SUMMARY

The present study is concerned with the signifieamé human resources, which
constitute the main asset of an organization. Ibefg increasingly realized by the
organizations that without giving special attenttontheir human resources, their goals
and objectives cannot be achieved. It is becaugkeoincreasing importance of human
resources that the traditional branch of personmmhagement is being preferred to be
labeled and upgraded as ‘Human Resource Managenfeii®M). It signifies a
systematic study focused on the policies, systemdspaactices that affect the welfare of
employees and achievement of organizational golilss aimed at assessing an
organization’s human resource needs, establishingpah resource policies and
procedures consistent with the overall organizafiostrategy and utilizing human
capabilities.

A university is a community of human beings suclstaslents, teachers and employees,
so its achievement depends upon the calibre, reakHectiveness of all of these three
which form its input, processor and output. Althbugtudents and teachers are
considered to be the dominating part of the unityersommunity yet employees’
contribution can not be ignored. The non-teachtaff act as a supporting agent between
the teaching segment and student’s community. Téespand policies as framed by the
governing bodies of universities are implementeahiwahrough the non-teaching staff.
Due to this fact the achievement of a universitinfiienced by their effectiveness and
job satisfaction level. Considering the importan€employees, various aspects of HRM
have been discussed briefly in the study, out dtlwvfob satisfaction of the employees is
deemed as one of the most valuable factor for 8ropnance and effectiveness of the
organization. The employees in an organization gdweve certain needs and their job is
instrumental towards fulfilling these needs. Thieliactions between the two determine
the employees’ feeling towards the job and alsduémice the job behaviour. The

employees and employer both are concerned witfotheatisfaction.



Basically job satisfaction is a psychological datiion, which an employee derives by
performing his/her job. What makes a job satisfyorgdissatisfying for him does not
depend only on the nature of the job, but alsohenetxpectations that he has of what his
job should provide. If these expectations are lfatli properly he will be satisfied with
the outcome or job performance. How well outcomeghor exceed expectations often
determines his job satisfaction level which gergralotivates him for performing his
job efficiently. Job satisfaction refers to oneéeling toward one’s job. It can only be
inferred and not seen. While performing his jole #mployee is influenced by various
factors such as wages, supervision, security arathr freedom of expression,
institutional policy and administration, working ratitions, opportunities for
advancement, recognition of merit, fair evaluatainwork, social relations at the job,
prompt settlement of grievances, fair treatmentebyployer and other similar factors.
Even the socio-economic characteristics such asdes education, family background,
job experience, family income, family obligatiopgrents’ occupation and marital status

etc. need be considered to analyze the effectlmsgtisfaction.

In short it can be said that job satisfaction isoaplex phenomenon, a resultant of
various attitudes and feelings in various areashsas job factors and socio-

economic characteristics, within and outside the jo

Significance of the Study

The review of existing literature covering different aspeétgob satisfaction indicates
that many researchers have focused on the factorshedintg to job satisfaction as well
as job dissatisfaction. Some researches have also bmmiucted to study the
significance of job satisfaction in the promotion of empks welfare and fulfillment of
organizational goals. A few more have focused on thesemprences of ignoring the

importance of job satisfaction among employees.

Most of these studies have focused on the job satisfaatioong the employees of
industrial and commercial organizations. It has been obddrem the available sources
that job satisfaction among the non-teaching employees wifaédnal institutions has

not attracted the attention of researchers. As statdidreaducational institutions are



gaining more and more importance in the new socanemic order brought in by the
changes occurring due to globalization, privataatand liberalization. This makes it
significant to undertake a comprehensive studyxanene the unexplored areas of job
satisfaction among the non teaching employees.aMdhilumber of studies on the subject
have been conducted in various private organizatidhere is hardly any study
undertaken in the case of state run universitielsthat too focusing on the non teaching

staff which actually run administration of thesevensities.

It is perceived that the study would be making anble contribution to the existing
literature on the subject and it will also be helpfo the future researchers in the
current and related areas. It is also perceived ttiha findings of the study would
help the management of universities towards formudaappropriate policies to
improve their work culture, enhance productivitpsare job satisfaction among the
employees and fulfill organizational goals with thetive/willing support of their
employees. High job satisfaction may lead to imgaefficiency and effectiveness,

improved attendance, less job stress and thus duocdve environment.

Focus of the Study

The present study has been endeavoured to achieeas/abjectives, such as study of
organizational structure, personnel aspects, examinidgnaking comparison of job

satisfaction level of employees of both the universities. r€taionship between various
job factors and socio-personal characteristics of resgpuadvith job satisfaction has also
been explored. The contributions of main determinanjstokatisfaction were analyzed
through multivariate analysis and suitable suggestions fprowing the job satisfaction

have also been offered.

To achieve the above objectives, the following indepengariables influencing job

satisfaction have been used in the study:

(A) Job factors (B) Socio-economic factors

Job factors are of two types which are motivatiod aygiene;



Motivation factors include achievement, accepting oespility, advancement,
recognition, rewards, promotion, freedom of expmssand work itself whereas
hygiene factors include institutional policy andnadistration, salary and wages,

supervision, security & growth, inter-personal relation aodking environment.

Socio-economic variables consist of education, backghoservice experience, working
distance from living place, marital status, parkotxupation, family income, family

obligation, category, stress, computer educatioa,aagl sex etc.

The study of above variables on the job satisfactiorbbags carried out by adopting the
following research methodology.

Questionnaire technique and interview schedule has bppled to study the job
satisfaction/dissatisfaction of non-teaching employees ofitineersities in the present
study in the context of Herzberg’s dual factor theoryorder to collect the primary data
as per objective of the study, a questionnaire was spedieloped by the researcher
so that all the possible information may be collected tor&soehe real feelings of the
respondents. The developed questionnaire was administedeidtarviews held among
the non-teaching employees of A and B categories of Pamalersity and Kurukshetra
University to collect the primary data. The sample condiste400 employees drawn
from both the universities (i.e. 200 from each ursitg), being about 13 to 15% of the
universe and it was randomly selected. After collegtediting and coding of the data,
the various statistical techniques such as percentages, staadard deviation, Chi
Square Test, Pearson Correlation, multiple regression atm fanalysis were used to

analyze the data.

Limitations of the Study
The present study has following limitations.
+ The present study has been conducted only in respeoheteaching employees.
The study has not covered the teaching community.
+ The study has been conducted with the help of exprespadons of the
respondents captured through the structured questioniiéieeefore exhibited

opinion has been neglected.



Maximum care has been taken by the investigatondamtain the objectivity in
getting responses, but the element of bias ineéepanses cannot be completely
ruled out.

Some of respondents may have faced the difficultyruly understanding a few
technical terms used in the questionnaire. Henegdssibility of minor error in
responses can not be ruled out.

Some of respondents might have avoided in givirg tilie response to the
guestions due to the fear of management or otlasores.

There is some time gap between the collection td dad presentation of the
report.

The study was limited in its scope by covering ¢bacept of job satisfaction of
non-teaching employees with socio-personal chaiatitss and various job
factors. Few more angles such as personal attityme, adjustment, job

performance and job attraction were not withingbepe of study.

The main findings

Organizational structure of the university showterdependence and interrelationship

among various offices/departments of the universiigganization. Senate/Court,

Syndicate/Executive Council, Academic Council amarice board perform the role as

the central authorities. The following observationsre made during the study of

organization structure of both the universities
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In comparison to Kurukshetra University (establshe January 1956),Panjab

University is quite old (established in 1882 at &&d). In terms of physical areas
Panjab University is spread over an area of 558saas compared to Kurukshetra
University which extends to an area of 440 acres.

Both the universities are corporate bodies and haeely identical objectives and

systems.

The Vice-President of India is the Chancellor df) Pwhereas the Governor of

Haryana is the Chancellor of K.U.



¢+ The Vice-Chancellor of P.U. is appointed by thee/Rresident of India, whereas
the Governor of Haryana appoints the Vice-Chancelld«.U.

¢ The supreme authority of P.U.is vested in Senatereas in the case of K.U.,
Court is the supreme authority.

« The Chief Executive body of P.U. is Syndicate whsrét is the Executive
Council, which controls the functioning of K.U.

+ The compositions of Senate and Court, SyndicateExadutive Council are also
different.

+ There are 91 members in Senate where as in Caustitbngth is restricted to 84.

% The chancellor nominated members is more in P.&h thU. In the case of P.U.,
the chancellor nominates 36 members whereas thengstr of nominated
members in case of K.U. is 15.

« In P.U. Syndicate has 19 members, but in K. U. Htiee Council has 20
members.

< The P.U. caters to the needs of not only Punjabdbistd of other states as
compared to K.U. which is generally meeting theaegl needs.

¢+ The organizational structure of P.U. is under thietjcontrol of Centre and State
(Punjab Government) whereas organizational stractofr K.U. is under the
exclusive control of Haryana Government. The Pahjalversity gets its grants
from the centre and Punjab state in the ratio o4®0but in case of Kurukshetra

University main grants are given by Haryana Govexnim

.0

Registrar is the incharge of administration inhbibte universities.

L)

Followings observations came to the fore while witugl the personnel aspects such as
recruitment, reward, performance through annualfidential report, training and
development, wage administration and employeesic®s and other benefits of non-

teaching employees of P.U. and K.U.

+ The promotional aspect of the employees is beattéx.W. in comparison to K.U.
+« There are monetary incentives (i.e. incrementisecmf educational enhancement
in P.U. whereas there is no such motivation avkslabor educational

enhancement of Non-teaching staff in K.U.



°

P.U. has started a reward policy for the employées by rewarding the
employees on 26January and f5August) whereas no such provision of reward
has been made in the Kurukshetra University.

The salary aspect of P.U.’s employees is better Khb).’s employees. Technical
and clerical staff of P.U. is getting higher saldrgn K.U. staff.

There is a carrier progression scheme for P.U.'pleyees, whereas there is no
such scheme for K.U. employees.

Pension scheme for employees is better in K.ldoagpared to P.U.

Leave regulation is more flexible in P.U. than K.U.

While P.U. runs a regular to and fro transportligcfor its staff, no such facility
is available to the employees of K.U.

Selected personnel aspects such as reward andypgystem, promotion system,
salary and fringe benefits, security and growth gmdsonality development
through training activity have significant effeat the job satisfaction level of the

non-teaching employees in both the universities.

The analysis of various socio-economic determinantshe job satisfaction inferred the

following major points:
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There is a positive relationship between the ageresdpondent and job

satisfaction, as the age of respondent increasesnean of the job satisfaction
also increases. Chi-square test also favouredigmfisant effect of age on job

satisfaction at 5% level.

It has been observed that there is no direct oglghiip between educational level
of respondent and job satisfaction. Although theamg@b satisfaction of the

respondents having qualification above graduate andt graduate level is less
than below graduate level but mean job satisfactibthe respondents having
qualification up to 10+2 is less than the respondeving qualification above

10+2 but up to the level of graduate. The valu€bifsquare test is insignificant
indicating that there is no significant effect ofueational level on job satisfaction

of the respondent.



There is a positive relationship between work eigpere of the respondent and
job satisfaction, as the respondent gains experiegm¢he job, his mean of job
satisfaction also increases. The value of Chi-sgjtest is insignificant indicating
that there is no significant effect of the expeteron job satisfaction of the
respondent

The respondents of urban background have lower njelansatisfaction in
comparison to the respondents of rural backgrodrge Chi-square analysis
indicates that there is no significant effect of thackground of respondents on
their job satisfaction.

The unmarried respondents have lower mean jobfaeimn in comparison to
married, divorced and widower respondents. The evalti Chi-square test is
insignificant indicating that there is no signifitaeffect of the marital status of
the respondents on job satisfaction.

The respondents, whose father do the work of lalmowimilar minimal work
have low mean job satisfaction in comparison to tespondent of other
categories. Further it is also observed that tlepaedent, whose father have
service occupation also have low mean job satisiachs compared to the
respondent having farming and business parent&gbaend. Chi-square test also
favoured the significant effect of father's occupat on job satisfaction of
respondent at 5% level.

The salary income of the respondents has no diedattion with job satisfaction.
The respondents having salary income between R&Htb 3 lakh have higher
mean job satisfaction than other two categories. (& Rs 2 lakh and > 3 Rs lakh).
The respondents having salary income lower tha Rkh have lowest mean job
satisfaction than all other categories. Howeverwakie of Chi-square analysis
indicates that there is no significant effect af #alary income of the respondents
on job satisfaction.

There is a positive relationship between additianabme and job satisfaction.
The respondents who have also income from othexcesihave higher mean job

satisfaction than respondents not having incomas fother sources. However



the value of Chi-square test is insignificant iradiicg that there is no significant
effect of the income from other sources of respatgien job satisfaction.

+ There is a positive relationship between familyategents of the respondent and
job satisfaction. The respondents having more famépendents (i.e.> than 4
members) have low mean job satisfaction. Chi-sqtesmtealso confirms the same
thing at 5% level that if the respondents have nfamgily dependents then their
job satisfaction level is lower than respondentdrtaless family dependents (i.e.
up to four members).

¢ Under obligations of family, the housing obligatibas direct relationship with
job satisfaction; the respondents having their dwnses have high mean job
satisfaction in comparison to the respondents retinlg their own houses.
Marriage and educational obligations have not tinegationship with job
satisfaction. In all the categories of family ohbligns, the value of Chi-square
test is insignificant indicating that there is ngnéficant effect of family
obligations of respondents on job satisfaction.

% The respondents, who have some knowledge about utemmvorking, have
higher mean job satisfaction than the responderds lhaving computer
knowledge. The value of Chi-square test does naiuiathe result.

«+ There is no positive relationship between streskjah satisfaction. The t-ratio
between the means of stress in both the univessgialso insignificant indicating
that there is no difference on the basis of stemasng employees in both the

universities.

*

It is evident from the above results that persamal social characteristics largely

L)

influence job satisfaction level of the employeas,there is direct or indirect

relation between the socio-economic variables ahdatisfaction.

While analyzing the effect of job factors on joltisfaction in the study, job satisfaction
of the respondents has been measured through swonnmagiproach by applying Likert
scale and other statistical tools. The respondarttse study have been divided into three
categories on the basis of their job satisfactievel (i.e. low job satisfaction level,

medium job satisfaction level and high job satistaclevel). The influence/relationship



of job factors with dependent variables (i.e. j@tisgaction) has also been calculated

through Pearson correlation method. The major figslin this regards are as follow:
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There is no significant difference in the means\#rall job satisfaction level of
both the universities. Most of the non-teaching lyges in both the universities
are satisfied. In P.U. 80.9% employees fall undgh ljob satisfaction category
whereas in K.U. employees having high job satigfactre 87.9%. Medium
satisfied employees in P.U. are 18.3% and emplolyaeisig low job satisfaction
are 0.8%. But in K.U. 12.1% employees are mediutisfead and there is no

employee under low job satisfaction.

The employees of administrative category are matesfeed in comparison to
technical staff. The administrative staff under hhigpb satisfaction is 89%,
whereas in the category of technical staff, thecgr@tiage of employees under
high job satisfaction is 74.1%. The overall meab gatisfaction score of
administrative staff is 103.47, whereas in caseeohnical staff; the value of
overall mean job satisfaction score is 100.01, tigcsignificant at 5% level, as
the value of t test is 2.246. The value of chi-squa also significant at 1% level.

The calculated value of chi-square is more thaleteslue.

The class A category of the employees of the ugittes is more satisfied than
class B category. The percentage of employeesghf job satisfaction level is
more in A category (88.1%) than B category (83.3%)e overall mean job
satisfaction score of A category (104.88) is alsarthan B category employees
(101.69). Although the value of t test is —1.86% tat is not significant at 5%

level.

The value of chi-square between male and femalegoakes of employees is
insignificant indicating that there is no differenbetween the job satisfaction
level of male and female employees.

There is not much variation in job satisfactiondleamong the employees of P.U.
and K.U. The results indicate that average jols&atiion level of the employees
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in P.U. is 3.943, but in K.U. it is 3.934, whereagerall mean job satisfaction
score of the employees in P.U. and K.U. is 102.88@ 102.288. There is no
significant difference between above values asviige of t- ratio is .868 (2-

tailed), which is not significant. Therefore, theseno significant difference in

job satisfaction level of employees in both theversities. In the case of
motivational and hygiene factors total mean score.U. is 103.549 and 138.313
but in K.U. total mean score is 105.038 and 140.d42 t-ratios of motivational

and hygiene factors in both universities are 1.@hd .939, which is not

significant. Therefore both the universities hawedifference in respect of above
job factors.

Relationship of job factors with job satisfactidesults of correlation coefficient
revealed that most of the motivation and hygieratofs are significant at 1%
level. The value of correlation coefficient of sigrant job variables is shown in
parenthesis i.e. achievement (P.U.= .242** and K.U241**), accepting
responsibility (K.U.= .338*), advancement (K.U.=247**), recognition,
rewards, and promotion (P.U.= .481** and K.U.= .8J8reedom of expression
(P.U.= .354* and K.U.= .438*), work itself (P.U.5655* and K.U.= .504**)
institutional Policy and administration (P.U.= .538and K.U.= .471*%), (a)
adequacy of salary and wages (P.U.= .442** and K.U453**) (b) fringe
benefits (P.U.= .277** and K.U.= .376**), supenasi (P.U.=.494** and K.U.=
.503**), Security and growth (P.U.= .540** and K4J.465**), personal life and
relation with peers (P.U.= .552** and K.U.= .529orking conditions and
environment (P.U.= .530** and K.U.= .421**). Theaults reveal that there is a
positive relationship between hygiene factors, wabion factors and job
satisfaction level of the employees.

** Correlation is significant at 1%viel (2-tailed)

*Correlation is significant at 5% lev@Hailed)

During the course of study some more significardenations were made, the
reference of which is not out of place.
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a)

b)

9)

h)

Most of the respondents felt that joining the unéity organization covered
only the basic needs of life such as food, clotth simelter and to secure their
life (i.e. Physiological needs and Security needs).

Respondents in the range of 26% to 40% found rmmoeés of interest in their
job; indicating the feeling that their job is ndtatlenging and creative.
Respondents in the range of 57% to 62% informed thare are no
shortcomings of the institution in both universstie

Merit based promotion system is more favoured W h comparison to K.U.
respondents.

There is no proper rewards system (i.e. monetadyraxm monetary) in both
the universities to increase the performance of ¢mganization. The
respondent felt that some sort of reward system lneagieveloped in order to
encourage the hard worker to bring about overafiromement in the work
quality.

There is no proper system of recognition of worlpeas in both the
universities. There is no system of issuing apptem letter, incremental
benefits or promotional benefits for a genuine @enker. Respondents have
only feelings of recognition of work in the form gbod remarks in annual
confidential report or verbal encouragement. Fgebh recognition is more
seen in K.U. (59%) in comparison to P.U. (30%).tA¢ same time 22% to
25% respondents in both organizations feel thatldlck of recognition of
work is due to the poor administrative competeridegher level.
Respondents in the range of 40% to 50% reported/yhavorkload in
examination branches especially during examinatenys.

Employees want participation in the matter relatiogheir office work and
favour at least one of their nominee should be r&a @athe high decision-
making bodies of the universities.

The most of the respondents feel that present mystie working can be
improved by 100% computerization of university waikd improving work
culture. The computerization process increasesth@ency, accuracy, and

accountability and decreases the workload. Secoid$/also felt by them
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)

k)

that there is some lack of responsibility among leyges towards completion
of work. Therefore coordination and communicatioetween various
branches dealing with administrative and acadenaikwghould be improved
to the maximum extent. Positive thinking should d#eveloped among
employees to create better working environment acfdeve organizational
objectives.

Respondents in the range of 80% to 90% in bothutineersities feel that there
is a need for administrative training/work relateadning in the administrative
office due to increasing of diversified nature adrku There is also a need for
technology-oriented training in science departmehis to advancement of
the sophisticated technology. Most of the employéss that computer
training should be given to the maximum staff o€ thniversity. Some
employees are also in the favour of creation afaming cell where regular
programme should be organized to disseminate kmigeleof accounts,
examination system and other relevant processes.

The respondents opined that clerks and lab attésitlechnicians form the
entry level of non-teaching administrative and techl staff. Therefore
efficient and qualified candidates from these catieg should be selected at
the time of recruitment itself to avoid adminisivat problems at later stage.
The respondents are of the opinion that politicg#luence of the State
Government should be minimized during recruitmeat Hire qualified
candidates. The strength of regular staff are desang day by day as the
contract system of hiring the employees is takitag@ due to Government
ban and workload is increasing. This system isgoaid for the growth of the
university.

Respondents expressed that Job rotation/transfey pid employees should

be improved to the maximum extent in both univessit

m) The views of the respondents express that weftaiéities such as housing

and health also have wide scope for improvement.
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The contribution of the job factors to job satisiac is outlined by applying
multivariate analysis techniques i.e. regressian factor analysis. These techniques
involve studying the relationship and degree obeisdion among several variables
(i.e. to provide the broad support to test the liypsis). The main findings of

analysis are.

1) On the basis of multiple regression analysis, it has been concluded that job and
socio-personal factors such as work itself, recognitiemards and promotion,
institutional policy and administration, achievement, fathersupation and
adequacy of salary and wages are the key variable$® shjisfaction in P.U. and
variation explained by these variables in job satisfaction2i29%, whereas in
K.U. personal relation with peers, freedom of expressiorking conditions and
environment, recognition, reward and promotion, supienvjsjob experience,
accepting responsibility, supervision and adequacy ofysalad wages are the
main determinants of the job satisfaction and they explaih% variation in job
satisfaction. Therefore out of the two types of the dem (i.e. personal and
organizational variables), organizational variables cortgibnuch more in the
job satisfaction of the non-teaching employees of bativeusities and socio-
personal variables contributes less towards job satisfadtius.means, feeling of
the employee towards one’s organization is the main causatisfaction or
dissatisfaction as compared to his background or persactak$. Work itself has
emerged as a significant variable in P.U. Personal lideralations with peers has

emerged as significant variable in K.U.

2) On the bass of factor analysis, it has been concluded that nine factors taken
together in P.U. explain 68.56% variation in the job satigfa level of the
selected sample of the employees, whereas in case otdffactors collectively
explain 70.74% variation. Further results reveal that Speciinstellation of
variables do exist. In P.U. factor 1 is named as Jctorfas all the variables are
organizational and belong to job, whereas in K.U. facterdamed as Hygiene
factor being significant and positive loading of hygienaaldes. Factor 2 and 3
in the case of P.U. are named as Socio-economic and rdytaetor where as in
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the case of K.U. these factors are recognized rim fof Mix factor and Socio-
personal factor. Other factors are identified asicGseconomic, personal, socio-
personal and mix factors in both universities, irgdo the inference that job

satisfaction constellates with hygiene, motivatlcarad socio-personal variables.

Analysis of the Hypotheses:

Hypotheses of the Study: - Hypotheses are the tentative assumptions relating to the
chosen research problem and the investigator has dedelgp®us hypotheses in the
light of research objectives. For the study, following dtiyeses were formulated and

analyzed to measure the relationship among various stuidp hes.

Hypothesis No.1: Organizational structure does not affect the levebbfgatisfaction
of the employees.

The organizational structure of both the universities islydae same. In the present set
up, it is observed that the Vice-Chancellor and the Ragidasically control the
administrative part of the organization. Therefore employeeay be in any
branch/department or transferred to interrelated branchey are under the control of
main authority, which is same for each head. The behawbthe controlling officer
affects the level of job satisfaction. The structural parbrgfanization affects the job
satisfaction. Even the functional parts of the organizatiostaucture such as
responsibility, coordination, communication, supervision padicipation in decision-
making process etc. have correlation with the job satisfaas shown in table no 2.1 in
chapter no. two (i.e. correlation coefficient value at 1% legel650 **, which is
significant). Therefore the job assigned to the employkesg working set up is
affected. From the study of multivariate analysis it iglent that organizational factors
are more responsible to affect the job satisfaction inpesison to personal factors.
Therefore the organizational structure does affect thd tHvpb satisfaction and our

above hypothesis is rejected.

Hypothesis No.2: Personnel policies of the organization affect the levieljob

satisfaction of the employees.
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To analyze the effect of personnel policies on jtte satisfaction, few aspects of the
personnel policies such as rewards and penaltgsyspromotion system, salary and
fringe benefits, security system, growth and peatndevelopment through training
activity were selected. Their correlation with jedtisfaction was calculated and has been
tabulated in the table no. 3.2 in chapter numbexeth From the table it is evident that
value of the correlation coefficient of the perseinpolicies on the job satisfaction is
.566(**), which is significant at 1% level. There& personnel policies of the
organization affect the job satisfaction level bé temployees. In regression and factor
analysis it is also observed that job factors hehv@vn more variation towards affecting

job satisfaction in comparison to personal factdherefore our hypothesis is accepted.

Hypothesis N0.3:  Majority of employees in P.U. and K.U are notifeed with their
job.

Our findings on the basis of data analysis show&B2% employees in P.U. and 87.9%
employees in K.U. are under high job satisfactievel, whereas 18.3% employees in
P.U. and 12.1% employees in K.U. are satisfiedediom level. There are no employees
under the category of low job satisfaction leveKitJ. but 0.8% in P.U. Therefore our

above hypothesis is rejected.

Hypothesis No.4: There is not much variation in the job satisfactievel among
employees of P.U. and K.U.

The results of the study show that average jolsfeation level of the employees in P.U.
is 3.943, but in K.U. it is 3.934, where as overalan job satisfaction score in P.U. and
K.U. is 102.527 and 102.288 respectively. Ther@aassignificant difference between
these values, even value of t- ratio is also infgant {i.e. .868, (2-tailed)}. Therefore
variation in job satisfaction level among employdees not exist in both the universities.
On motivational and hygiene front total mean saorf.U. is 103.549 and 138.313 and
in the case of K.U. total mean score is 105.038 B4{11242. The t-ratio on motivation
and hygiene factors of the employees in both usities are 1.017 and .939, which are
not significant. Therefore employees of both thévewsities do not have significant

variation on the above job factors. Therefore gypdthesis is accepted.
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Hypotheses No.5: Personal and social characteristics largely imfitee the job
satisfaction level of the employees.

The investigator has analyzed the effect of 15 cseconomic variables on the job
satisfaction by applying mean, standard deviatind ehi-square in chapter four vide
table no.4.17 to 4.30. Most of the socio-economaciable such as age, education,
experience, background, father's occupation, incoimen others sources, family
dependants and housing obligation have direct diraot impact on the job satisfaction
level. By Chi-square analysis it is observed thge,afather's occupation and family
dependents have significant effect on job satigfacat 5% level. Through multivariate
analysis it is found that Job experience and faheccupation have explained the
variation on job satisfaction. Therefore our hymsik is accepted, as there is direct or
indirect relationship between all the socio-perseasables and job satisfaction.

Hypothesis No.6: There is a positive relationship between motoratiactors and job

satisfaction of the employees.

The results as shown in table no. 5.7 express\uabus motivation factors such as
achievement, responsibility, advancement, recagmitrewards, promotion, freedom of
expression and work have positive correlation with satisfaction at 1% level (two-

tailed) as calculated by Pearson Correlation metls@stondly motivation factors also
explained the variation on job satisfaction as yed though multivariate techniques
vide table no.6.1 to 6.12. Therefore our hypothisseécepted.

Hypotheses No.7: There is a positive relationship between hygiéors and job
satisfaction of the employees.

The findings of our study as shown in table noibdicate that various hygiene variables
such as institutional policy and administrationlasaand wages, supervision, security
and growth, personal life and relations with pe®rstking conditions and environment
have positive correlation/relationship at 1% le{2itailed) in both the universities as
measured through Pearson Correlation (2- tailet). t&econdly hygiene factors also
explained the variation on job satisfaction as entdhough multivariate techniques vide

table no.6.1 to 6.12. Therefore our above hypathssaccepted.

17



Conclusion and Suggestions

Job satisfaction of an employee indicates the extewhich he/she likes/dislikes his/her
work, as it also reflects the pleasure or displeasie or she draws. It further represents
the mean of the job requirements and the employegisctations. It expresses the extent
of match between employee’s expectations from tife and the rewards that job
provides. Ultimately it is the general attitudeulisg from various attitudes combined of
extrinsic, intrinsic job factors and socio-econonféctors. The satisfied humans are
counted as most important and growing assets obtganization, whereas dissatisfied
people are termed as liabilities. The organizatias to pay for these liabilities
(dissatisfied employees) in the form of low perfarme and low attendance. From the
main findings of the study, it is summarized thajonity of the employees in both the
universities are highly satisfied with their jobdano significant difference exist among
the employees of both the university. Although adstrative staff is more satisfied as
compared to technical staff and the employees tdgoay A are more satisfied than
category B employees, but most of the job fact@smotivation and hygiene and some
socio-personal factors have significant relatiopshith job satisfaction level of the
employees of both universities. Further from thdtivariate analysis it is inferred that
job and socio-economic variables explained the ifsogmt variation towards job
satisfaction and constellation exist among the vatitn, hygiene and socio-economic
variables. Even the organizational structure andgmmel policies of the universities
have some effect on the job satisfaction levehefrion-teaching employees. During the
course of the study it was observed that recruitnsgatem of both the universities is
politically influenced and its visible influence more prominent in K.U. There is no
proportionate growth in the strength of the stagta-vis the growth and development of
the university in term of increase in the numbeacddemic programmes and increase in
the students’ enrolment. Overburdened staff of ékemination branches of both the
universities reiterate the fact that contract/davpges employees are carrying on
substantial administrative work in both the univtegs. The contract staff not only lacks
organizational belongingness, it is inexperiencdiceptible to irresponsible decisions
and prone to committing frequent mistakes. Consattpeinefficiency is slowly

becoming an acceptable norm in functioning of thmeversities. There are neither
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induction programme nor on the job training progmas for the employees to increase

the efficiency and effectiveness of the universitganization. Significant motivational

factors such as reward, recognition of work to éase the individual and organizational

performance are totally missing in both the uniits. As per university employees are

to be promoted on seniority cum merit basis, bet study reveals that almost all the

promotion are made only on the seniority basisatinlthe universities. Therefore there is

a lack of encouragement for merit, innovation axce#ience. There is no feedback of the

annual confidential report through which the perfance of the employees could be

analyzed and improved.

To enhance job satisfaction and improve overalfgoerance of the employees in both

the universities, following suggestions have comeiw the light of present findings.

7
°

3

*

Major causes of dissatisfaction as perceived byréispondents through
study are organizational factors as well as peistactors such as work
itself, personal relation with peers, freedom opression, recognition,
rewards and promotion, institutional policy and austration, working
conditions and environment, security and growth fatider's occupation,
age, family dependents etc. in both the univessifide authorities should
take steps to improve the organizational varialdgsamending the
policies of the institution up to the optimum exteto reduce
dissatisfaction among the employees.

For reducing the excessive workload and stressceslyein examination
work, it is suggested that present job and workiigy redesigned to
increase the enthusiasm and efficiency amongsitietowards efficient
completion of work. Computerization to optimum extecan be

introduced in this respect.

s Work related training for the administrative emmey, technology

oriented training for technical staff and computeaining for all
employees be introduced for increasing the perfoomaof the

organization.
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Recruitment of efficient and qualified candidatéwwd be done by
avoiding political influence to optimum extent inth the universities to
decrease the workload and stress among employe@sevdr it is

strongly felt that there is an urgent need to gftieen the recruitment
system

The senior officers be given personnel managermainting for better

supervision of the employees.

Distribution of work, reward and promotion policyust be fair and just.

In addition to the formal reward system, non-moneteewards and
appreciation letter for better performance sho@dntroduced.

There is a strong need of delegation of authorty @sponsibility at the
middle level. The brain of higher level authorityosild be utilized for

academic development and high-level decision-makidglegation of

authority can provide increased job satisfactiothtoemployees.

The system of recognition of work should be devetbpn both the
universities. The work of the employees should éeognized at each
level and proper rewards system be introduced ¢eease the level of
job satisfaction and for optimum performance of dhganization.

The concept of job rotation should be improved pdiroum extent to

develop administrative skill and increasing the f@®nance of the
organization.

Participation of the employees in the matter retato their office work

should be improved and one nominee of non-teackiaff should be
included in high decision-making bodies.

As the human behaviour is highly unpredictable anmtbtion play an
important role in affecting attitude, behaviour gperformance of the
same person from one point of time to another. &foee aspect of
positive attitude and coordination should be devetbto increase the

work culture and performance of the organization.

20



% Job satisfaction and dissatisfaction of the unitiessemployees should
be evaluated periodically for evolving dynamic gmdgmatic policy for

organizational growth and development.

On the basis of study it is concluded that jobséattion is of great significance for the
functioning of any organization. The significandetle findings in the study firstly lies
in the fact that non-teaching employees’ persondl jab variables in both universities
have been found to interact with their job satisfaclevel. The job variables such as
work itself, recognition, rewards and promotiorstitutional policy and administration,
achievement, and adequacy of salary and wagesgaigcant in P.U. In case of K.U. the
job variables i.e. personal relations with peemgedom of expression, working
conditions and environment, recognition, rewardsd apromotion, accepting
responsibility, supervision and adequacy of satarg wages play a much more decisive
role in affecting the job satisfaction level of doyees. If the management of both the
institutions want to raise the job satisfactiondleof non-teaching staff, it is suggested
that they should consider these critical varialaled amend their policies in such a way
so as improve the level of job satisfaction andiceddissatisfaction. The job satisfaction
not only benefits the employee but his family, ngeraent and nation as whole. The
employee is benefited in term of liking for the jafhereas family is benefited in term of
cordiality and peace, the management is benefitéelrm of institutional peace and better
achievement and nation is benefited in term of dased productivity/overall
achievement. Therefore greater job satisfactiohikedy to lead eventually to a more
effective performance of the individual, organipatiand nation. The satisfied employee
takes interest in his work, does it with sinceritfgvotion, punctuality and cooperates
with management and dissatisfied employee shirkslhties, complains, absent himself
often, indiscipline and non cooperative to the ngemaent. The job dissatisfaction
ultimately leads to the wastage of human poteatia the loss to natural resource of the

nation which should be avoided.

Further conducting various training activities telg to the work of the employees,
computer based programmes and adopting optimum w@migation university can

achieve its objectives and goals easily.
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Suggested areasfor Further Research

The research work, which was attempted to be egdquioperly, tends to provide further

clue for exploration. The investigator after acctisipng his own piece of research work

feels that some other areas relating to univefaitgtioning should get attention from the

research point of view to facilitate effective ftiooing of the universities. Therefore

following suggestions may be taken into accountcfamducting further research in this

area.

« As stated earlier the present research work isimedfonly to non-teaching

segment of P.U. and K.U. The present study diccoweér the teaching segment of

both universities. Therefore it is suggested thaher study may be conducted in

respect of teaching staff to establish the bettsults. Further study of non-

teaching staff may be replicated in other univesitof different region/rural

areas to reach out at definite conclusion abousaitsfaction of employees.

< It can be suggested further that a single studyhaspresent one, however

controlled, may not provide sufficient evidence fis utility in general

application of the theory. Therefore further studgy be designed to investigate

the effect of some other variables on job satigfacand dissatisfaction among

employees of universities. Some of the suggestetiest are:

A study of job satisfaction with job performancelgab involvement.

A study of job satisfaction with turnover and alisersm.

A study of relationship between motivation, produity and job
satisfaction/dissatisfaction.

A study of relationship between need satisfactiwoh jab satisfaction.

A study of the effect of leadership behaviour onb jo
satisfaction/dissatisfaction.

A study of the effect of factors such as compugian, privatization/
outsourcing, R.T.l. (i.e. Right to Information Actyorkload, media and

new pay scales on job satisfaction.
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