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ABSTRACT

The main objective of the project is to study and examine human resource management and practices with emphasis in employee job satisfaction and turn over intensions in banking sector of Pakistan. The study is based upon the key variables like rewards and benefits and personal professional growth. In order to get result we visited different banks in Rawalpindi and Lahore region. The primary data collection technique is used to gather the information. The employees were asked several questions through questionnaires for the purpose of data analysis for the study. A sample size of 100 was taken to conduct the research. And it was revealed that factors as promotion and career development opportunities, financial and non-financial incentives contribute to employee job satisfaction and turnover intensions.
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CHAPTER 1

Concept of JOB SATISFACTION AND EMPLOYEE TURNOVER

Employees TURNOVER is considered as one of the most important challenges for the organizations. This problem is being faced by the Organizations all over the world. In the process of retention some factors cause further problems which include unstable economic conditions, and competitive recruitment practices and a diminishing pool of skilled candidates. However; in Pakistan this problem has only recently become apparent across various industries.

Investment in higher education has been encouraged by the Higher Education Commission of Pakistan regarding service sector and is setting new standards to renew and increase capability at various institutions. These changes have influenced how employees perform their jobs and their perceptions about organizational dedication and job satisfaction. Now the employees can change their jobs and have the choice to choose or refuse organizations on the basis of factors they consider important according to their job.

Background Research on Turnover and its antecedents

According to Studies there is a difference between actual turnover and turnover intent, with more focus on turnover intent. If we consider actual turnover then we conclude that, it is harder to forecast because it involves the study of those employees who have left their organizations. So, that is hard to map out such employees and to retrieve data from them.
Large number of researches has been done on antecedents of turnover and job satisfaction. But only few of them throw light on finding out the course which leads from job satisfaction to turnover intentions. If further discussed it leads to actual employee turnover.
Some of the models describe this relationship, that because of job dissatisfaction the employees think about leaving the organization which turn into finding another job, then evaluating these thoughts and intentions finally turns into leaving the organization. Some models also indicate that there are some individual and organizational factors that affect a person’s job satisfaction and loyalty, and they motivate the intentions to quit, and initiate the process of looking for another job and then finally quitting the organization.
Commonly studied antecedents to turnover identified in literature are job satisfaction, intention to leave, organizational commitment, job search behavior, and economic factors. Job satisfaction is an attitudinal variable that describes the extent to which a person likes his or her job. This concept can be measured using single global rating, which is the general feel of the overall job a person is performing, and summation score, which comprises the different dimensions or facets of the job (Robbins, 1999). These facets include pay, benefits and rewards, promotion opportunities, recognition, relationship with others, the nature of work itself, communication, organization and organizational practices and policies (Spector 1985; Michaels et al, 2001; Benchley, 2001; Brannick, 2001; Herman, 1999; McNally, 2001). Both these approaches have been used to calculate job satisfaction. In this study, the summation score will be used to measure the level of job satisfaction. Carsten and Spector (1987) have concluded job satisfaction as a pre cursor of turnover and have suggested that turnover and job Satisfaction may be influenced by individual demographic factors such as age, tenure, gender, personality etc, work related factors like autonomy, responsibility, relationship with coworkers etc, and economic factors, such as alternative job opportunities. 

Most concentration of the conventional models about job satisfaction and turnover intentions is on financial or economic factors which are associated to job such as current salary of the employees and accepting worth of non financial factors too. Researchers have proven that attitudinal factors like job satisfaction are responsible for only four to five percent of variance in turnover (Hom & Griffeth, 1995). This lead to the conclusion that there are factors, other than attitudinal factors, that will help in understanding retention and turnover of employees. A large number of studies have suggested an inverse relationship between job satisfaction and intentions to quit; however, there are gaps in the available literature. Moreover, there are a number of gaps between the relationship of voluntary employee turnover and employee turnover intentions

Problem Statement
“TO STUDY THE RELATIONSHIP OF JOB SATISFACTION AND TURNOVER INTENSIONS OF EMPLOYEES IN ATLAS BANK”

Job satisfaction has been further broken down into factors such as rewards and benefits, and personal and professional

Growth. This study will explore the relationship between two antecedents of turnover, namely job satisfaction and turnover intentions.

The organizations now days are suffering from the problem of recession and organizations are not offering any reward and benefits to employees. Employees are also facing the problem of personal and professional growth which leads to turnover intentions.

Project objectives

The project aims to generate new knowledge about job satisfaction Turnover intentions, and also what kind of individual and work related factors that may be of importance in the development of such problems. The objectives of the research will be:

a) To explore, study, analyze and gather information about the job satisfaction.

b) This study aims to look at factors such as age, education level and sex and how they affect job satisfaction.

c) Through this study we aim to study job satisfaction and its effect on turnover intensions.

d) To identify factors responsible for job satisfaction and job dissatisfaction not only for employees but employers, too; it increases productivity and decreases staff turnover.

IMPORTANCE AND WORTH:

Lack of satisfaction in employees results in de-motivation of employees. So by doing this project we are going to know that what went wrong and why?

Our report would be beneficial for the banking industry specifically and human resource experts in general. 

· In motivation of the employees

· In improving their satisfaction level

· And it would be helpful in minimizing the problem of employee turnover.  

CHAPTER 2

BANKING SECTOR OF PAKISTAN

LITERATURE REVIEW

This chapter describes turnover in detail and the problems which are being faced by management regarding retention. Firstly, the issues which are relevant to turnover are described, both in academia and in general. Secondly, the work done on two antecedents of turnover, turnover intentions and job satisfaction is discussed in this chapter. Then, individual, economic and work related factors that have an influence on turnover and satisfaction in the academia are discussed briefly. In the end, researches which were done on employees and turnover intentions are discussed.

                     Turnover
 Retention has become the utmost challenge for organizations .When employees leave their jobs willingly then retention becomes a potential problem. This procedure of entering and then leaving the organization is considered as “turnover”. Turnover is generally measured by indicating number of employees joined, leaves and etc. It is further categorized as voluntary or involuntary turnover. In case of voluntary turnover, employees intend to separate themselves from the organization while the organization prefers to keep them (Noe et al, 2001), whereas in involuntary turnover, the employer is responsible for the separation of employee from the organization. Turnover could result from other origins as well such as retirement, disability etc. 
One way for organizations to create loyalty among its employees or develop organizational commitment, is to invest in their training and development but according to a research done by Ahlriches (2000), 12% of employees will part with their organization in twelve months in spite of receiving training and development, and without training and development 35% employees will leave their organization in twelve months. He also suggested that individuals will change their jobs nine times on the average, before they reach the age of thirty two. The affects of employee separation go far beyond the loss of an employee. Both the loss and replacement of employees can result in huge direct and indirect costs for any organization (Saratoga Institute, 1997).

The dearth of skilled workers is another problem that makes retention difficult. According to Michaels et al (2001), 60% of all the jobs in future will require skills possessed by only 20% of the workforce available today. Since this skilled workforce will be in high demand, organizations will have to devise competitive recruitment and retention policies to meet their needs. 

Relationship between employee turnover and there performance is conflicting. But generally the performance of the organization depends upon its turnover rate. If the turnover rate is high then its performance would definitely be affected. In an organization as a result of turnover, disturbance takes place which affects the performance of the organization in negative way.
In an organization when turnover increases it effects   also affects the culture and structure of the organization. And whole of the structure becomes disorganized and deficient. As a result of increased turnover the organization lacks experience employees and for the new comers this not an easy task to adjust in the atmosphere. It becomes difficult to teach the norms, procedures and values of the organization to the new comers without the guidance of experienced employees. 
                Theories of Turnover

The theories of turnover and retention are highly complex and discuss a number of psychological factors related to developmental, emotional and motivational needs of the employees. The theories presented are a mix of organizational and behavioral aspects of a person’s job.

Sometimes dissatisfaction of job leads an employee towards job search which further leads to intentions of leaving or staying in the organization. So, in the end, the person decides to stay with the present organization or leave the organization. Bluedorn, however, proposed that job search is not related to either job or organizational satisfaction but instead proposed that it is related to a person’s perception of past and present opportunities within the environment. 

A number of other studies were carried out by researchers (Lee & Mitchell, 1994), who have further verified the model proposed by Mobley. They have looked deeper into the antecedents of turnover in order to gain a better understanding and have reached a conclusion that it remains unclear if dissatisfaction, intentions to search, availability of alternatives and evaluation of those alternatives completely describes the turnover process. Some other studies have given details on antecedents of turnover that will be discussed in later sections.

             Antecedents to Turnover

There has been a lot of research done on the antecedents of turnover, from studies of satisfaction to turnover intentions, but there are still gaps between the available literatures. There have been many studies conducted by various disciplines like Economics, Sociology, Psychology, and Business and Management. Different researchers tried to explain turnover using a variety of antecedents but in general, the most popular antecedents (job satisfaction, organizational commitment, intentions to leave and job search behavior) have been used. The two antecedents that will be used for this study are job satisfaction and turnover intentions, so further explanation of the two is discussed.

          Job Satisfaction and Turnover

Job satisfaction has been the most favorite and most frequently studied variable in relation to turnover. Spector (1997) described job satisfaction as “the degree to which people like their jobs…it is how people feel about their jobs and the different aspects of their jobs”. The importance of job satisfaction was realized by Taylor (1912) for the first time. Taylor said, “A worker who accepted the scientific management philosophy and who received the highest possible earnings with the least amount of fatigue would be satisfied and productive” (Locke, 1976). More studies followed in the 1920s and 30s. Most popular were the Hawthorne studies conducted by Mayo and his colleagues. The initial studies were from the “Physical-economic school” that focused on things like incentives, rest breaks, and productivity while later on, the focus shifted to issues like job satisfaction, employee perception of the management, attitudes and economic factors (Locke, 1976). The role of supervisors in forming employee perceptions, the social aspect of work and some other factors associated with turnover were touched upon later by the “Social or Human Relations school”  (Locke, 1976). The more contemporary work done now is on satisfaction through skill development and challenging work by the “Contemporary work itself or the Growth school” (Locke, 1976). The studies conducted on job satisfaction today have been influenced by the factors discussed by all three of the previous schools.

According to Spector (1997), most cases of turnover stem from job dissatisfaction however, researches done later on proved that there was a moderate, negative relationship between job satisfaction and turnover (Mobley et al., Muchinsky et al., 1979). There exists variation among studies on job satisfaction and turnover but the correlation has seldom exceeded 0.4 (Locke, 1976, Mobley et al., 1979). Other researches have said that satisfaction amounts for only 16% of turnover (Mobley, et al., 1979). 

These limitations led researchers to explore other work related, individual and economic factors that can provide an explanation for this moderate relationship. For example, working opportunity available elsewhere is sometimes treated as an intervening variable (Price, 1977), yet this factor can be reasonably considered as an element or component of job satisfaction itself. Price (1977) offered a reasoning for the limited explanatory nature of availability of other job opportunities unless there was something extra or better being offered in the same job else where for example, greater pay or autonomy etc, that my affect the level of one’s job satisfaction. After these studies regarding job satisfaction and turnover
Some researchers also tried to explain their point of views regarding job satisfaction and turnover that there are number of transitional steps between the two, like intention to quit the organization was more strongly related to turnover and is termed to be an agent in the process of job dissatisfaction and turnover. Further theorists concluded that employee turnover is a result of job dissatisfaction .On the other hand; they still believe that job satisfaction is predictive of turnover and to understand turnover job satisfaction remain to be one of the most important variables. 
          Intentions to Leave and Turnover

Researches done by Mobley et al., (1979) and Bluedorn (1982b) along with several others have concluded that intention to leave an organization is the best predictor of turnover. As a result, many studies have treated intention to leave as the immediate precursor of turnover.

Employee who wants to give up his job actually tries to disconnect himself psychologically from that organization. This attitude of the employee towards his job plays a fundamental role in allocating his intentions to leave, and these intentions actually indicate if an employee will actually leave the organization. So, at times some steps should be taken by the employer regarding there employees intentions and job satisfaction.
Some models suggest that leaving intentions may not directly lead towards turnover (Hom & Griffeth, 1991), but research on intervening variables has been rarely conducted. However, there is a general consensus that conceptually and empirically, the most immediate precursor of turnover is turnover intention or the intention to resign/quit/leave (Mobley et al., 1978)
         Work-related Factors and Turnover
Several work related factors have been outlined in the literature of satisfaction and turnover intentions. Muchinsky & Morrow (1982) defined work related factors as “…variables which describe the interface between individual workers and organizations.” Variables such as job satisfaction, intention to leave, job search behaviors, organizational commitment, recognition, feedback, autonomy, job responsibility, supervisory characteristics, performance and pay are generally included in this domain. Various studies have shown that all these factors are related to turnover in a complex manner however further research is much needed. Having good relations with supervisor and co workers, a good physical and supportive environment, clear roles and job responsibilities, and a fair compensation system can improve the working conditions for employees and raise their satisfaction level. 

In this study, we will consider job satisfaction related to work because the work related factors are, to some extent, under the control of the employer.

          Individual Factors and Turnover
Individual factors, which include a number of demographic variables like age, gender and tenure, have been studied extensively. Each of these variables has been proven to predict turnover (Mobley et al., 1978; Mobley, 1982). Age and gender have been described as mutually correlated and help in predicting the future turnover by looking at past turnover patterns (Muchinsky & Tuttle, 1979). The more a person’s age and years spent with an organization, the lesser the turnover. Gender differences can also affect the level of satisfaction and turnover however the findings of many studies indicate inconsistencies regarding what type of turnover pattern men and women follow (Miller & Wheeler, 1992; Angle & Perry, 1981).

          Economic Factors and Turnover

Many studies have found that the relationship between economic factors and turnover is very high and has the strongest impact on turnover (Muchinsky &Morrow, 1980; Price, 1977).  In general, higher employment opportunities in the market can contribute to turnover. During periods in which there is a high rate of unemployment, the relationship between satisfaction and turnover becomes weak. Recent studies suggest that there may be other factors moderating this relationship, such as alternate forms of income, circumstances in which the employee terminated his employment, and available employment opportunities (Lawrence, 2003).
CHAPTER 3
History Banking Overview
Starting banking business is not that easy but this is obvious that in beginning money as means of exchange at the beginning of organized agriculture, industry and trade gave birth to the banking transaction first and then converted the scattered money transaction into an organized shape.  The development of civilization, its stability and the environment in which the confidence grows, and embellishment of trade, are the necessary conditions for the growth of the system.  
The Greeks, in the early stages, had almost the similar banking activities to that of Babylonians.  At that time the sacred temples were the most popular place of banking operations but did not monopolize it totally.  The financial activities like accepting deposits giving loans, checking and exchanging money and making remittances between different cities, to minimize the risk of carrying money were being carried out during 4th Century B.C.

The Romans, when appeared on the horizon of a new civilization, served their apprenticeship in the art of banking under the Greeks and altogether changed the banking procedure in most of the ancient world along with the expansion of their influence.  After the fall of Roman Empire till the dawn of Islam the world passed through the darkest period and faced the most corrupt and unsettled conditions known in the history of Banking.  With the dawn of Islam, the darkness was removed from the face of life and the environment of security and stability re-established in the areas which came under the influence of Islam.  Islam came as a religion for the guidance of the misled humanity and to rectify the deviation of belief, to establish justice and to guide life to righteousness and goodness.  For a better understanding of the above principles the ban on usury (RIBA) was necessary for the way of life.   Islam introduced in the society which was aimed to honor and provide protection from being ether the oppressor or the oppressed. 
MODERN BANKING
"If the American people knew tonight, exactly how the monetary and banking system worked, there would be a revolution before tomorrow morning."
Abraham lincoln
The development of modern banking operations began when the trade in the cities of North Italy flourished due to the advantage of their locations, as they were situated near the passes of Alps and were being used as trade routes.  Thus the birth of the modern banking took place in the same area which had witnessed the burial of the ancient relations of cultures of this field.  Probably this might be the reason the name of first bank was given as “BANCO” which means the wooden desks.  The money changers of Lombardia used to sit behind their wooden desks and, therefore, the place became known as Banco.  At a later stage, this word became closely connected with banking title in the current age.  Lombardia, Geneva and Milano became famous but Florence and Venice excelled.  The various conditions and factors which were responsible for the slow beginning in the development of banking in the early period had a significant effect on giving banking operations a form which was pragmatic.  It was because of the various laws which remained inconsistent, reflecting the difference and disparity of the point of view of various legislations on these subjects.

BANKING ORGANIZATION IN PAKISTAN

Banks play an important role in the economy of the country and Pakistan is no exception. The banking sector plays a major role in an up to date world of money and economy. It has an influence and facilitates many diverse but incorporated economic activities like resources mobilization, poverty elimination, production and distribution of public finance. In Pakistan we have a developed banking system, which consists of foundations ranging from a central bank to commercial banks and to specialized agencies to carter for special necessities of definite sectors. The country started without any valuable network in 1970 but witnessed extraordinary growth in the first two decades. By 1970 it had acquired a flourishing banking sector. 
State bank of Pakistan acts as a nucleus in the financial system of the country. Today central bank is the curve of the monetary and fiscal framework in many countries of the world and its activities are essential for the proper functioning of the economy of the country. 
ATLAS BANK

The foundation of the Atlas Group was laid in 1962 with the establishment of Shirazi Investments (Pvt) Limited with a capital of half a million rupees and three men doing business in trading shares and real estate. Shirazi Investments is now one of the leading investment companies in Pakistan, and is engaged in trading shares, fund management, underwriting, real estate and warehousing. The Company has played a key role in the promotion and acquisition of the Atlas Group of Companies. 

The growth of the Atlas Group is the result of its focus on good corporate governance. Today Atlas is a diversified group dealing in engineering, financial services and trading. It consists of seven public limited companies out of which six are quoted on the Stock Exchanges in Pakistan, and five private limited companies. Atlas shareholders equity now stands over 25 billion rupees; assets have increased to over 60 billion rupees; personnel strength is over 7000 and annual sales have crossed 60 billion rupees. The Group paid taxes of Rs. 15 billion over 2% of the total governmentrevenues.

All this progress is due to the Group's reliance on the intellectual capital, dedicated efforts and team spirit of all the stakeholders. Every member is striving for excellence and taking pride in the Group's motto: 
Human resource or personnel Administration is the process consisting of the inception, training, development, motivation and maintenance of human resource. This process is very important in any organization. Atlas bank take care of all the activities of inception, development, and motivation.

The human resource at atlas bank is considered to be good. Atlas bank has a traditional organizational structure. The top management positions involves in strategic decision making. There is a direct communication between top and bottom. Human resource department also held different seminars and training session for training and development. To make their employees satisfied they motivated them by fair performance evaluation.They make policies for their employees give those facilities according to their rank. On the other hand they don’t compromise on discipline and punctuality. Over all they maintained good standard and resource their employees in the best manner.

Vision mission and core values of Atlas bank 

Vision: Be the bank of choice

Mission: Consistently create superior value for all our stake holders

Core values: Integrity, Customer focus, Team play, Innovation, Meritocracy

                  CHAPTER 4
METHODOLOGY

This descriptive research was conducted on various banks. The employees of all levels were chosen to check the impact of job satisfaction on turnover intensions.

Research Type

The research type is quantitative and descriptive. Data was collected through close-ended questionnaire and the responses of questionnaire were analyzed through tables and graphs. 

Sampling Technique

Technique used for data gathering was convenient and purposive. The questionnaire was administered to various banks located in Rawalpindi, Lahore.

Population

The population of the research was employees in banks located in Rawalpindi/Lahore.
Sample Size

Sample size was the hundred and fifty employees of Atlas bank who have experience of working in various banks. The sample of all level of employees from all departments has been selected. 

 Hypothesis

 Null Hypothesis
H0: H10:  There is a significant relationship between job satisfaction and turnover intention

Alternative Hypothesis
H1: There is no significant relationship between job satisfaction and turnover intention.

Data Collection Procedure

Questionnaire instrument was used to gather primary data during working hours. Questionnaire was consisted of 15 questions. 5-point likert scale was used to quantify the questionnaire. Secondary data was collected through previous researches, journals.

 Data Analysis

While the responses received from the questionnaire has been analyzed through simple percentage method, to check the impact of performance appraisals on job satisfaction. Tables and graphs were used to represent the data.

THEORATICAL FRAMEWORK



    

     




Note: This framework describes job satisfaction, constituted of components along with their explanations, and their impact on turnover intention. 

Variables

 Variables which are related to job satisfaction are described above in the theoretical framework. Being an independent variable Job satisfaction has been broken down into different components. The relationship of turnover intention is going to be checked with job satisfaction as turnover intention is a dependent variable. Job satisfaction has been further broken down into factors such as rewards and benefits, and personal and professional growth. All these factors have been randomly chosen as components of satisfaction to check their relationship with turnover intent.

CHAPTER 5
Data Analysis
While the responses received from the questionnaire has been analyzed through simple percentage method, to check the impact of performance appraisals on job satisfaction. Tables and graphs were used to represent the data.

1- GENDER


[image: image16.png]



	MALE
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2- AGE
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3- NUMBER OF YEAR SPENT WORKING WITH CURRENT ORGANIZATION.
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4- TOTAL YEARS OF JOB EXPERIENCE.
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5- I FEEL I AM ADEQUATELY PAID FOR THE WORK I DO.
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EXPLANATION

According to our survey, 24% employees completely disagree that they are not paid adequately for the work they do and 12% moderately disagreed. 23% employees were unsure while 31% agreed and 10% completely agreed.

6- The rewards and benefits we are given are almost as good as those given at other organizations
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EXPLANATION

On behalf of our survey 22% of employees completely disagree that they rewards and benefits we are given are almost as good as those given at other organizations and 17% moderately disagree. 19% employees are unsure where as 33% employees agree and 9% were completely agreed.

7- The rewards and benefits given to us are fair for the work we do
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EXPLANATION

According to our survey, 26% employees completely disagree that the rewards and benefits given to them are fair for the work they do. While 15% moderately disagree. 12% employees are unsure where as 40% employees agree and 7% were completely agreed.

8- I do not feel that the work I do is appreciated
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EXPLANATION

According to our survey, 23% employees completely disagree that they do not feel their work is appreciated While 24% moderately disagree. 14% employees are unsure where as 29% employees agree and 10% were completely agreed. More percentage of employees agreed that their work is not appreciated that means they are not satisfied with their job.

9- I receive frequent appreciation and encouragement for my accomplishments.
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EXPLANATION

According to our survey, 18% employees completely disagree that they receive frequent appreciation and encouragement for my accomplishments. While 15% moderately disagree.23% employees are unsure where as 38% employees agree and 6% were completely agreed.

10- I am respected for my work.
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EXPLANATION

According to our survey, 26% employees completely disagree that they are respected for their work. While 19% moderately disagree.20% employees are unsure where as 32% employees agree and 3% were completely agreed
11 - There are too few rewards given for those who work hard.
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EXPLANATION

According to our survey, 21% employees completely disagree that there are too few rewards given for those who work hard. While 30% moderately disagree.23% employees are unsure where as 21% employees agree and 5% were completely agreed.

12- I stand a fair chance of promotion if I do well on the job.
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EXPLANATION

According to our survey, 21% employees completely disagree that they stand a fair chance of promotion if I do well on the job. While 17% moderately disagree.19% employees are unsure where as 28% employees agree and 15% were completely agreed.

13- I feel my work has increased my knowledge and provided me with opportunities for learning and development.
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EXPLANATION

According to our survey, 1% employees completely disagree that they feel their work increased their knowledge and provided them with opportunities for learning and development. While 2% moderately disagree.11% employees are unsure where as 65% employees agree and 21% were completely agreed.

14- I feel this organization allows me to grow both personally and professionally.
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EXPLANATION

According to our survey, 4% employees completely disagree that their organization allows them to grow both personally and professionally. While 7% moderately disagree.24% employees are unsure where as 49% employees agree and 16% were completely agreed.

15- I sometimes feel my job is meaningless.
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EXPLANATION

According to our survey, 34% employees completely disagree that their organization allows them to grow both personally and professionally. While 30% moderately disagree.27% employees are unsure where as 9% employees agree and no one completely agreed.

CHAPTER 6
DISCUSSION

This study was set out to investigate the influence of job satisfaction and turnover intensions. The data was collected from the various Banks in Rawalpindi and Lahore. The sample was consists of 100 employees taken from all levels of the employees. Questionnaire was used to collect out the responses of employees and 100 questionnaires were placed. When the researcher visited the bank for data collection, employees were not ready to fill up the questionnaire because they were feared of disclosing the confidential information but when the researcher assured them that the data, they provide, would be kept confidential and would be used only for academic purpose, then they felt at ease to fill up the questionnaires. According to researcher, the employees provided the information about their promotions and rewards and the career growth and development they have in the organization.

The findings indicated that there was a strong relationship between job satisfaction and turnover intensions. Most Responses of the employees showed that they were satisfied with the rewards and learning and development because they felt that they stand a fair chance of promotion if I do well on the job. Employees also felt satisfaction through PA because they could get feedback regarding their strengths and weaknesses. Employees were given adequate feedback for their poor as well as good performance. If employees don’t receive feedback from their supervisors, then they began to think that their performance has nothing to do with the accomplishment of organization goals. 

If employees receive performance appraisals on their good performance, they feel motivated. Working conditions have also strong relationship with job satisfaction. This is concluded while data analysis and time of filling questionnaires.

On the other hand, criticizing the employees only on their poor performance and not appreciating them for their good performance can de-motivate them. By informing them constructively about their weaknesses, supervisors provide them with the opportunity to overcome their weak points and used these points as their strengths. This feedback of their strengths and weaknesses motivates employees to improve their performance.

From the employee’s responses, it was found that they were they were respected and appreciated for the work they do and they were paid adequately for that according to the work they do. The proportions are almost equal when it comes to satisfied and dissatisfied. It was noted that those employees who are satisfied with the rewards also agrees that their organization paying them as good as others organizations are. Employees at bank believe that rewards and personal and professional growth play a key role in the satisfaction of employees. By giving the reward and appreciation, employees can be made more committed and satisfied with the job which has an ultimate impact on organizational performance. Hence after the analysis of primary and secondary data collected from banks a strong positive relationship between job satisfaction and turnover intensions were noted.

CONCLUSION, RECOMMENDATIONS AND LIMITATIONS

Summary and Conclusion

The present research provides the better understanding of the relationship of job satisfaction and turnover intensions competent human resource is considered as a key of success for the organization so their satisfaction is essential. Until and unless, they are satisfied they will not be committed and productive for the organization. To enhance the employee satisfaction with the rewards, personal and professional growth, management should give more attention towards the fair reward system and proper training and development of employees which provide then personal and professional growth , because when employees are satisfied it will ultimately improve their quality of work. The main objective of the study was to examine the relationship between job satisfaction and turnover intensions. Inappropriate feedback can lead to employee dissatisfaction that decline in their work performance. After the analysis of data, it is concluded that appropriate rewards, fair promotions and appraisal and opportunities for personal and professional growth is given to bank employees has enhanced their job satisfaction. The reason for this is that through feedback, they become aware of the fact that to what extent they have achieved their performance objectives. 

Recommendations

The present research has some recommendations for through which they can make enhance job satisfaction of employees and decrease turnover intensions.

1- The organization often desire to keep a turnover rate that maintains the vitality in the existent employees, yet perceive turnover as a problem for those employees whom they would prefer to retain. Therefore, the supervisors need to focus on the morale of the employees by paying them well, supporting them in their endeavors, and focusing on their professional priorities and rewards. This could help create a culture that would attract a diverse pool of intellectual minds, while retaining the best employees.

2- Coordination should be improved among the department of the bank. Coordination is very important for the organization to get effective results.

3- Experienced employees should be hired by the bank as well and they should adopt EEO (Equal employee opportunities) in order to get better performance.

4- Steps should be taken to measure retention and, they should go ahead to give guidance and training during the exit interviews. 

5- Some of the employees also reported dissatisfaction regarding limited promotion opportunities within there departments and expressed that they require to grow both personally and professionally. Supervisors should help out poor performers rather than criticizing them on their poor performance. This help will motivate employees to improve their performance that leads to job satisfaction. Employees who earn degrees or job related certifications should be offered rewards and recognition.

 6- A prudent and focused strategic response to this problem should involve performance-contingent rewards (e.g., merit pay, productivity bonuses, etc.).
7- The supervisors require fostering good relationship with its employees, and differentiating and acknowledging the individual needs of each employee. Coworkers play a significant role in employee satisfaction and can help creating a bond within the organizations that can help foster retention of its employees. 

Limitations

The present study has some limitations which are as follows:

Lack of cooperation
The employees were not completely forthcoming in regards to providing feed back on their experiences. This is sometimes taken as natural behavior of the employees because they sometimes the employees do not trust the outsiders to give feedback.  
Lack of interest of respondents
The employees felt that there was no major need to respond to the survey with complete honesty and give it the desired time. Although on average it would take an employee to complete the whole survey in approximately 10 minutes. So there behavior may affect the results.
Feeling of insecurity
The employees were feeling insecure to respond to the questions as they were related to their performance and satisfaction regarding to job as they thought it might be possible that this response may affect their job.

Different environment and different employees
As questionnaires were to be filled from different banks and the environment is different everywhere so the employee behavior varies too. So we have to manage all that which may cause some problems.
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Appendix A
Please answer the following questions by ticking the appropriate box. 

1. Gender

 FORMCHECKBOX 
 Male

 FORMCHECKBOX 
 Female

2. Age 

 FORMCHECKBOX 
 25 to 35

 FORMCHECKBOX 
 36 to 45

 FORMCHECKBOX 
 46 to 55

 FORMCHECKBOX 
 More than 55

3. Number of years spent working with current organization

 FORMCHECKBOX 
 Less than 1 year

 FORMCHECKBOX 
 Between 1 and 3 years

 FORMCHECKBOX 
 Between 4 to 7 years

 FORMCHECKBOX 
 Between 7 to 10 years

 FORMCHECKBOX 
 More than 10 years

4. Total years of job experience

 FORMCHECKBOX 
 Less than 1 year

 FORMCHECKBOX 
 Between 1 and 3 years

 FORMCHECKBOX 
 Between 4 to 7 years

 FORMCHECKBOX 
 Between 7 to 10 years

 FORMCHECKBOX 
 More than 10 years
5. I feel I am adequately paid for the work I do

 FORMCHECKBOX 
 Completely Disagree  FORMCHECKBOX 
 Moderately Disagree  FORMCHECKBOX 
 Neither Agree nor Disagree          FORMCHECKBOX 
Agree  FORMCHECKBOX 
 Completely Agree

6. The rewards and benefits we are given are almost as good as those given at other organizations

 FORMCHECKBOX 
 Completely Disagree  FORMCHECKBOX 
 Moderately Disagree  FORMCHECKBOX 
 Neither Agree nor Disagree          FORMCHECKBOX 
Agree  FORMCHECKBOX 
 Completely Agree

7. The rewards and benefits given to us are fair for the work we do

 FORMCHECKBOX 
 Completely Disagree  FORMCHECKBOX 
 Moderately Disagree   FORMCHECKBOX 
 Neither Agree nor Disagree         FORMCHECKBOX 
Agree  FORMCHECKBOX 
 Completely Agree

8. I do not feel that the work I do is appreciated

 FORMCHECKBOX 
 Completely Disagree  FORMCHECKBOX 
 Moderately Disagree  FORMCHECKBOX 
 Neither Agree nor Disagree          FORMCHECKBOX 
Agree  FORMCHECKBOX 
 Completely Agree

9. I receive frequent appreciation and encouragement for my accomplishments 

 FORMCHECKBOX 
 Completely Disagree  FORMCHECKBOX 
 Moderately Disagree  FORMCHECKBOX 
 Neither Agree nor Disagree          FORMCHECKBOX 
Agree  FORMCHECKBOX 
 Completely Agree

10. I am respected for my work 

 FORMCHECKBOX 
 Completely Disagree  FORMCHECKBOX 
 Moderately Disagree   FORMCHECKBOX 
 Neither Agree nor Disagree         FORMCHECKBOX 
Agree  FORMCHECKBOX 
 Completely Agree

11. There are too few rewards given for those who work hard

 FORMCHECKBOX 
 Completely Disagree  FORMCHECKBOX 
 Moderately Disagree  FORMCHECKBOX 
 Neither Agree nor Disagree          FORMCHECKBOX 
Agree  FORMCHECKBOX 
 Completely Agree

12. I stand a fair chance of promotion if I do well on the job

 FORMCHECKBOX 
 Completely Disagree  FORMCHECKBOX 
 Moderately Disagree  FORMCHECKBOX 
 Neither Agree nor Disagree          FORMCHECKBOX 
Agree  FORMCHECKBOX 
 Completely Agree

13. I feel my work has increased my knowledge and provided me with opportunities for learning and development

 FORMCHECKBOX 
 Completely Disagree  FORMCHECKBOX 
 Moderately Disagree  FORMCHECKBOX 
 Neither Agree nor Disagree          FORMCHECKBOX 
Agree  FORMCHECKBOX 
 Completely Agree

14. I feel this organization allows me to grow both personally and professionally 

 FORMCHECKBOX 
 Completely Disagree  FORMCHECKBOX 
 Moderately Disagree  FORMCHECKBOX 
 Neither Agree nor Disagree          FORMCHECKBOX 
Agree  FORMCHECKBOX 
 Completely Agree

15. I sometimes feel my job is meaningless

 FORMCHECKBOX 
 Completely Disagree  FORMCHECKBOX 
 Moderately Disagree  FORMCHECKBOX 
 Neither Agree nor Disagree          FORMCHECKBOX 
Agree  FORMCHECKBOX 
 Completely Agree
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