequent training; fair pay and 

awards and rewards for the exemplary performance in the career and smooth relationship 

shared with the colleagues and support and encouragement received from their higher-ups 

enable them to stay motivated. In short all the above factors have collectively contributed to 

job satisfaction to the extent of 91.926 per cent.  The job satisfaction of manager cadre is 

explained by other factors to the extent of 8.074 per cent. 

Table – 4 Total Variance Explained and Factor Loading for Officer 

Factor 

Organisational Factors 

Determining Job 

Satisfaction 

Factor 

loading 

Rotation Sums of Squared 

Loadings 

Total(Eige

n value) 

% of 

Variance 

Cumulat

ive % 

F1 

Relationship 

development 

factor 

Recognition 0.950 

4.175 29.824 29.824 

Communication 0.947 

Grievance Handling 0.754 

Training 0.732 

Relationship with Co-

workers 
0.717 

Attitudes of the Superiors 0.692 

F2 Economic 

security factors 

Pay 0.936 
3.534 25.245 55.069 

Post Retirement 0.851 

F3 

Career 

facilitator 

Job Characteristics 0.863 

2.781 19.862 74.931 

Work Environment 0.791 

Work Life Balance 0.743 

Job Security 0.709 

Career Advancement 0.648 

F4 

Commitment 

and Loyalty 

Commitment and Loyalty 0.909 1.516 10.827 85.758 

Extraction Method: Principal Component Analysis.    
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As for officers, different sets of factors have a bearing on their job satisfaction. The 

principal component factor analysis with Varimax rotation was employed to find out the set 

of factors impacting job satisfaction among the officers.  Accordingly it is the “Relationship 

Development Factor” consisting of Recognition (Factor loading0.950), Communication 

(Factor loading 0.947), Grievance handling (Factor loading0.754), Training (Factor loading 

0.734), Relationship with co–workers (Factor loading0.717), and Attitude of the superiors 

(Factor loading0.692) generate job satisfaction primarily among the officers to the extent of 

29.824.  The next factor titled “Economic Security Factors” containing pay(Factor 

loading0.936) and post-retirement (Factor loading0.851) are triggering25.254 per cent.  Both 

the dimensions have cumulatively caused job satisfaction to the extent of 55.069 per cent.  

However, career facilitator namely work life balance (Factor loading0.743), Work 

environment (Factor loading0.791), Job security (Factor loading0.709), Job characteristics 

(Factor loading0.863),and Career advancement (Factor loading0.648) are contributing to the 

least extent of 19.862 per cent to job satisfaction.  Similarly commitment and loyalty are not 

major factors influencing job satisfaction among the officers as evidenced by variance of 

14.411 per cent.  In short all the above four factors have explained the variation in job 

satisfaction to the extent of 85.758.  The factors other than the ones isolated generate job 

satisfaction to the extent of 4.242. 

Table – 5 Total Variance Explained and Factor Loading for Clerks 

Factor 
Organisational factors 

determining job satisfaction 

Factor 

loading 

Rotation Sums of Squared 

Loadings 

Total(Eig

en value) 

% of 

Variance 

Cumula

tive % 

F1 

Maintenance 

factors 

Work Environment 0.805 

3.118 22.269 22.269 

Job Characteristics 0.785 

Attitudes of the Superiors 0.769 

Pay 0.767 

Post Retirement 0.753 
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Relationship with coworkers 0.649 

F2 

Career 

growth 

factors 

Career Advancement 0.820 

2.957 21.123 43.393 

Recognition 0.815 

Communication 0.755 

Job Security 0.731 

Work Life Balance 0.728 

Training  0.705 

F3 

Relationship 

smoothing 

factors 

Communication 

 
0.715 

2.648 18.912 62.305 

Grievance Handling 0.671 

F4 

Commitment 

and Loyalty 

Commitment and Loyalty 0.764 2.018 14.411 76.716 

Extraction Method: Principal Component Analysis 

Organisational factors influencing job satisfaction among clerical respondents have 

been grouped into five components namely “Maintenance Factors,” “Career Growth Factors”, 

“Relationship Smoothing Factors”, „Commitment and Loyalty Factors”.  It is evident from 

table that the maintenance factors encompassing Work Environment (Factor loading0.805), 

Job Characteristics (Factor loading0.785),Attitudes of the Superiors (Factor loading0.768), 

Pay (Factor loading0.769), Post-Retirement (Factor loading0.753), and Relationship with 

coworkers (Factor loading0.649) are influencing the job satisfaction of clerical cadres as a 

prime factor.  This factor contributes to job satisfaction to the extent of 22.269 per cent. The 

second important factor that has bearing on job satisfaction includes Career Advancement 

(Factor loading0.820), Recognition (Factor loading0.815), Communication (Factor 

loading0.755), Job Security (Factor loading0.731), Work Life Balance (Factor loading0.728) 

and Training (Factor loading0.705).  This factor generates   job satisfaction of 21.123 per 

cent.  “Relationship Smoothing Factors” comprising Communication,(Factor loading0.715) 

and Grievance Handling (Factor loading0.671) is causing job satisfaction to the degree of 

18.91 per cent.   
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However, job security and commitment factors are not as powerful as maintenance 

and career growth factors that contribute to job satisfaction only to the extent of 14.411 per 

cent.  In short all the four factors collectively contribute to 76.716 per cent.  However, job 

satisfaction of clerical cadre is caused by some other factor to the extent of 23.284 per cent.  

Table – 6 Total Variance Explained and Factor loading for all Employees 

Factor 

Organisational factors 

determining job 

satisfaction 

Factor 

loading 

Rotation Sums of Squared 

Loadings 

Total 

% of 

Variance 

Cumula

tive % 

F1 

Non financial 

motivators 

Work Environment 0.788  

 

2.656 

 

 

 

 

18.974 

 

 

8.974 

Job Characteristics 0.766 

Attitudes of the Superiors 0.675 

Recognition 0.604 

Communication 0.560 

F2 

Economic 

motivator 

Post Retirement 0.881 

2.612 18.654 37.628 Pay 0.826 

Work Life Balance 0.713 

F3 

Career 

development 

factor 

Career Advancement 0.791 

1.954 13.956 51.584 
Training 0.741 

Job Security 0.734 

F4 

Relationship 

smoothening 

factor 

Relationship with 

coworkers 
0.875 

1.699 12.138 63.722 

Grievance Handling 0.719 

F5 

Commitment 

and Loyalty 

Commitment and Loyalty 0.818 1.338 9.554 73.276 

Extraction Method: Principal Component Analysis. 

An attempt was made to find out the factors influencing job satisfaction for the 

respondents across the category.  It is patent from the table that “Non Financial Motivator” 

like Work Environment (Factor loading0.788), Job Characteristics (Factor loading0.766), and 

Attitudes of the Superiors (Factor loading0.675), Recognition (Factor loading0.604) and 

Communication (Factor loading0.560) are causing job satisfaction to the extent of 18.974 per 

cent.  Since there is no scope for payment of performance based incentives, the non-monetary 

motivators assume singular significance.  However, economic motivators are not less 

significant among the employees across the cadre.  It is contributing to variation in job 
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satisfaction to the extent of 18.654 per cent.  As for factor three titled “Career Growth 

Factors” comprising career advancement (Factor loading0.713), training (Factor 

loading0.734) and job security (Factor loading0.719), it is producing job satisfaction to the 

tune of 13.956 per cent.   However, “Relationship Smoothing Factors” and “Commitment and 

Loyalty Factor” are playing lesser role in the matter of job satisfaction to the extent of 12.138 

and 9.554 respectively.  All the factors are contributing to job satisfaction of respondents as a 

whole to the level of 73.276.  However, some other factors other than those discriminated are 

generating job satisfaction to the extent of 16.724. 

Table -7 Standard Deviation of Factors Determining Job Satisfaction 

Factors Determining Job Satisfaction Minimum Maximum Mean Std. Deviation 

Job Characteristics 18 27 24.83 1.916 

Work Life Balance 6 28 15.54 6.354 

Pay 10 18 12.69 2.481 

Post Retirement 15 27 19.73 2.255 

Job Security 6 10 8.48 0.930 

Work Environment 10 19 15.17 2.253 

Attitudes of the Superiors 12 28 24.25 3.277 

Relationship with Co-workers 12 19 16.33 1.779 

Recognition 13 19 16.79 1.454 

Communication 14 20 17.44 1.079 

Career Advancement 14 19 17.25 1.411 

Training 14 25 21.32 1.934 

Grievance Handling 10 20 16.44 2.442 

Commitment and Loyalty 15 20 19.18 1.213 

Overall Job Satisfaction in 

organization 
215 277 245.44 11.680 

Sources: Primary data. 

Table 7 explores the consistency of views of the respondents across the category on 

various organisational factors of job satisfaction.  Accordingly the response of the employees 

in respect of factors such as Job Characteristics (1.916) Relationship with Co-workers 

(1.779), Recognition (1.454),Communication (1.079),Career Advancement (1.411),Training 

(1.934),Commitment and Loyalty (1.213),Job Security (0.930) is consistent in terms of 

standard deviation.   In other words, the perception of the respondents across the category 

does not show major variation in the response pattern.  However, there is a high degree of 
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inconsistency noticeable across the different response categories in respect of Work Life 

Balance(6.534),Pay(2.481),Post-Retirement(2.255),Work Environment(2.253),Attitudes of 

the Superiors(3.277) and Grievance Handling(2.442).  In short there exists a high degree of 

inconsistency in the response pattern as the overall standard deviation stands at 11.680 for the 

respondents as a whole.  Therefore it is suggested that the insurance administration at the 

Vellore division has to put in appropriate measures to cater to the needs of the employees 

across the category thereby winning the whole hearted co-operation and the consequent job 

satisfaction. 

Conclusion 

A study of job satisfaction of employees LIC, Vellore division, Tamil Nadu, India has 

brought to light both positive aspects and dark spots. The analysis of impact of organisational 

factors on different categories of employees discloses that there is a high level of satisfaction 

in majority of job satisfaction factors in the case of branch managers and officers, while there 

is a growing dissatisfaction in some of the issues like benefits, etc. among the clerical cadre. 

As for officer category, it is high level motivation factors like recognition for work, 

promotion policy; and works itself, achievement   cause job satisfaction while hygiene factors 

cause less job satisfaction.  But this is reverse in the case of clerical cadre.  In other words, 

hygiene factors like job security, working condition, post-retirement benefits, interpersonal 

relationship, suggestion system, grievance system   cause more job satisfaction while there is 

a high level of dissatisfaction prevailing among them in the promotion policy, recognition for 

work,  achievement, etc. Therefore LIC Vellore division needs to conduct a periodical job 

satisfaction survey so that any unpleasant situation can be removed and job satisfaction 

secured successfully. The LIC should realize that job satisfaction plays a vital role in bringing 

about a peaceful employee management relation. If it takes adequate steps suggested for 

removing the unfavorable aspects identified in the present studies, the level of job satisfaction 
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is sure to move upward. Further efficient and talent employees switching over to greener 

pastures in the private sector can be effectively checked. LIC with a large number of happy 

workers marching ahead on the road to goal fulfillment can continue to hold aloft the flag of 

its unassailable top position even in the fiercely fought competition infested insurance market 

if the suggestions given in this study are put into action. 
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