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Abstract

The study handover the details related with
job satisfaction of women employees of eastern
Uttar Pradesh. An attempt had been made to
measure the job satisfaction of women employees
of Eastern Uttar Pradesh working in public and
private sector hospitals along with their
compar ativeanalysis, therole of theethical climate
of the hospitals, itsrolein job satisfaction aswell
as women employee’s job satisfaction on the basis
of certain standard variables. Through the
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Introduction

Human Resourcesareoneof themost vita resourcesof acountry, asit exploitsthenatura environments
for theentire population. Theimportance and significance of various aspectsof devel opment scientificand
technological, economic and socia, to nameafew can be evaluated on acriterion of their utility and service
for thewefare of human being. All the aspectsof devel opment inthe ultimateanalysisare or should beaidsto
human devel opment.

The devel opment isnot just about factoriesdams and roads. Devel opment isbasi cally about people.
The ultimate goal is people’s material, cultural and spiritual fulfillment. For this human factor, the human context
isof supremevaue. However, because of obsess on with economic devel opment, theimportance of human
factor indevelopment isgreatly undermined.

Women Resources and their Importance

From thetimeimmemoria, women have been the unrecognized and unacknowl edged contributorsto
thewed th of aNation. They have been and continueto beindispensableto the cultivation of thefieldsand
many mattersof thiskind.

Women form a significant proportion of our country’s population, but they represent a source of untapped
potential, a cause and consequence of our country’s slow progress. In the traditional Indian society employment
of women has been looked down upon. With theincreasein urbani zation and modernization thisattitude has
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been changing. Thewomen haveto copewith doubleload of ahouse wifeand aworker. A women by virtue
of her role as ahome maker, it has been stated only gives secondary importance to the job. Besidesthe
organizationd and personnel variables, thefamily environment hasa so adirect bearing onther job performance
and consequent job satisfaction.

Job Satisfaction

People arethe heart of successof any organization. What they are made of and what motivatesthem
arequestionsmorecritica to the successof firmsthan mechanisticinnovationsor other initiatives. Thekey to
motivation isan ambience of transparency and openness. Where communicationisfrank and transparent,
peoplearefully empowered and freefrom thefear of reprisdsduetofailure.

Job satisfaction is a generalized feeling of fulfillment of an employee’s economic and psycho-social
needs and aspirationsin lifewhich he seeksto obtai n through the expression of hisabilitiesand aptitudesin
accordancewith hisinterest viathe medium of an organization. The opportunity he getsfor such anexercise
inhisplaceof work determineshisattitudetowardsthe organization and itsgoals. Theoveral performance of
an organi zation thus becomesthe function of thedegree of job satisfaction.

Locke (1976) defines job satisfaction as “Pleasurable or positive emotional state resulting from the
appraisal of one’s job or job experiences”.

According to Keith Davis (1986) “Job satisfaction is the favourableness or unfavourableness with
which employeesview, their work.

Therearefive major organization factorstoward which employeesform attitudes: pay, opportunities
for promotion, thenatureof thework itsdf, policiesand procedures of the organi zation, and working conditions.
Clearly, aperson may experiencedifferent level sof satisfaction toward each factor. For example, an employee
may believehe/sheisunderpaid (dissatisfied with pay) but ssmultaneoudy fedl very positive about the other
organizationfactors.

Thejob satisfaction of individua swithinawork group aso may beinfluenced by both their co-workers
and their supervisor or manager. The supervisor could be regarded asan organizational factor, but because
the position isdescribed and defined by the organi zation, it isoften hisor her individua characteristics (warmth,
understanding, integrity) that most strongly influence empl oyeeattitudes.

Review of Literature

The contemporary studies on the given topic hel p the researcher to work out his strategy as how to
precede asfar hiswork isconcerned. Thereview of literature also provides aninsight into thetoolsand
techniques being used intherel ated areas of work.

The present study aimsat study of job satisfaction of women employeesof Hospitasin Eastern Uttar
Pradesh, andfor this purpose, alarge number of articlespublished in nationd andinternational journadswere
studied. Theavailableliterature hasbeenreviewed

Lewisand Borders(1995) have donestudies on the Lifesatisfaction of middleaged women and their
study examined 10 factorsand their relation to life satisfaction of middle aged professional women. The
proposed regression model, which included support, hedth, financia resources, leisuretimeactivities, sexua
satisfaction, and regretsregarding life circumstances, was expl ored through aquestionnaire. A total of 526
guestionnai resweredistributed to women members. Responseswerereceived from 152 women.

Thesignificanceof regrets, internal locusof control, and leisureactivitiesto life satisfaction suggested
therearesome uniquefactorsto be considered for thisparti cular population. Taken further thefive significant
predictors may imply theimportance of abalanced life of work and leisure for these women on the basi s of
their overal responses, these sati sfied women have careers, friendsand leisure activities.
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Prakaram and Suriabala (2003) have published their article “Job satisfaction of women employee in
cooperatives. Thestudy isconfirmed to two districts (Trichy and Dindigul) of Tamil Nadu State. Intotal 268
women employeesincluding 112 from credit cooperatives, 29 from consumer cooperative, 34 from hand
loom cooperatives and 37 from dairy cooperativeswere considered. Inwomen employees, satisfaction with
job factors relating to personnel’s policies and practices of cooperatives, high positive attitude is found in the
caseof provision of provident fund and provision of gratuity, followed by their satifaction with performance
appraisd, provison of specid benefitsand job security. The mean scores represented next positiveattitude as
regardstraining policy and welfarefecilities.

Karshand Boosked ., (2005) have done studies on organi sational determinantsand job satisfaction.
The purposeof thisstudy wasto examinewhether job characteristics, thework environment, participationin
quaity improvement activitiesand facility qudity improvement environment predi cated empl oyee commitment
and satisfaction predi cted turnover intention. A total of 6584 nursing home employeefrom 76 nursing homes
inamid-western state participated. A sl f-administered questionnairewas used to col lect thedata. Theresults
supported the hypothesesthat job and organi sational factors predicted commitment and satisfaction while
commitment and sati sfaction predi cted turnover intentions.

Objective of Sudy

»  Togaugethedegreeof job satisfaction among women working in hospitalsinthepublic and private
sectors.

» Toevauatetheeffect of employeework satisfaction on both personal and organisationa performance.

Analysis & Interpretation

Andysisandinterpretationisthemost vita part of any research. For thisresearch, presentation of the
datais done with the help of tables, pie charts, bar diagrams etc. Processing was done with coding,
classification, assmilation, tabulation and editing of datacollected in suchamanner that it iscons stent with
inferences.

Age of the Respondents
AGE OF THE RESPONDENTS

—#—5Seriesl =—l—5Series

Lge » —— A |

AGE (in years) BELOW 35 35-50 ABOVE 50 TOTAL

STATUS 1.EARLY AGE 2MIDDLE AGE 3.0LD AGE

Theabove Grgphmakesit very dear that age group below 35 yearshas maximum number of respondents
(386 respondents, a73% of thetotal respondents). The age group above 50 hasleast number of respondents
(29 respondents, a5% of thetotal respondents). The age group 35-50 yearsformed the middle group (116
respondents, a22% of thetota respondents).
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Therespondentswere classified on thebas s of their educationd qualificationsasin thescatter diagram
shows that maximum number of respondents 216 (41%) are having qualification 10+2. Thegraduateand
post graduate percentage are 203 (38%) and 69 (13%) respectively. Below 10" qualification group isthe
lowest qualification group which are 16 (3%). The second lowest qudiification group is 10" passed group
which are 27 (5%).

Type of the Hospital

This section of thedemographic profile, therespondentsis classified into Government sector hospital
and private sector hospitalsasshownin below:

Type of Hospital
W Seriesl M Series2

- 363 531
G2 32% 6B% 100%
. [ W B

TYPE OF HOSPITAL PUBLIC PRIVATE TOTAL

2

Hencefromthetable 3it isclear that the though the number of respondentsworking in Private sector
hospita s363 (68%0) are morethan those of the respondentsworking in Government sector hospita 168 (32%)

Type& Number of Respondent with Designation in Govt. & Private Sector Hospitals
The section of thisdemographic profile deal swith therespondentsworking in Government and Private
sector hospital seach. Theresults of therespondentswith designationisshownin Table-
Table1: Type& Number of Respondent with Designationin Govt. & Private Sector Hospitals

DESIGNATION
GOV 17 3%
DOCTOR PRIVATE 39 7% | 56| 11%
GOV 96 18%
NURSE PRIVATE 242 | 46% | 338 | 64%
GOV 9 2%
COUNSELOR | PRIVATE 38 Y% | 47 9%
GOV 26 5%
WARD AAYA | PRIVATE 48 9% | 74| 14%
GOV 5 1%
SWEEPER PRIVATE 11 2% 16 3%
TOTAL 531 | 100% | 531 | 100%

(Source: Primary Data)

Thetable 1 showsthat Private Nursesformed thelargest groupi.e. 46% whereas Government nurses
formed the second largest group 18% each. The smallest groupis of Government sweepersi.e. 1%. The
other are Government doctors 3%, private doctors 7%, Government counselor 2% , private counselor 7%
, private sweeper 2% , ward aaya Government 5% and privateis 9%.

L ocation of the Hospital

Location of the Hospital suggeststhat maximum number of respondents 418 (79%) arefrom town
where asnumber of respondentsat village level are 113 (21%) out of 531 respondentsrespectively.

Hence the respondents from towns and villages have been taken for this study. M ost of the private
sector hospital sare based in townsand Government hospitalsat town level hasa so better infrastructure.

Validation of Age and Work Experience of Women Employees on Job Satisfaction. The age of the
respondentsisclassfiedinto early age, middleage and old age. Thisquestion wasincluded in questionnaire
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to examinetheimpact of age groupson job satisfaction level. Similarly the experience of the employeeshas
also been classified into three categoriesviz. beginners, sustainersand finishers.

Following hypotheseswereframed to examinethedifferencein means:
H,2 Thereisnodifferenceamong agegroupsandtheir job satisfactionlevel.
H, 3 Thereisdifferencewithinlength of work experienceof job and their job satisfactionlevel.

These hypotheseswere examined using t- test of significanceat 5% level..
Influence of Ageand Work Experienceon Job Satisfaction
Hypotheses | t-test | Sgnificance | Reaults
H, 2 5421 0.000 | Reected

Thevduesof tableshow that the cal culated val ueislessthan the table va uein case of null hypotheses
dueto which the hypotheses has been rejected. Thereforetheinference can be drawn that age hasinfluence
on job satisfaction level. Therelative magnitude meansfor three categoriesindicate that the empl oyees of
middle agegroup had rel atively greater degree of job satisfaction followed by old age group employee. The
level of afulfillment of high expectationsof early age group employees may bethereason of the significant
differenceinthis. Usually it isseenthat youth age group has high excitement and capability of performing
variety of activitiesbut non-avail ability of opportunitiesto meet there expectationsmay cause dissatisfaction.
With the advancement in age people get tuned with the organi sational work culture.

Onthecontrary job satisfaction level acrossthe three categories of work experienceviz beginners,
sustainersand finishersdo not tatistically differ significantly asthe hypothesi shas been accepted.

Thismay beduetothefact that with increasein number of yearsof experienceinjob. Increaseinsdary,
respons bilitiesa so takes placewhichinaway changestheeval uation criterion of job satisfaction. Therefore
it seemsthat the respondents of thethree categorieshave used their own criterion for evauatingtheir level of
job satisfaction on thevariablesin the questionnairewhi ch resulted in no significant differenceacrossthethree
categories of work experience..

Validation of Type of Hospital on Ethical Climate
Asit hasbeen discussed in operationa definitionsthat thetype of hospital isclassfiedinto publicand
private sector respectively. The scoresobtained for ethicd climateinstrument have been used totest following
hypotheses:
H, 4: Thereisnosignificant difference between publicand private sector hospitalswith regardsto aggregate
ethicd dimate.
H, 4. Thereissignificant difference between public and private sector hospitalswith regardsto aggregate
ethicd dimate.

These hypothesesweretested using statistical techniquesto seethat, whether the public and private
sector hospital’s ethical climate scores (aggregate and factor wise) differ significantly. The test of difference
between meanswas used for testing the hypotheses at 5% significancelevel with thehelp of t-test following
table.

Influence of Typeof Hospital on Ethical Climate
Hypotheses | tvdue| Sgnificance | Reaults
H,4 3402 0.000 |Reected
H, 4 2153 0502 |Accepted

Asit can be observed from thetabl e that the significancevalues of hypothesesH, 4 islesser than 0.05.
Thusthereisasignificant level of differenceamong public and private sector with regardsto aggregate ethica
climate, ethica - Governance and Ethical Gesture. In such cases hypotheseshaveto bergected. Thismay be
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duetothefact that ethical climateof public sector hospitalsis better than that of the private sector hospitals.

Thetestimony tothisfact isthat the public and private sector hospital shaveindependenceand moreor

lessfree handin setting of theethical code of conduct. Hence public sector hospitals put higher priority to
ethicd issuesas compared to private sector hospitals.

Thealternate hypothesisH, 4 isaccepted asitssignificance vaueisgreater than 0.05whichisan

indication that with regardsto ethical guidance significant differencesdo not exist between public and private
sector hospitals. One of the reasonsfor this aspect may bethat the employees are moreinclined towards
morality or humanitarian aspects. Theresult a so indicatesthat theindividua shavebeen God fearingin both
type of hospitalsand try to incorporate moral or ethical values.

Findings

>

Both publicand private sector hospitalsaregiving promising opportunitiesresultingin job satisfaction.
These organisationsaregoverned by same set of regulations; hencedl thesefactorshave sameinfluence
on thejob satisfaction of women employees of both thetype of hospitals.

Job satisfaction fromwork place contentment, organisational culturewere highin public sector in
comparison to private sector hospitalswhereasissues like recognition panorama, administrative
responsi bility and professiona aptitudewere dominant inthe private sector hospitals.
Theemployeesof low status hospita s have comfortabl eworking environment and lesswork pressure,
therefore, in most of the casesthey have persond interactionswith most of the patientswhichresultsin
good ethical practicesasthefemale employeesfind an emotiona attachment with the patients. The
peopleworkingin higher statushospital shavehighwork load and they haveto ded with morecomplicated
casesaswell aspolitica pressures. Thusthey arenot ableto put attentionto ethical issues.

Three categories of employee’s age group indicate that the employees of middle age group had relatively
greater degreeof job satisfaction followed by old age group employee. Thelevd of afulfillment of high
expectations of early age group employees may bethe reason of the significant differenceinthis.
Usually it isseen that youth age group has high excitement and capability of performing variety of
activitiesbut non-availability of opportunitiesto meet there expectationsmay cause dissati sfaction.
Job satisfaction level acrossthethree categories of work experience viz beginners, sustainers and
finishersdo not gatigtically differ significantly asthe hypothesi shasbeen accepted. Thismay bedueto
thefact that with increasein number of yearsof experienceinjob. Increasein saary, responsibilities
alsotakes placewhichinaway changesthe eva uation criterion of job satisfaction. Thereforeit seems
that the respondents of the three categories have used their own criterion for evauating their level of
job satisfaction onthe variablesin the questionnairewhich resulted in no significant difference across
thethree categoriesof work experience.

The ethical climate of an organisation does affect employee’s feelings and perceptions of that particular
organisation. If theethical climate of an organisation isconducivethen the employee hasapositive
frame of mind and thisisalsoreflected in hisjob satisfactionand viceversa,

Thelevel of job satisfaction does depend on to a certain extent that how well sheis supported or
cooperated at her home by the family members. Shewill enjoy at her work place moreif thereis
positive cooperation from her family membersand vice-versa.

In private sector hospitalsempl oyees are having i nsufficient authority to take decisionsand perform
dutiesdueto heavy work pressure. Thereislesscoordination and cooperation among women empl oyees
which |leadstheretojob dissatisfaction.

Young women employeesintheearly part of their career havehigh energy, excitement and expectations
fromtheir job. They havevery high capabilitiesat thisparticular agegroup. Theyoung peopleneed an
outlet for thefulfillment of their desires, needsand expectations.
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» It hasbeenfound that most of the hospitalsin Govt. sector arestill following thetraditiona practices
and thishaslead to the enforcement of heavy work pressure on the subordinate staff.
Conclusion

After analyzing the datait found that most of the women employeeswere satisfied with their job.

Women employeesare satisfied with thework culture, working environment, gppraisd, training etc. Monetary
motivationismoreeffectivethan non-monetary. Through the study it found that thishealth careindustry mainly
depends upon the human care and sengtivity. Management of hospita sprivate aspublic must indulgewiththe
employeesonthe humanity.

Suggestions

>

The private sector hospitalsbeing more profit or image oriented, concernsand concentratesmoreon
organisational objectives. Thusthey do put ethical issues at stake and more often damagetheir basic
concept. The Role of the top management becomes quiteimportant for the maintenance of ethical
iSSues.

> Itistheneed of thehour that public sector hospitals devel op professional orientation with regardto
theseissuesasearly aspossible. Intheage of compuiterization, and informati on technology thetraditional
paper work and administrative burdens must bereplaced.

»  Privatesector hospitdsdo not haveuniform policy for dl itsemployeeswith regard to working conditions,
work-hours, career opportunitiesetc. it istherefore suggested that auniform policy with regardsto al
theseissuesmust be devel oped and di scl osed to the empl oyees of the private sector hospitals.

»  Thepresent study has shown that hospital sface the problem of man power shortage. Theworking
women employees are pressurized to handlethetask aswell asresponsibilities of other employees.
Thishasresultedinnot only their job dissatisfaction but a so damageto ethica climateof the hospitals.
Thisproblem of work pressureismore acutein private sector hospitalsaswell asin higher status
hospitd sof Government Sector. Thereforeit isadvised that these hospital s should have arrangements
and sufficient recruitment of health care professionasand empl oyees.
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