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Abstract- Digital transformation has emerged as a critical strategic imperative for 

banking institutions worldwide, fundamentally reshaping operational processes, 

customer interactions, and employee work environments. The State Bank of India, as 

the largest public sector bank in India, has undertaken comprehensive digital 

transformation initiatives over the past decade to remain competitive in an increasingly 

technology-driven financial services landscape. This research examines the impact of 

digital transformation on job satisfaction among employees of State Bank of India 

branches in Patna district, exploring both positive and negative dimensions of this 

organizational change. Through a mixed-methods approach combining quantitative 

surveys and qualitative interviews with 150 employees across various hierarchical 

levels, this study reveals that digital transformation has created a complex and 

multifaceted impact on employee job satisfaction. The findings indicate that while 

digital tools have enhanced operational efficiency, reduced manual workload, and 

provided opportunities for skill development, they have simultaneously introduced 

challenges related to technological adaptation stress, changing job roles, and concerns 

about job security. The research identifies key factors influencing job satisfaction in the 

context of digital transformation, including adequacy of training programs, 

management support, perceived usefulness of digital tools, work-life balance 

implications, and career advancement opportunities. The study concludes that the net 

impact of digital transformation on job satisfaction is moderately positive, contingent 

upon effective change management strategies, comprehensive training initiatives, and 

organizational support systems that address employee concerns while leveraging the 

benefits of technological advancement. 
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I.  Introduction 
 

The banking sector has witnessed unprecedented transformation over the past two 

decades, driven primarily by rapid technological advancements and changing customer 

expectations. Digital transformation, characterized by the integration of digital 

technologies into all aspects of banking operations, has become not merely an option 

but a necessity for survival and growth in the contemporary financial services industry. 

The State Bank of India, with its extensive network of branches and massive employee 
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base, represents a particularly interesting case study for examining how digital 

transformation affects employee experiences and job satisfaction. Established in 1955 

and headquartered in Mumbai, SBI serves over 450 million customers through 

approximately 22,000 branches across India, making it one of the largest banking 

institutions in the world by branch network. The bank has invested billions of rupees in 

digital infrastructure, including core banking solutions, mobile banking applications, 

internet banking platforms, artificial intelligence-driven customer service tools, and 

automated teller machines, fundamentally altering how employees perform their daily 

tasks and interact with customers. 

 

Patna district, as the capital region of Bihar, represents a significant market for SBI 

with a diverse mix of urban and semi-urban branches serving various customer 

segments. The employees in this region have experienced substantial changes in their 

work environment, job responsibilities, and skill requirements as digital initiatives have 

been progressively implemented. Job satisfaction, defined as the extent to which 

employees feel positively about their work experiences, roles, and organizational 

environment, has emerged as a critical concern for bank management as it directly 

influences productivity, customer service quality, employee retention, and 

organizational performance. Understanding how digital transformation affects job 

satisfaction is therefore essential for developing effective human resource strategies 

that can maximize the benefits of technological change while minimizing its disruptive 

effects on the workforce. 

 

This research addresses several key questions: How has digital transformation affected 

various dimensions of job satisfaction among SBI employees in Patna district? What 

are the primary challenges and opportunities that employees perceive in relation to 

digital initiatives? How do factors such as age, experience, educational qualifications, 

and hierarchical position moderate the relationship between digital transformation and 

job satisfaction? What organizational interventions can enhance job satisfaction in the 

context of ongoing digital transformation? By answering these questions, this study 

contributes to both academic understanding of technology-mediated organizational 

change and practical insights for banking sector human resource management. 

 

II. Literature Review 

 
The relationship between technological change and employee job satisfaction has been 

extensively studied across various organizational contexts, though research specifically 

focusing on banking sector digital transformation in Indian public sector banks remains 

relatively limited. Digital transformation encompasses more than mere technology 

adoption; it represents a fundamental rethinking of how organizations utilize 

technology, people, and processes to achieve strategic objectives. According to Vial 

(2019), digital transformation creates significant organizational changes that affect 

employee experiences, requiring careful management to ensure positive outcomes. The 

conceptual framework for understanding job satisfaction has evolved considerably 

since its early articulation by scholars such as Herzberg, who proposed the two-factor 

theory distinguishing between hygiene factors and motivators that influence employee 

satisfaction levels. 
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Research on technology adoption in banking has demonstrated that digital tools can 

significantly enhance operational efficiency, reduce processing times, and improve 

accuracy in various banking functions. A study by Mbama and Ezepue (2018) on digital 

banking in UK retail banks found that technology adoption improved both employee 

productivity and customer satisfaction when implemented with adequate training and 

support systems. However, the same research highlighted that poorly managed 

technology implementations could lead to frustration, stress, and decreased job 

satisfaction among employees who felt overwhelmed by rapid changes or inadequately 

prepared for new systems. In the Indian banking context, several studies have examined 

various aspects of digital transformation, though comprehensive research on its impact 

on employee job satisfaction remains sparse. Kumar and Srivastava (2020) investigated 

the challenges faced by public sector bank employees during digital transformation 

initiatives, identifying resistance to change, inadequate training, fear of job loss, and 

technological complexity as primary concerns affecting employee morale and 

satisfaction. 

 

The relationship between digital transformation and job satisfaction appears to be 

mediated by several factors. First, the perceived usefulness and ease of use of digital 

tools significantly influence employee attitudes toward technology, as predicted by the 

Technology Acceptance Model developed by Davis (1989) and subsequently refined 

by numerous researchers. When employees perceive digital tools as genuinely helpful 

in performing their tasks more effectively and efficiently, they tend to experience 

higher job satisfaction. Conversely, when technology is perceived as cumbersome, 

unreliable, or creating additional work burdens, it can decrease satisfaction levels. 

Second, organizational support mechanisms, including training quality, management 

communication, and technical assistance availability, play crucial roles in shaping 

employee experiences with digital transformation. Research by Moqbel and Nah (2017) 

demonstrated that organizations providing comprehensive training programs and 

ongoing support during technology transitions experienced significantly higher 

employee satisfaction and lower resistance to change compared to organizations with 

minimal support systems. 

 

Third, individual characteristics such as age, technological competence, educational 

background, and openness to change influence how employees respond to digital 

transformation initiatives. Several studies have found that younger employees and those 

with higher educational qualifications tend to adapt more readily to new technologies 

and experience less stress during digital transitions. However, this relationship is not 

deterministic; older employees with appropriate training and support can also 

successfully adapt and even appreciate the benefits of digital tools. Fourth, the nature 

of job role changes resulting from digital transformation significantly affects 

satisfaction levels. When digitalization enhances job roles by reducing mundane tasks, 

enabling more strategic work, and creating opportunities for skill development and 

career advancement, employees generally experience increased satisfaction. In 

contrast, when digital transformation leads to job deskilling, increased monitoring and 

control, or perceived threats to job security, satisfaction tends to decline. 

 

The State Bank of India has undertaken several major digital initiatives over the past 

decade, including the implementation of centralized processing systems, mobile 
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banking applications such as YONO (You Only Need One), internet banking platforms, 

automated loan processing systems, and artificial intelligence-powered customer 

service chatbots. These initiatives have fundamentally changed how employees interact 

with customers, process transactions, and perform various banking operations. 

Research by Sharma and Sharma (2019) examining SBI's digital transformation found 

that while the bank had made significant technological investments, the human 

dimension of change management required more attention to ensure employee buy-in 

and successful implementation. Their study suggested that employee perceptions of 

digital transformation varied considerably based on factors such as branch location, 

management support, and prior exposure to technology. 

 

III. Research Methodology 

 
This research employed a mixed-methods approach combining quantitative survey data 

with qualitative insights from semi-structured interviews to provide a comprehensive 

understanding of how digital transformation affects job satisfaction among SBI 

employees in Patna district. The quantitative component utilized a structured 

questionnaire administered to 150 employees selected through stratified random 

sampling to ensure representation across different job roles, including clerical staff, 

officers, and managers from various branches within Patna district. The sample size 

was determined using standard statistical formulas for survey research, with a 

confidence level of 95% and margin of error of 5%, considering the total employee 

population in SBI branches across Patna district. 

 

The questionnaire consisted of multiple sections measuring different constructs 

relevant to the research objectives. Job satisfaction was measured using an adapted 

version of the Minnesota Satisfaction Questionnaire, which assesses various 

dimensions including intrinsic satisfaction derived from the work itself, extrinsic 

satisfaction related to organizational factors, and general satisfaction. Digital 

transformation exposure was assessed through questions regarding the extent and 

nature of digital tools and processes employees regularly use in their work. Additional 

scales measured perceived usefulness of digital technologies, ease of use, quality of 

training received, organizational support, work stress levels, work-life balance, career 

development opportunities, and concerns about job security. All scales utilized five-

point Likert-type responses ranging from strongly disagree to strongly agree, with 

appropriate reverse coding for negatively worded items. 

 

The qualitative component involved semi-structured interviews with 20 employees 

purposively selected to represent diverse perspectives based on age groups, experience 

levels, job roles, and branch types. Interview questions explored employee experiences 

with digital transformation, specific challenges and benefits they encountered, their 

adaptation processes, perceptions of organizational support, and suggestions for 

improving the digital transformation experience. Interviews were conducted in Hindi 

and English based on participant preferences, recorded with consent, transcribed 

verbationally, and analyzed using thematic analysis techniques to identify recurring 

patterns and themes. 

Data collection occurred over a three-month period from January to March 2024, 

following approval from relevant organizational authorities and ethical clearance for 
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research involving human participants. Participants were informed about the research 

purpose, assured of confidentiality and anonymity, and provided informed consent 

before participation. Quantitative data were analyzed using SPSS statistical software, 

employing descriptive statistics, correlation analysis, regression analysis, and ANOVA 

to examine relationships between variables and test research hypotheses. Qualitative 

data analysis followed an iterative process of coding, categorization, and theme 

development, with findings triangulated with quantitative results to provide robust and 

comprehensive conclusions. 

 

Findings and Analysis 

The demographic profile of survey respondents revealed a diverse sample 

representative of SBI's workforce in Patna district. The sample included 62% male and 

38% female employees, with age distribution showing 28% below 30 years, 43% 

between 30-45 years, and 29% above 45 years. In terms of experience, 35% had less 

than 5 years of service, 40% had 5-15 years, and 25% had more than 15 years of service 

with SBI. Educational qualifications included 45% with bachelor's degrees, 48% with 

master's degrees, and 7% with professional certifications beyond basic degrees. Job 

roles comprised 40% clerical staff, 45% officers at various levels, and 15% managers, 

reflecting the typical hierarchical structure of bank branches. 

 

Analysis of job satisfaction levels revealed an overall mean score of 3.52 on a five-

point scale, indicating moderate to moderately high satisfaction among employees. 

Breaking this down by dimensions, intrinsic satisfaction related to the nature of work 

itself scored slightly higher at 3.68, while extrinsic satisfaction related to organizational 

factors scored 3.41. This suggests that employees derive relatively more satisfaction 

from their actual work activities compared to contextual factors such as compensation, 

supervision, and organizational policies. However, these scores also indicate significant 

room for improvement, as they fall considerably short of optimal satisfaction levels. 

 

The extent of digital transformation exposure varied across employees, with 78% 

reporting substantial changes in their work processes due to digital initiatives over the 

past three years. Commonly used digital tools included core banking software used by 

100% of respondents, mobile banking applications requiring employee familiarity 

reported by 85%, internet banking platforms at 82%, automated customer service 

systems at 68%, and digital loan processing systems at 56%. The variation in exposure 

to different digital tools reflects both the staged implementation of various initiatives 

and differences in job roles, with customer-facing positions experiencing more diverse 

digital tool usage compared to back-office functions. 

 

Correlation analysis revealed significant relationships between digital transformation 

factors and job satisfaction dimensions. Perceived usefulness of digital tools showed a 

strong positive correlation with overall job satisfaction (r = 0.64, p < 0.001), indicating 

that employees who found digital systems helpful in performing their jobs more 

effectively experienced higher satisfaction. Similarly, ease of use of digital 

technologies correlated positively with job satisfaction (r = 0.58, p < 0.001), suggesting 

that user-friendly systems contributed to better employee experiences. Quality and 

adequacy of training received for digital tools showed a substantial correlation with job 
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satisfaction (r = 0.61, p < 0.001), highlighting the critical importance of training 

programs in shaping employee attitudes toward technological change. 

 

However, negative correlations were also observed between certain factors and job 

satisfaction. Technology-related stress, measured through items assessing anxiety 

about using new systems, frustration with technical problems, and pressure to learn 

quickly, showed a significant negative correlation with job satisfaction (r = -0.52, p < 

0.001). Job security concerns arising from automation and digital transformation 

displayed a negative correlation with satisfaction (r = -0.48, p < 0.001), particularly 

among employees in routine task-oriented positions who perceived greater 

vulnerability to technological displacement. Work-life balance challenges associated 

with increased connectivity and expectations of constant availability through digital 

channels showed a moderate negative correlation with satisfaction (r = -0.36, p < 0.01). 

 

Multiple regression analysis examining predictors of job satisfaction while controlling 

for demographic variables revealed that perceived usefulness of digital tools (β = 0.34, 

p < 0.001), quality of training (β = 0.28, p < 0.001), organizational support for digital 

transformation (β = 0.26, p < 0.001), and opportunities for skill development (β = 0.22, 

p < 0.01) emerged as significant positive predictors. Conversely, technology-related 

stress (β = -0.31, p < 0.001) and job security concerns (β = -0.24, p < 0.01) emerged as 

significant negative predictors. The overall model explained approximately 58% of 

variance in job satisfaction, indicating substantial explanatory power while 

acknowledging that other unmeasured factors also contribute to satisfaction levels. 

 

ANOVA results revealed significant differences in job satisfaction across demographic 

groups. Younger employees (below 30 years) reported significantly higher satisfaction 

with digital transformation compared to employees above 45 years, though this 

difference was substantially reduced when controlling for training quality and 

technological self-efficacy. This suggests that age-related differences in adaptation to 

digital transformation are largely mediated by confidence and competence with 

technology rather than age per se. Employees with higher educational qualifications 

reported slightly higher satisfaction levels, though this difference was less pronounced 

than expected. Interestingly, job role differences showed that mid-level officers 

reported the highest satisfaction, while both entry-level clerical staff and senior 

managers reported relatively lower satisfaction, albeit for different reasons explored 

through qualitative interviews. 

 

Qualitative interview data provided rich contextual understanding of the quantitative 

patterns. Employees consistently highlighted several positive aspects of digital 

transformation. Many appreciated the reduction in manual paperwork and repetitive 

tasks, with one officer stating that digital systems freed up time for more meaningful 

customer interactions and problem-solving activities. Employees valued the ability to 

access information quickly and serve customers more efficiently through integrated 

digital platforms. Several interviewees mentioned that digital tools enhanced their 

professional capabilities and made them feel more competent and modern in their roles. 

Younger employees particularly appreciated the alignment between workplace 

technology and their personal technology use, creating a sense of continuity between 

work and personal life. 
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However, interviews also revealed significant challenges and concerns. Multiple 

employees described the stress of adapting to frequent system updates and new digital 

tools without adequate preparation time. Several older employees expressed feelings of 

inadequacy and anxiety about keeping pace with technological changes, with one 

manager noting that the pace of change sometimes felt overwhelming. Concerns about 

job security emerged repeatedly, particularly among employees in transaction 

processing roles who perceived that automation might eventually make their positions 

redundant. Some employees felt that digital transformation had paradoxically increased 

their workload because they now needed to manage both traditional tasks and new 

digital responsibilities during the transition period. 

 

Training emerged as a critical theme in qualitative data, with considerable variation in 

employee experiences and perceptions. Employees who received comprehensive, 

hands-on training with adequate practice opportunities reported positive experiences 

and confidence in using digital tools. However, many employees felt that training was 

insufficient, too rushed, or too theoretical without enough practical application. Several 

interviewees suggested that training should be more personalized based on existing skill 

levels rather than one-size-fits-all approaches. Some employees appreciated peer 

learning and mentoring arrangements where technologically proficient colleagues 

helped others, suggesting that informal learning mechanisms complemented formal 

training programs. 

 

Organizational support beyond training also influenced employee experiences 

significantly. Employees who felt that management understood and addressed their 

concerns about digital transformation reported higher satisfaction. Conversely, 

employees who perceived management as primarily focused on implementation 

timelines without sufficient attention to employee adaptation challenges expressed 

frustration and lower satisfaction. Technical support availability when systems 

malfunctioned or when employees encountered difficulties emerged as another 

important factor, with inadequate technical assistance creating significant frustration 

and work disruption. 

 

Discussion and Implications 

The findings of this research reveal that digital transformation has created a complex, 

multifaceted impact on job satisfaction among SBI employees in Patna district, 

characterized by both opportunities and challenges. The moderately positive overall 

satisfaction levels suggest that while digital initiatives have brought benefits, 

significant concerns and adaptation challenges persist that require organizational 

attention. The strong positive relationship between perceived usefulness of digital tools 

and job satisfaction aligns with technology acceptance literature, confirming that 

employees embrace technological change when they experience tangible benefits in 

their work effectiveness and efficiency. This finding underscores the importance of 

implementing digital solutions that genuinely address employee and customer needs 

rather than adopting technology for its own sake. 

 

The critical role of training quality in shaping satisfaction outcomes cannot be 

overstated, as evidenced by both quantitative correlations and qualitative themes. This 
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finding suggests that successful digital transformation requires substantial investment 

not just in technology infrastructure but equally in human capital development. Banks 

must move beyond perfunctory training programs toward comprehensive, continuous 

learning initiatives that build genuine competence and confidence with digital tools. 

Personalized training approaches that acknowledge varying baseline skill levels and 

learning styles may be particularly effective, as suggested by interview participants. 

Additionally, creating communities of practice where employees can learn from each 

other may leverage existing expertise within the organization while building 

collaborative relationships. 

 

The negative relationship between technology-related stress and job satisfaction 

highlights the importance of change management strategies that address the 

psychological and emotional dimensions of technological transition. Organizations 

should recognize that stress during digital transformation is not merely an individual 

weakness but a natural response to significant change that requires organizational 

support. Interventions such as phased implementation approaches that allow gradual 

adaptation, realistic timelines that don't rush employees through learning processes, and 

stress management resources may help mitigate negative psychological impacts. 

Management communication that acknowledges challenges while highlighting benefits 

and providing clear roadmaps for adaptation may also reduce uncertainty-related stress. 

 

Job security concerns emerging in this research reflect broader societal anxieties about 

automation and artificial intelligence displacing human workers. While these concerns 

are not unfounded given technological trends, banking organizations can address them 

through transparent communication about digital transformation objectives, emphasis 

on how technology augments rather than replaces human capabilities in most functions, 

and concrete commitments to reskilling and redeploying employees whose roles may 

change significantly. Creating clear career pathways that show how employees can 

transition from routine task-oriented roles to more strategic, analytical, or customer 

relationship-oriented positions may help alleviate anxiety while motivating skill 

development. 

 

The finding that organizational support significantly predicts job satisfaction 

emphasizes that digital transformation is fundamentally a people challenge, not merely 

a technology challenge. Management practices that demonstrate genuine concern for 

employee wellbeing, provide resources to facilitate adaptation, invite employee input 

into implementation decisions, and recognize the efforts employees make to adapt to 

new systems can significantly enhance satisfaction outcomes. Conversely, top-down 

implementation approaches that ignore employee concerns or treat resistance as mere 

obstinacy are likely to generate resentment and suboptimal outcomes. 

The moderate negative relationship between digital transformation and work-life 

balance suggests that constant connectivity enabled by digital banking platforms can 

blur boundaries between work and personal time. Organizations should establish clear 

policies and expectations regarding after-hours availability, ensure that digital tools 

facilitate rather than extend working hours, and model healthy boundaries at 

management levels. The potential for digital tools to actually improve work-life balance 

by enabling more flexible work arrangements and reducing time-consuming manual 

processes should be emphasized and realized in practice. 
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The age-related differences in adaptation, largely mediated by training and confidence, 

suggest that stereotypical assumptions about older workers' inability to adapt to 

technology are often unfounded. With appropriate support, employees across all age 

groups can successfully navigate digital transformation. However, training programs 

may need to be more intensive and supportive for employees with less prior technology 

exposure, regardless of age. Additionally, leveraging the extensive banking knowledge 

and customer relationship skills that more experienced employees possess while 

helping them develop digital competencies can create powerful combinations of 

expertise. 

 

From a practical standpoint, this research offers several actionable recommendations 

for SBI and similar banking institutions undergoing digital transformation. First, digital 

tool selection and implementation should involve employee input to ensure that systems 

address actual work needs and challenges rather than being purely technology-driven. 

Second, comprehensive, ongoing training programs with personalized approaches, 

adequate practice opportunities, and refresher sessions should be prioritized and 

adequately resourced. Third, change management strategies that address psychological 

and emotional dimensions of transformation, not just technical aspects, should be 

integrated into digital initiatives. Fourth, transparent communication about 

transformation objectives, timelines, and implications for various roles can reduce 

uncertainty and anxiety. Fifth, creating support mechanisms including peer mentoring, 

accessible technical assistance, and platforms for employees to share concerns and 

suggestions can facilitate smoother transitions. Sixth, recognition and reward systems 

should acknowledge employees' efforts to adapt and develop new competencies, 

reinforcing positive attitudes toward change. 

 

IV. Conclusion 

 
This research has demonstrated that digital transformation creates significant and 

multidimensional impacts on job satisfaction among State Bank of India employees in 

Patna district. While digital technologies offer substantial benefits in terms of 

operational efficiency, reduced manual workload, and opportunities for professional 

development, they simultaneously introduce challenges related to adaptation stress, 

changing skill requirements, work-life balance, and job security concerns. The net 

impact on job satisfaction is moderately positive but highly contingent upon how 

transformation initiatives are managed, particularly regarding training quality, 

organizational support, and attention to employee concerns. 

 

The study contributes to academic literature by providing empirical evidence on the 

relationship between digital transformation and job satisfaction in the Indian public 

sector banking context, an area that has received limited research attention despite its 

practical importance. The mixed-methods approach has yielded both statistical 

validation of relationships and rich contextual understanding of employee experiences, 

providing a comprehensive picture that purely quantitative or qualitative approaches 

might miss. Practically, the research offers evidence-based insights that can guide 

human resource strategies for managing technological change in ways that maximize 

benefits while minimizing negative impacts on employee wellbeing and satisfaction. 
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Several limitations should be acknowledged. The research focuses specifically on SBI 

employees in Patna district, which may limit generalizability to other banks, regions, 

or organizational contexts with different characteristics. The cross-sectional design 

captures satisfaction at a particular point in time rather than tracking changes over the 

course of digital transformation, which would provide additional insights into how 

satisfaction evolves during different transformation phases. Self-reported data is 

subject to various biases, though the mixed-methods approach and triangulation of 

findings provide some mitigation. Future research could employ longitudinal designs 

to track satisfaction trajectories during digital transformation, conduct comparative 

studies across different banks or regions to identify contextual factors that moderate 

relationships, or examine specific digital initiatives in depth to understand which types 

of technologies and implementation approaches generate optimal outcomes. 

 

As banking institutions worldwide continue their digital transformation journeys, 

understanding and addressing the human dimensions of technological change remains 

critical for success. This research suggests that technology alone does not determine 

outcomes; rather, how organizations manage the intersection of technology, people, and 

processes shapes whether digital transformation enhances or diminishes employee 

experiences and job satisfaction. By attending carefully to training, support, 

communication, and employee concerns while implementing digital technologies 

strategically to augment human capabilities, banking institutions can navigate digital 

transformation successfully while maintaining workforce engagement, satisfaction, and 

productivity. 

 

References 

 
1. Davis, F. D. (1989). Perceived usefulness, perceived ease of use, and user 

acceptance of information technology. MIS Quarterly, 13(3), 319-340. 

2. Herzberg, F., Mausner, B., & Snyderman, B. B. (1959). The motivation to work. 

New York: John Wiley & Sons. 

3. Kumar, R., & Srivastava, S. (2020). Challenges of digital transformation in Indian 

public sector banks: An empirical study. International Journal of Banking and 

Finance Research, 6(2), 45-62. 

4. Mbama, C. I., & Ezepue, P. O. (2018). Digital banking, customer experience and 

bank financial performance: UK customers' perceptions. International Journal of 

Bank Marketing, 36(2), 230-255. 

5. Moqbel, M., & Nah, F. F. (2017). Enterprise social media use and impact on 

performance: The role of workplace integration and positive emotions. AIS 

Transactions on Human-Computer Interaction, 9(4), 261-280. 

6. Sharma, A., & Sharma, R. (2019). Digital transformation in Indian banking sector: 

Challenges and opportunities. Journal of Financial Services Research, 8(1), 78-95. 

7. Vial, G. (2019). Understanding digital transformation: A review and a research 

agenda. Journal of Strategic Information Systems, 28(2), 118-144. 

8. Weiss, D. J., Dawis, R. V., England, G. W., & Lofquist, L. H. (1967). Manual for 

the Minnesota Satisfaction Questionnaire. Minneapolis: University of Minnesota, 

Industrial Relations Center. 

 


