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ABSTRACT 

This study attempts to evaluate job satisfaction of employees in different 

Insurance companies. It focuses on the relative importance of job satisfaction 

factors and their impacts on the over all job satisfaction of employees.It also 

investigates the impacts of work experience, age and sex differences on the 

attitudes toward job Satisfaction. The result shows that salary, efficiency in work, 

fringe supervision, andco-worker relationare themostimportant factors 

contributingtojobsatisfaction.Theoveralljobsatisfactionofthe employeesininsurance 

sectoris atthe positivelevel.Thenature ofbusinessoperation,theworkculture 

andthelevelofjobsatisfactionhaveundergoneseachangefortheinsurancecompanies

.Thisresearchpaperhighlights someoftheproblems related to job andpresents a 

picture oflevel ofjobsatisfactionamongemployees of insurancecompanies.It 

alsoidentifiesuniqueissuesofjobsatisfactioninthecompanies.Insurancecompaniesar

eselected fortheresearchbecausethey are undergoingcontinuedexpansion.In orderto 

gaincompetitive advantageand adapt tothe dramatic changingenvironment,it is 

important forthem toachieve management 

efficiencybyincreasingemployeesatisfactionintheorganization.Hencethisresearchw

asmainlyundertaken 

toinvestigateonthesignificanceoffactorssuchasworkingconditions,payandpromotio

n,jobsecurity, fairness,relationshipwithco-workers andsupervisors 

inaffectingthejobsatisfaction.Thispaperpresentsa 

comprehensivediagnosisofjobsatisfactionindicesofInsurancebusiness,the factors 

causingthe dissatisfaction&suggestionstoimprovethem. 
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INTRODUCTION 

Jobsatisfactiondescribeshowcontentanindividualiswithhisorherjob.Itisarelativelyre

centterm sincein previouscenturiesthe jobs availabletoa particularperson were 

oftenpredeterminedby theoccupationofthat 

person’sparent.Thereareavarietyoffactorsthatcaninfluenceaperson’slevelofjobsatisf

action.Someof thesefactors includethe levelofpayand benefits,the 

perceivedfairnessofthe promotionsystem withina company,the 

qualityoftheworkingconditions,leadershipandsocial relationships,the 

jobitself(thevariety of tasksinvolved,theinterestandchallengethe jobgenerates, 

andtheclarityofthejobdescription/requirements). The happier peoplearewithin 

theirjob,the moresatisfiedthey aresaidto be.Jobsatisfactionis not the sameas 

motivation,althoughit isclearly 

linked.Jobdesignaimstoenhancejobsatisfactionandperformancemethods 

includejobrotation,jobenlargementandjobenrichment.Otherinfluences 

onsatisfactionincludethe management style andculture, employeeinvolvement, 

empowerment andautonomous workgroups. Job satisfactionis 

averyimportantattribute 

whichisfrequentlymeasuredbyorganizations.Themostcommonway 

ofmeasurementistheuseofratingscaleswhereemployeesreporttheirreactionstotheirjo

bs.Questionsrelate to relate ofpay, workresponsibilities, variety 

oftasks,promotionalopportunities the workitselfand co-workers. 

Somequestionersaskyesornoquestionswhileothersask toratesatisfactionon1–

5scalewhere1represents “not at all satisfied”and 5 represents “extremely 

satisfied”. 

 

Background of the Study 

Peoplemanagementisanimportantaspectoforganizationalprocesses.Thisemanatedfr

om therecognitionthat thehumanresources ofanorganizationandthe 

organizationitselfaresynonymous.Awell-managed business organizationnormally 

considers theaverageemployees asthe primarysource of productivity gains.These 

organizationsconsideremployeesratherthancapitalasthecorefoundationofthebusines

sandcontributorstofirmdevelopment.Toensuretheachievementoffirm goals,the 

organizationcreatesanatmosphereof commitment and cooperation for its 

employees through  policies that facilitate employee satisfaction. Satisfactionof 

humanresource findsclose linksto 

highlymotivatedemployees.Motivatedemployeesthen develop 

loyaltyorcommitment tothe firmresulting to greater productivity and 

lowerturnoverrates. 

However,evenwiththewidespreadrecognitionoftheimportance 
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offacilitatingtherelationshipbetweenjob 

satisfactionandmotivationinfacilitatingorganizationalcommitment,therearevarying

perspectivesonthe meansofdoingthis. Theearlieststrategyistouse 

wageincreasestolinkjobsatisfactionandmotivationto organizational 

commitment(Hill& Wiens-Tuers2002). 

Withtherecognitionthatthisisnotenoughtobring about motivationexpressedin 

jobsatisfaction, otherperspectivesemergedgiving particularimportance to the 

trainingandskillsdevelopmentofemployees(Woodruffe 2000)appliedthroughthe 

underlying principleof continuousorganizationallearning.Sincethiscoversonly 

anaspect ofhumanresourcemanagement,aholistic 

approachemergedthattargetsthedevelopmentofacertainqualityofemploymentlife(Ch

ampion-Hughes 2001)thatcoversfair 

wages,benefits,otheremploymentconditions,andcareerdevelopmenttosupportthe 

facilitationofmotivationandjob satisfactiondirectedtowardsorganizational 

commitment. 

Thismeansthatachievingmotivationandjobsatisfactiontodeveloporganizationalcom

mitmentisnotsimple oreasyand worksaccordingto 

thecontextofindividualfirms.Although,therearebest practiceswithin industries,it 

isuptotheindividualorganizationstodeterminewhichhumanresourcestrategiesmeetits

needs andobjectives.To determinethemanner thatindividualindustries developand 

achieve organizational commitmentthroughjobsatisfactionand motivation,thestudy 

will investigate in-depththehumanresource strategiesof  

Om Kotak Mahindra Life Insurance Co. Ltd.&IFFCO Tokio General Insurance 

Co. Ltd. 

 

Objectives of the Study 

The objectivesof the study areas follows: 

1) Toassess thesatisfactionlevel of employees in Insuranceindustry. 

2) Toidentify thefactors which influence the job satisfactionof employees. 

3) Toidentify thefactorwhichimproves thesatisfactionlevel of employees. 
 
Scope of the Study 
This study emphasis in the following scope: 

 Toidentify theemployees level ofsatisfactionupon thejob. 

 This study ishelpful tothe organizationsfor conducting further research. 

 It is helpful toidentifytheemployer’slevelof satisfaction towardswelfare 

measure. 

 This study ishelpful tothe organizations for identifying the areaof 

dissatisfaction ofjobof theemployees. 

 This studyhelps tomake amanagerialdecisiontothe company. 
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Limitations of the study 

 Thesurveyissubjectedtothebiasandprejudicesoftherespondents.Hence100%ac

curacycan’tbe assured. 

 The researcherwascarried outina short span of time, where in theresearcher 

could notwidenthestudy. 

 Thestudy could notbe generalized duetothefactthatresearcher adapted 

personal interview method. 

 

Methodology 

Adescriptive researchdesign withsurvey methodisappliedinthe 

study.Theresearcherhasusedboththe primaryandthesecondary dataforthe 

purposeofthisstudy.Secondarydatawere collectedfrom available books, 

publications, researchstudies,articlesand websites. 

Aclosed-endedinterview-schedulewas designedtocollectprimarydata.Om Kotak 

Mahindra Life Insurance Co. Ltd.&IFFCO Tokio General Insurance Co. 

Ltd.areselectedtocollectprimarydataandthe researchervisitedeachinsurance 

company totalkinformallywith officialsforcollectinginformationregarding job 

satisfaction.Aftercollectingall necessary data, data have beenanalyzed 

andtabulated descriptively.And,thistabulatedinformationusedto measure perceived 

satisfactionanddissatisfactionleveloftheemployees.Tomeasurethesatisfactionlevel 

a5pointscale hasbeen usedwhichisdenotedby 1=SD,2=D,3=N, 4=A,and5=SA. 

(See, Appendix-01) 

 

REVIEW OF LITERATURE 

Thestudyofjobsatisfactionisatopicofwideinteresttobothpeoplewhoworkinorganizati

onsandpeople whostudythem.Jobsatisfaction has 

beencloselyrelatedwithmanyorganizationalphenomenasuchas motivation, 

performance,leadership,attitude,conflict,moraletc.Researchershaveattemptedtoiden

tifythe variouscomponents 

ofjobsatisfaction,measuretherelativeimportanceofeachcomponentofjobsatisfaction 

and examine what effects these componentshaveon employees’ productivity. 

Spector(1997)referstojobsatisfactionintermsofhowpeoplefeelabouttheirjobsanddiff

erentaspectsof theirjobs.EllicksonandLogsdon(2002)supportthisviewbydefining 

jobsatisfactionastheextenttowhich 

employeesliketheirwork.Schermerhorn(1993)definesjobsatisfaction asanaffective 

oremotional response towards variousaspects ofan 

employee’swork.C.R.Reilly(1991)definesjobsatisfactionasthe feelingthat a worker 

hasabout his job or ageneralattitudetowards workora jobandit isinfluenced bythe 
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perceptionof 

one’sjob.J.P.WanousandE.E.Lawler(1972)refersjobsatisfactionisthesumofjobfacet

satisfactionacross 

allfacetsofajob.AbrahamMaslow(1954)suggestedthathumanneedsformafive-

levelhierarchyranging 

fromphysiologicalneeds,safety,belongingnessandlove,esteemtoself-

actualization.BasedonMaslow’s theory,jobsatisfactionhas 

beenapproachedbysomeresearchersfromtheperspectiveofneedfulfillment (Kuhlen, 

1963;Worf, 1970; Conradet al.,1985) 

Job satisfactionand dissatisfactionnotonlydependsonthenatureofthe job,it also 

depend ontheexpectation what’sthe job supply toan employee(Hussami,2008). 

Lowerconveniencecosts, higher organizationaland 

socialandintrinsicrewardwillincreasejobsatisfaction(MulingeandMullier,1998;Will

em etal.,2007).Job satisfactionis complexphenomenonwith 

multifacets(FisherandLocke,1992;XieandJohns, 2000);itis influenced bythe 

factorslikesalary, 

workingenvironment,autonomy,communication,andorganizational 

commitment(Lane,Esser,Holte and Anne, 2010; Vidal,Valleand Aragón, 2007; 

Fisherand Locke, 1992; Xie andJohns,2000). 

Differentpeople interpret 

compensationdifferently.Inthispapercompensation,reward,recognition, andwages 

aretermsusedindifferentsituations (Zobal,1998).Thecompensationisdefinedby 

AmericanAssociationis “cashandnon-

cashremunerationprovidedbytheemployerforservicesrendered”(ACA,p.9).Salaryw

as foundto betheprimefactorforthemotivationandjob 

satisfactionofsalariedemployeesoftheautomobile industry from 

theresultsofthesurveybyKathawala,MooreandElmuti (1990).The surveytriedto 

assess the variousjobcharacteristicsandthewaytheemployeesrankedthem 

asmotivatorsandsatisfiers.Theresults 

showedthatcompensationwasrankedasthenumberonejobelementforjobsatisfaction 

andincreasein salary 

forperformancewasrankedasthenumberonejobelementformotivation.Compensation

is very valuabletool forretentionandturnover. It is also a motivatorfor anemployee 

in commitmentwith the organizationwhichin result 

enhancesattractionandretention(Zobal,1998;Moncarzet al.,2009;Chiuet 

al.,2002).Italso worksas 

communicatorwhenitisgiventoemployeeagainsthisserviceswhichshowshowmuchan

employeeis valuable forits organization (Zobal, 1998). 

Thementoring is usedfordevelopment-orientation(Scanduraand Williams,2004). 

Whenasupervisorprovides mentoring,therelationshipaffectsthe 
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skilldevelopmentandintentionstoremainwiththeemployer 

(McManusandRussell,1997).Ontheotherhandnon-

supervisorymentormayincreasementee’sconfidence by 

providingaccesstooutsideorganization(Scanduraaand 

Williams,2004).Theimmediate supervisorsupportis 

veryimportantinorganizationalchange.Althoughthesupportofsupervisor isnot 

verycrucialinsatisfactionbut it has positive 

impactonsatisfaction(Griffin,Pattersonand West, 2001). AccordingtoChakrabarty, 

Oubre,and Brown(2008)“perhapsthefinestwayinwhichsupervisors 

canportrayhimselfasarolemodelistopersonally demonstratepropertechniquessothat 

employeecould understand how job shouldbedone.”J.D. Politis(2001) 

hasexaminedtherolesplayedbyleadershipintheprocessofknowledgeacquisitionandas

urveywascarried out on 

227personswhohavebeenengagedinknowledgeacquisitionactivitiestoexaminetherel

ationship 

betweenleadershipstylesandknowledgeacquisitionattributes.Theresultsshowedthatt

heleadershipstyles thatinvolve humaninteractionandencourage 

participativedecision-makingare relatedpositively totheskills essential knowledge 

acquisition. 

AccordingtothestudyconductedbyFriedlanderandMargulies(1969),itwasdiscovered

thatmanagement& 

friendlystaffrelationshipscontributetothelevelofjobsatisfaction.However,thisresultc

ontradictswithview of Herzberg(1966)who supportedtheview that supervisionis 

irrelevant tothe levelof job satisfaction. 

AccordingtoFrame(2004)workconditionsaredefinedasanemployee’sworkplace,wor

kinstruments,the 

workitself,organizationpolicy,andorganizationalrules.ArnoldandFeldman(1996),pr

omotedfactorssuchas 

temperature,lighting,ventilation,hygiene,noise,workinghours,andresourcesaspartof

workingconditions. 

The workerwould rather desireworkingconditionsthatwill result in 

greaterphysicalcomfortandconvenience. Theabsence 

ofsuchworkingconditions,amongst otherthings,canimpact poorly 

ontheworker’smental and physicalwell-

being(BaronandGreenberg,2003).Robbins(2001)advocatesthat 

workingconditionswill 

influencejobsatisfaction,asemployeesareconcernedwithacomfortablephysicalworke

nvironment.Inturn thiswillrenderamore positivelevel of 

jobsatisfaction.ArnoldandFeldman(1996)showsthat factorssuchas temperature, 

lighting,  ventilation, hygiene, noise, working hours, and  resources are all  part  of 
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working 

conditions.Employeesmayfeelthatpoorworkingconditionswillonlyprovokenegative

performance,since theirjobs are mentally and physicallydemanding. 

Accordingto 

JamesBrown(2007),hedefinesfairnessasequaltreatment,receivingthesameservicesa

nd benefitsas otherpeople. Fairnessmeansdifferentthings todifferent people,and 

ourviewof whetherornot somethingis 

fairoftendependsonthecircumstances(Klesh,J. 1979).Competent 

employeesareessential tothe 

successofanyorganization.Animportantfactordrivingsatisfactionintheserviceenviro

nmentisservice 

quality.Oneschoolofthoughtreferstoservicequalityasaglobalassessmentabouta 

servicecategoryora 

particularorganization(PZB,1988).Recently,ithasbeenarguedthat 

satisfactionisgenerallyviewedasa broaderconceptandservicequality is acomponent 

ofsatisfaction(Zeithaml&Bitner,2003).Thisis because 

satisfactionderivesfromvarioussources,suchas serviceencountersatisfactionand 

overallsatisfaction.Inother words,alittlesatisfactionfrom 

eachserviceencounterleadsto overallsatisfactionwiththeservice.Various studies 

discussedshowsthat jobsatisfactionhasbeenstudiedwith relevanceto co-

workerbehaviorsupervisor behavior, pay  and promotion, organizational  factors 

and other work related factors. In some studies the 

employeeswerehighlysatisfiedorotherwise.Theaimofthisstudyistodeterminethefact

ors affecting employeejobsatisfactionin Insurance Companies. 

 

INSURANCE INDUSTRY IN INDIA 

According to the Life Insurance Council, the Indian life insurance industry is 

considered the fifth largest life insurance market with US$ 41-billion & growing at 

a rapid pace of 32-34% annually. In March 2010 the Life Insurance Corporation of 

India (LIC) registered an 83% increase in new business income, while private 

players posted a 47% growth in new business premium. According to IRDA, the 

insurers in the year 2009-2010 sold 10.55 million new policies with LIC selling 

8.52 million and private companies 2.03 million policies. In the year March 2010, 

LIC held 65% market share in terms of new business income collection with the 

private sector contributing the remaining 35% share in 2009-10. 

 

Size of the Industry 

 

Fifth largest life insurance market with US$ 41-billion. 

According to IRDA, the insurers in the year 2009-2010 

sold 10.55 million new policies with LIC selling 8.52 
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million and private companies 2.03 million policies  

Geographical 

distribution 

 

Delhi, Mumbai, Karnataka, Hyderabad, Pune, Bangalore, 

Uttar Pradesh and all the major cities of India  

Output per annum 

 

Indian Insurance Industry is one of the booming Industries 

of the economy and is growing at the rate of 15-20 % per 

annum  

Market 

Capitalization 

 

Contributes about 7 % to the country's GDP  

 

ANALYSIS AND INTERPRETATION 

Thedataaftercollectionistobeprocessedandanalyzedinaccordancewiththeoutlineand

downforthe purposeat the timeofdevelopingresearchplan.Technically speaking, 

processing implies editing,coding, 

classificationandtabulationofcollecteddatasothattheyareamenabletoanalysis.Theter

manalysisrefersto thecomputationofcertainmeasuresalongwithsearching 

forpatterngroups.Thusintheprocess ofanalysis, relationship ordifferenceshould 

besubjectedtostatisticaltests ofsignificanceto determinewithwhatvalidity data 

canbe saidtoindicate any conclusions. 

Theanalysisofdataina 

generalwayinvolvesanumberofcloselyrelatedoperations,whichareperformedwith 

thepurposeof summarizingthecollecteddataandorganizingthem 

insuchamannerthattheyanswerthe 

researchquestions.Inthisstudytheresearcherfollowedaboveprocesscarefullyanditispr

esentedinthis section. 

 

Findings 

Thissectionwilltry tohighlight anddiscuss the results andthe findingsbasedonthe 

analysis doneon the data collected from respondents. This research focuses onthe 

factors affectingemployeejobsatisfaction inselected 

insurancecompanies.Thediscussion thenwill try toaccomplishall 

theobjectivesofthestudy.Inthis instance,forsimplicityofanalysisandfindings,thispart 

focuses onthe levelsofemployeejobsatisfactionin InsuranceCompanies.Insurance 

companysurvey responsesarethefrequenciesthat simply refer to the  number of 

times various subcategories  of certain factors occur (in this study, the 

demographic factors)fromwhichthepercentage andthe cumulativepercentage 

oftheir occurrencecan be easily calculated.The descriptivestatisticswill presentthe 

feelofthedatathatgives preliminaryideas howgoodthe scalesare,howwell 
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thecodingandenteringofdatahasbeendone,andthecentraltendencyoftheresearch 

variables. 

 

EmployeesJob SatisfactioninInsurance Companies 

This part  discusses the respondents’ overall perception of employee job 

satisfaction in Insurance Company and sub-dimensions such as pay and 

promotion, job security,  work conditions, fairness and relationship with co-

workers and management.The findings arepresented in frequenciesand 

percentages. 
 

 
Overalllevel of employee satisfaction in Insurance Companies 

 
Factors influencing job satisfaction Mean 

 

Working Condition 

 

62% 

Pay and Promotion 

 

60.4% 

Fairness 

 

60.4% 

Job Security 

 
61% 

Relation with Co-workers 

 
66% 

Relation with Supervisor 

 
56.2% 

Average 

 
61% 

 

  

Intermsofworkingconditions,payandpromotion,jobsecurityandrelationshipwithco

-workersthestudy 

foundthatthelevelofemployeejobsatisfactionis“neitherhappynorunhappy”andinte

rmsofrelationship withimmediatesupervisorthelevel ofemployeejobsatisfactionis 

“somewhatunhappy”.Overalllevelof 

employeesatisfactionininsurancecompanies,thestudyfoundthattheaveragemeanis

61%,sothe overalllevelof employee jobsatisfactionis “neitherhappy 

norunhappy”. 
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Descriptive Statistics 

Level on work conditions: 

Interms oflevel on workconditions in insurance companies,the study foundthat 

44respondent’s 

perceivedatmospheretobe“Neutral”.About29respondentsperceivedtheworkconditio

nstobe“happy”, 

while15respondentsperceivedworkconditionsas“unhappy”.Afew,7respondentsrate

dtheworkconditions 

as“veryunhappy”and“veryhappy”5.Atlast,themeanscoreis3.01,sotheworkcondition

sare“neither happy nor unhappy”.Lookingat themeanscore of3.10, wecanseethat 

workconditionsinfluence job satisfactionin insurance companies. (See,Appendix-

02) 

 

Level on pay and promotion: 

Intermsoflevel onpayback ininsurance companies,thestudyfoundthat49 

respondents perceived pay andpromotiontobe“neitherhappy 

orunhappy”,21oftherespondents perceivedthe payandpromotiontobe “somewhat 

happy “and21respondentsperceived payand promotionto be “somewhat 

unhappy”.Only afew 4 and5oftherespondentsratedthepayand promotionas“very 

unhappy” and“veryhappy”.Atlast,themean scoreis 3.02,sothe payand 

promotionis“somewhat unhappy”.Accordingtoameanscore of3.02, wecansee that 

pay andpromotioninfluences job satisfactionininsurance companies.(See, 

Appendix-03) 

 

Level on fairness: 

Intermsoflevelaboutfairnessininsurance companies,the study 

foundthat51respondentsperceived 

fairnesstobe“neitherhappynorunhappy”,24respondentsperceivedthefairnesstobe“so

mewhathappy”, 

while16respondentsperceivedfairnessas“somewhatunhappy”.Afew6respondentsrat

edthefairnessas “very 

unhappy”and3respondentsare“veryhappy”.Finally,themeanscoreis 

3.02,sothefairnessis“neither happynorunhappy”.Accordingtothemeanscore of3.02, 

wecanseethat fairnessinfluencesjobsatisfactionin insurance companies. 

(See,Appendix-04) 

 

Level on job security: 

Intermsoflevelonjobsecurityininsurance 
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companies,thestudyfoundthat50respondentsperceived jobsecurity ininsurance 

companiestobe“neitherhappy norunhappy”,24respondents perceivedjob 

securityininsurance companiestobe “somewhathappy”, 

while17respondentsperceivedjobsecurityin insurance 

companiesas“somewhatunhappy”.5respondentsratedjobsecurityas“veryunhappy”a

nd4respondentswere“very happy”.Finally, 

themeanscoreis3.08,sojobsecurityininsurance companiesis “neitherhappy 

norunhappy”.Accordingtothemeanscoreof3.05,wecanseethatjobsecurityinfluencesj

ob satisfactionin insurance companies. (See,Appendix-05) 

 

Level onRelationship with co-workers: 

Intermsoflevelonrelationshipwithco-workersin insurance 

companies,thestudyfoundthat 42 respondentsperceivedrelationshipwithco-

workerstobe“neitherhappy orunhappy”,25respondentsperceived 

therelationshipwithco-workerstobe“somewhathappy 

“and19respondents“somewhat unhappy”.Only1 

respondentratedtherelationshipwithco-

workers“veryunhappy”and13respondentswere“veryhappy”.At 

last,themeanscoreis3.30,sotherelationshipwithco-workersis“somewhat 

unhappy”.Accordingtoamean score of3.30, wecanseethatrelationshipwithco-

workersinfluencesjobsatisfactionininsurance companies.(See, Appendix-06) 

 

Level onRelationship with immediate supervisor: 

Intermsoflevelonrelationshipwithimmediatesupervisorininsurance 

companies,thestudyfoundthat 49respondents perceivedrelationship 

withimmediatesupervisorininsurance companiestobe “neither happyor unhappy” 

14respondentsperceivedrelationshipwithimmediatesupervisorasininsurance 

companiesto be“somewhat happy”, while 25respondentsperceivedrelationship 

withimmediatesupervisorin insurance companies as “somewhat  unhappy”.  8 

respondents  rated  relationship with immediate 

supervisoras“veryunhappy”and4rateditas“veryhappy”.Finally,themeanscoreis2.81,

sorelationship withimmediatesupervisorininsurance companiesis“somewhat 

unhappy”.Accordingtothemeanscore 

of2.81,wecanseethatrelationshipwithimmediatesupervisorinfluencesjobsatisfaction

in insurance companies.(See, Appendix-07) 

 

CONCLUSION 

Employeejob 

satisfactioncanimproveservicequalityandincreaseemployeesatisfaction.Inthiscircu
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mstance, policymakers andmanagers have turnedtheirattentionto provide 

differentkinds of facilitiestotheiremployees inordertosatisfytheiremployees.This 

studytestedfactorsaffectingjobsatisfaction forinsurance companies.The 

resultssuggestthat the factors hadsatisfactorily explained jobsatisfactionandthat 

thepolicy makersandmanagersshould focusonthefactorsthataffect 

employeejobsatisfaction,ifthey want to enhance theirbusinesses.Based 

ontheresultsforthestandardizedvalues, we areableto seethat workconditions, 

fairness,promotion,andpay, arekeyfactorsaffectinginsurance 

companiesemployees’jobsatisfaction. Moneyisagoodmotivator,actually all 

employees’workformoney,employeesneedthemoney,agoodsalary 

andgoodcompensations are keyfactorsinsatisfyingthe employee. We 

canincreasetheemployeesalaryand compensation  to motivate  the  employee, the 

good  payback can  be  oneof the key  factors affecting job satisfaction,alsointhis 

wayonecanincreasetheservicequalityandorganizationalperformance.Thefactorof 

workconditionsisalsoprovento havesignificantinfluence overtheinsurance 

companies.The physical designofthe placedoes 

havecertainimpactsonjobsatisfaction. Becausetheworkconditionsinthe insurance 

companiesincludetheemployeerelationshipsandworkenvironment,allthese factors 

relateto 

employeejobsatisfaction.Agoodworkenvironmentandgoodworkconditionscanincre

ase employeejob 

satisfactionandtheemployeeswilltrytogivetheirbestwhichcanincreasetheemployeew

orkperformance. Theimportanceandtheneedisthereforedescribingor 

definingthephysicalenvironmentby identifyingthose elements or dimensions that 

make up the  physical environment. Therefore, in the  questionnaires several 

elementshave 

beendefinedsuchascleanliness,lighting,noise,andfurniturearrangements.Theseelem

entsare thedeterminantofwhetheritaffectsemployee’ssatisfaction.Ininsurance 

companies,theemployees 

hopetheyallreceiveequaltreatmentwithrespecttopayorpromotion.Ifinsurance 

companiescreatea faircompetitiveenvironment,like fairtreatment,fair 

compensation, fair workhours,these will improve 

employeejobattitudes;fairnesscanalsomotivateemployeestobehardworking.Afterthi

sconsideration,we can see that fairness canincrease employee job satisfaction; 

satisfied employees offergood services forthe 

organization.Thiscanincreaseorganizationalperformance,sofairnessisakeyfactoraffe

ctingjobsatisfaction ininsurance companies.Ininsurance 

companiesjobsecurityasanaspect ofjobsatisfactionwas moreimportanttomale 

employeesthanto female employees.Employeesfrommedium-andlarge-staff-sized 

organizations,comparedwiththosefrom smallstaff-
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sizedorganizations,weremorelikelytocitejobsecurityas a very important contributor 

to their job satisfaction. 
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APPENDIX:01 

 

Employees’SatisfactionInterviewSchedule 

The followingquestionsare designed onlyfor research purpose. Theresearcher 

hasnointentiontorepresent this informationnegativelyin his 

paper.Theinformationwill be keptconfidently.Forthefollowingquestions, 

respondentsshouldbeaskedtoindicatewhethertheyAgree(A),Disagree(D),StronglyA

gree(SA),Strongly Disagree(SD), orareNeutral(N). 

 

Name:     

Age: 

Gender: 

Designation:  

Department: 
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SN SurveyQuestion SA A N D SD 

1. Iamsatisfied withtheworking environment ofthe company.      

2. Iamsatisfied with joblocation.      

3. Iamsatisfied withthepresentworkinghour.      

4. Iamsatisfied withtheexisting salary structureof thecompany.      

5. IamsatisfiedwiththecompensationIget&Ithinkitmatcheswith 

my responsibility. 

     

6. Iamhappy withmy work responsibilities.      

7. Ifeel comfortable in carryingout my responsibilities.      

8. Iamsatisfied with workrelationshipswith the people around me.      

9. Iamsatisfiedwithvariousactivitiesinthefirm&loveparticipating 

in them. 

     

10. Iamhappy withyouroveralljob security.      

11. Iamsatisfied withthegiven right to put forwardmyopinions.      

12. Iamsatisfiedwiththeleadersinmyworkplaceaspositiverole 

models. 

     

13. Iamsatisfiedwiththepresentperformanceappraisalpolicyofthe 

company. 

     

14. Iamhappywiththerecognitionandrewardsformyoutstanding works and 

contributions. 

     

15. IamsatisfiedandthinkI'vebeenawardedrightsetofduties,asper my 

ability. 

 

     

16. Iamsatisfied&abletomaintainahealthybalancebetweenwork and my 

life. 

 

     

17. Fulfillingmyresponsibilitiesgivemeafeelingofsatisfaction& personal 

achievement. 

 

     

18. Iamsatisfied withtheleavepolicyof the company.      

19. Iamsatisfiedemployeeassistancepolicy(e.g.-lunch&transport etc.) 

ofthecompany. 

     

20. Iamsatisfiedwithlongtermbenefit&insurancepoliciesofthe company. 
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Satisfaction level Value 

of (X) 
Frequency 

(f) 
d=X-A fd 

VeryUnhappy 
Unhappy 

Neither Happy nor Unhappy 

Happy 

VeryHappy 

1 
2 

3(A) 

4 

5 

7 
15 

44 

29 

5 

-2 
-1 

0 

1 

2 

-14 
-15 

0 

29 

10 

  ∑f=100  ∑fd=10 

 

APPENDIX: 02.Levelon workconditions 

 

X=A+ (∑fd/∑f) 

=3+(10/100) =3.10 

=3.10×20 
=62% 

 

 

APPENDIX: 03. LevelonPayandPromotion 

 

 

X=A+ (∑fd/∑f) 

=3+(2/100)=3.02 

=3.02×20 

=60.40% 

 

APPENDIX: 04. LevelonFairness 

 

 

X=A+ (∑fd/∑f) 

=3+(2/100)=3.02 
=3.02×20 
=60.40% 

 

 

APPENDIX: 05. Levelon JobSecurity 

 

 

X=A+ (∑fd/∑f) 

=3+(5/100)=3.05 
=3.05×20 
=61% 

 

  

Satisfaction level Value 

of (X) 
Frequency 

(f) 
d=X-A Fd 

VeryUnhappy 
Unhappy 

Neither Happy nor Unhappy 

Happy 

VeryHappy 

1 
2 

3(A) 

4 

5 

4 
21 

49 

21 

5 

-2 
-1 

0 

1 

2 

-8 
-21 

0 

21 

10 

  ∑f=100  ∑fd=2 

Satisfaction level Value 
of (X) 

Frequency 
(f) 

d=X-A fd 

VeryUnhappy 
Unhappy 

Neither Happy nor Unhappy 
Happy 

VeryHappy 

1 
2 

3(A) 
4 

5 

6 
16 

51 
24 

3 

-2 
-1 

0 
1 

2 

-12 
-16 

0 
24 

6 

  ∑f=100  ∑fd=2 

Satisfaction level Value 
of (X) 

Frequency 
(f) 

d=X-A fd 

VeryUnhappy 
Unhappy 

Neither Happy nor Unhappy 
Happy 

VeryHappy 

1 
2 

3(A) 
4 

5 

5 
17 

50 
24 

4 

-2 
-1 

0 
1 

2 

-10 
-17 

0 
24 

8 

  ∑f=100  ∑fd=5 
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APPENDIX: 06. Levelon Relationship with Co-workers 

 

 

X=A+ (∑fd/∑f) 
=3+(30/100)=3.30 
=3.30×20 
=66% 

 

 

APPENDIX: 07. Levelon Relationship with Immediate supervisor 

 

 

X=A+ (∑fd/∑f) 

=3+(-19/100)=2.81 

=2.81×20 
=56.20% 

 

 

 

 

Satisfaction level Value 

of (X) 
Frequency 

(f) 
d=X-A fd 

VeryUnhappy 
Unhappy 

Neither Happy nor Unhappy 

Happy 
VeryHappy 

1 
2 

3(A) 

4 
5 

1 
19 

42 

25 
13 

-2 
-1 

0 

1 
2 

-2 
-19 

0 

25 
26 

  ∑f=100  ∑fd=30 

Satisfaction level Value 

of (X) 
Frequency 

(f) 
d=X-A Fd 

VeryUnhappy 
Unhappy 

Neither Happy nor Unhappy 

Happy 

VeryHappy 

1 
2 

3(A) 

4 

5 

8 
25 

49 

14 

4 

-2 
-1 

0 

1 

2 

-16 
-25 

0 

14 

8 

  ∑f=100  ∑fd=-19 


