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Abstract: The global economy saw a sharp decrease as a result
of the COVID-19 coronavirus's proliferation. Numerous
businesses, particularly those that deliver in-person services, had
to temporarily close due to the exceptional measures taken to
contain the outbreak, such as lockdowns. The feeling and
impression of one's professional achievement in proportion to
one's self-set criteria is known as career satisfaction. A career in
the Indian Insurance sector can not only be quite challenging but
also rewarding. The COVID-19 pandemic heavily affected the
regular income of both salaried and non-salaried individuals. In
this circumstance, the insurance agents faced specific difficulties,
such as collecting premiums from policyholders, obtaining new
policies, and settling policy claims on time. Overall, the challenges
above undoubtedly had an impact on the insurance advisor's
ability to achieve their career goals, including those related to
income, progress, and acquiring new skills. In the context of the
above topic, this short-term research paper aims to investigate the
career satisfaction of male and Female Insurance agents of LIC
during the pandemic period. There is no significant difference
among male and female insurance advisors regarding their
professional accomplishments, professional goals, and career
advancement, according to the findings. Nevertheless, female
insurance advisers are happier than male insurance advisors with
the strides they have made in achieving their financial and skill-
development objectives.
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I. INTRODUCTION

Due to the global spread of COVID-19 and its profound

impact on individual incomes and the global economy as a
whole, the past two years have been challenging for the entire
world. The global economy experienced a sharp decline as a
result of the widespread spread of the COVID-19
coronavirus. Numerous businesses, particularly those that
offered in-person services, were temporarily closed as a result
of the unusual measures taken to combat the outbreak, such
as lockdowns (European Investment Bank, 2021 [1].

Manuscript received on 25 June 2023 | Revised Manuscript
received on 03 July 2023 | Manuscript Accepted on 15 July 2023
| Manuscript published on 30 July 2023.

*Correspondence Author(s)

Dr. I Narsis*, Assistant Professor, Department of Commerce,
Government Arts College (Affiliated to Bharathidasan University), Tiruchy
(Tamil Nadu), India. E-mail: drnarsisOl@gmail.com, ORCID ID: 0000-
0003-2301-6550

© The Authors. Published by Blue Eyes Intelligence Engineering and
Sciences Publication (BEIESP). This is an open access article under the
CC-BY-NC-ND license http://creativecommons.org/licenses/by-nc-nd/4.0/

Retrieval Number: 100.1/ijmh.K16370791123
DOI: 10.35940/ijmh.K1637.0791123
Journal Website: www.ijmh.org

The effects of COVID-19 have been studied in various ways,
including how the economic downturn and fierce business
competition led to a volatile workplace, and how
organisational restructuring, a lack of job security, and
layoffs seriously hampered the possibility of having a long-
term career with stable pay. All of these factors led people to
engage in substantial job-hopping, resulting in repeated
changes of employer throughout their careers. The insurance
industry is not an exception.  As a result, career self-
management trends began to emerge as workers were
compelled to take charge of managing their careers by
actively designing, implementing, and tracking their
professional objectives and aspirations. The term "career"
was a subject of controversy in the 1970s and has multiple
definitions. A career has been defined as a continuous process
that can provide people with psychological fulfilment beyond
vertical advancement in an organisational structure, which
has been seen as one-dimensional.

II. CAREER SATISFACTION

The feeling and impression of one's professional
achievement, as measured by one's self-set criteria, is known
as career satisfaction. Given that the requirements for
fulfilment are more closely related to an individual's internal
feelings of fulfilment, a focus on professional fulfilment
makes sense. Subjective metrics that concentrate on self-
assessment of internal (happiness and personal success)
contentment are viewed as key concepts that can genuinely
reflect career self-satisfaction, given that every person will
have a unique definition of success and different objectives
than those of others. Multiple variable latent growth models
were used by Daniel Spurk, Andrea, and Judith (2011) [2] to
investigate differences in career satisfaction. The results
indicate that mean change analyses may confidently use the
career satisfaction measure. Overall, professional happiness
remained essentially stable over time. However, they found
substantial diversity in intra-individual development courses
and a poor relation between increases in job satisfaction and
its starting point. Initial happy professionals gradually
became unsatisfied. investigate confidence, diligence,
excellent client service, psychological resilience,
toughmindedness, extroversion image management, intrinsic
motivation, openness, optimism, teamwork, and work drive
as well as three constructs explicitly created for managers and
leaders—Managerial While our focus is mostly on career
contentment, we additionally looked at these character and
management traits about job satisfaction since job happiness
is generally seen as an element of and driver to career
fulfilment.
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Lounsbury, Loveland, Sundstrom, E. D., Gibson, L. W.,
Drost, A. W., and Hamrick, F. L. (2003) [3] investigate trust,
diligence, outstanding customer service, resilience to stress,
toughmindedness, introversion image leadership, intrinsic
motivation, openness, optimism, teamwork, and work drive,
in addition to three constructs explicitly created for managers
and leaders—inherent motivation, openness, optimism,
teamwork, and work drive. Managerial. While our primary
focus is on career fulfilment, we also examined these
personality and management attributes in relation to job
satisfaction, as job satisfaction is commonly viewed as a
component and driver of career fulfilment.

In their investigation of the bond between apparent
organisational backing and occupational satisfaction, Erdem
Kirkbesoglu et al. analyse the following effects of
organisational performance: a software programme for the
insurance sector. The society's assessment of the wage and
position attained in business life may be used to illustrate the
objective of professional success. The antithesis of this,
subjective professional success, is viewed as the success a
person perceives in their job and their hopes for the future.
Erdem Kirkbesoglu et al. (2015) [4] examine the following
in their study on the connection among perceived
organisational assistance and career happiness: an insurance
industry software application. A successful career can be
demonstrated by society's evaluation of the salary and
position achieved in the business world. Subjective
professional success, which is seen as the opposite of this, is
defined as the success a person sees in their job and their
ambitions for the future.

A five-item scale was used by Lounsbury et al. to examine
the personality traits of technology professionals as they
pertain to employment and career satisfaction. The items on
the scale assessed satisfaction regarding professional
development and direction, career advancement, future job
prospects, and the profession as a whole, with verbally
contrasting hooks at each end (for example, "I am extremely
pleased with the way my professional life has progressed so
far" against "I am deeply dissatisfied with the manner my
career has developed so far"). The career satisfaction queries
were organised according to a five-point scale.

Lounsbury et al.'s (2007) [5] A study of the personality
characteristics of the employment and professions of
information technology employees using a five-point scale to
measure career satisfaction. The queries focused on
professional fulfilment in terms of direction and
development, career progression, prospects, and the entire
career field. The employment Happiness questions were
arranged on a five-point response scale with vocally opposed
anchors at either extreme (for example, "very satisfied" and
"very dissatisfied"). "I am very pleased with the way my
professional life has developed so far", and "I am highly
dissatisfied with the way my profession has progressed so far.
Belinda Renee Barnett and Lisa Bradley (2007) [6] Examine
the relationship among organisational encouragement of
professional growth (OSPD) and career satisfaction among
employees. The study suggested that the relationships
between proactive personality and job satisfaction, as well as
the connection between OSCD and business happiness,
would be mediated by career management actions. This was
based on a combined framework of proactive actions and an
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enhanced model of social cognition career theory. The
innovative behaviour, OSCD, planning for career practices,
and job satisfaction of workers in the private and public
sectors (N = 90) enrolled in professional growth programmes
were investigated. OSCD, a proactive attitude, and career
planning practices all showed favourable correlations with
work satisfaction. Positive relationships were found between
proactive personality and professional satisfaction, as
measured by OSCD and career planning practices.
Greenhaus, Parasuraman, and Wormley's (1990) [7] five-item
scale. Items such as "I am happy with the success I achieved
in my career, I am happy with the progress I have made
towards satisfying my overall professional objectives, I am
satisfied with the advancement I have made towards
satisfying my income objectives, I am happy with the
progress I have made towards satisfying my goals for growth,
and [ am satisfied with the advancement I have made towards
establishing new skills" were used to measure career
satisfaction. As was already established, variables were
determined at different times. Awareness of oneself,
dedication to goals, and the standard of the competent self-
management plan were evaluated after the session. Active
self-management of career behaviours, organisational
adaptability, and professional plan implementation were
evaluated three months after the intervention. The rate of
wage increases and the speed of job transfers were assessed
nine months following the intervention. Career satisfaction at
each time point was taken into consideration while
residualizing the most significant element, change in career
satisfaction.

Hall, D. T., and Mansfield (1975) [8] looked at how
professional engineers and scientists' job experiences
changed during 1967 (n = 290) and 1969 (n = 90). It was
discovered that the following variables were associated with
seniority and age: (a) total needs; (b) ambitions for needs; (c)
significance of requirements; (d) contentment with
requirements; (e) self-image; (f) corporate environment; (g)
job struggle; (h) job engagement; (i) intrinsic drive; (j)
perceived achievement; and (k) observed effort. One of the
methods used to test these factors objectively is the Porter
Needs Satisfaction Questionnaire. Early, medium, and late
phases of career did exist, with different factors defining each
stage, according to these associations. A one-way analysis of
variance was conducted among all variables and the other age
categories, and rank ordering was performed for different age
groups.

Mansi Rastogi et al. (2018) [9] In his research and testing of
a theoretical framework, he investigates the intermediary
function of work life improvement in the relationship
between tangible and psychologically assets and professional
satisfaction. Greenhaus, Parasuraman, and Wormley (1990)
developed five queries to measure career satisfaction. The
method utilised to fill front-line positions at Delhi's medium
and small-sized hotels improves the standard of living for
families while also fostering job satisfaction. It's situated. The
extent to which a worker's requirements for respect are
addressed has a positive effect on both their enjoyment of
their work and the standard of their home life.
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When staff members work in an atmosphere that provides
several advantages that result in happiness with their needs,
such as revenue and stable job opportunities, and when they
gain experiences that enable them to fulfil their obligations to
their families, they give back to the business by being
satisfied with their professional lives in the present
organisation. Respecting the employees' needs in this
circumstance is equally essential. The accessibility of
rewards, acknowledgement, and thankfulness for the task
accomplished directly activates employees' views of WFE.
These employees pay back by being more content in their
careers. In their research work, Peter A. Heslin (2005) [10]
demonstrates how contextual and individual characteristics
are probably linked to the relative prominence of objective
and subjective professional success criteria. A larger study
topic concerns organisational interventions, potential cultural
variations, and the use of career success referents.

III. PROBLEM STATEMENT:

A career in the Indian insurance industry has the potential to
be both rewarding and challenging. In general, licences are
required for insurance consultants to work for insurance
companies. Typically, advisors represent a company in the
insurance procedure under the conditions of a representation
contract with the insurer. Before 2000, the Life Insurance
Corporation of India (LIC) was the only option for insurance
advisors to work for. Whereas, after liberalisation, many
private players have entered the life insurance field. The
Insurance advisors have now switched over to other
companies which are highly rewarding. It is noted that,
irrespective of the insurance company for which the
insurance advisors are working, their retention period
depends on their present career satisfaction. The COVID-19
pandemic heavily affected the regular income of both salaried
and non-salaried individuals. In these circumstances, the
insurance agents faced specific challenges, including
collecting premiums from policyholders, obtaining new
policies, and settling policy claims promptly. Overall, the
challenges above undoubtedly had an impact on the success
of the insurance adviser in their profession, affecting their
overall professional objectives, financial goals, work-related
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growth goals, and skill-building objectives. This brief study
report seeks to shed light on the career satisfaction of LIC's
male and female insurance agents during the pandemic above.

IV. CAREER SATISFACTION SCALE

Mansi Rastogi et al. (2018) examined the role of work
enrichment as a mediator between material and psychosocial
assets and career satisfaction in their research, which tested a
theoretical framework. This study measured career
satisfaction using five questions developed by Greenhaus,
Parasuraman, and Worsley (1990). Indicators utilised by
Daniel Spurk included the Five Points Career Satisfaction
Scale developed by Greenhaus, Parasuraman, and Wormley.
Andrea and Judith (2011) analysed changes in career
satisfaction and created a latent growth model. The career
satisfaction scale can be utilised in mean change analyses
with confidence, according to the results.

The Greenhaus et al. (1990) Career or occupational
Satisfaction Scale (CSS) was used to measure career
satisfaction. This test consists of five items that evaluate job
happiness in light of many criteria, including career goals,
financial goals, and promotion goals. On a five-point Likert
scale (1 = extremely improper, 5 = extremely appropriate),
the respondents react with statements that best define their
compatibility with them. As an illustration, consider the
statement, "I am satisfied with the progress I have made to
achieve all of my career goals." Career satisfaction is defined
as the combination of both intrinsic and extrinsic components
of a career, encompassing all aspects of career goals, income,
progress, and career development, as described by
Greenhaus, Parasuraman, and Wormley (1990). Delighted
workers are content with their accomplishments, goals
achieved, income, professional growth, and skill
development throughout their careers. This brief study report
utilised a five-item scale created by Greenhaus, Parasuraman,
and Wormley to assess the career satisfaction of Life
Insurance Corporation insurance advisors. Table No.1 lists
the name and value of the career satisfaction scale indicator
that was employed in the analysis.

Table 1: Career Satisfaction

Indicator Name Indicator Value*
CSS:1 I am pleased with my professional accomplishments and the strides
CSS:2 I have made significant progress towards my long-term career goals.
CSS:3 I'm pleased with the progress I've made toward achieving my financial goals.
CSS:4 I'm happy with the progress I've made towards accomplishing my goals.
CSS:5 I am satisfied with the progress I've made in attaining my goals for acquiring new skills.

*QGreenhaus, Parasuram, and Wormley (1990)
V. GENDER GAP

According to numerous surveys, female employees enjoy
very high levels of career satisfaction. Whether or not
professional satisfaction varies by gender, however, is a topic
of intense debate. According to Dan Liu et al (2021) [11],
gender has been linked to a variety of employment-related
experiences, including work-life balance and job satisfaction.
Even though women's occupations are inferior to men's on a
wide range of quantitative metrics, women report higher
levels of job satisfaction. According to Andrew E. Clark's
(1997) [12] study on job satisfaction and gender differences,
this paper uses data from a recent large-scale British survey
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to show how much there is a gender gap across eight
measures of job satisfaction and to assess the claim that men
and women in jobs that are the same should feel the same
level of satisfaction. Narsis. 1 (2022) [13] explore their
research paper, which identifies the personal factor that has a
significant impact on respondents' investment perceptions.
According to the study's findings, Marasinghe, M.P.L.R. &
Wijayaratne, A. (2018) [14] there is a substantial difference
in job satisfaction between men and women who work as
university librarians.
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However, greater levels of satisfaction can be attained by
treating both genders equally. In the field of information
technology, Mary Sumner and Fred Niederman (2002) [15]
discovered that the career experiences, work responsibilities,
and profession satisfaction of men and women are
comparatively similar. The main statistically significant
conclusion was that, for both sexes, job satisfaction was
higher in present roles as compared to previous ones. In terms
of pay, the sample's mean salaries for male IT professionals
in current roles were higher than those for female IT
professionals. Maja Rozman et al. (2021) [16] In the
investigation of the COVID-19 outbreak, he stated that the
accompanying closure had seriously impacted economic
activity and pushed businesses to adjust their business
strategies quickly. The purpose of this article is to determine
whether gender differences in job satisfaction, engagement,
and output among home-based workers during the COVID-
19 outbreak are of statistical significance. According to the
research by Jeyaraman, S. et al. (2019) [17] age, gender, and
income have a statistically significant impact on how tangible
customers in the public sector feel. Statistics indicate that
education has a substantial effect on the empathy factor in the
public sector. In her 2015 research, "Gender, Work
Orientations, as well as Job Satisfaction," Min Zou
investigates the gender divide in job satisfaction and contends
it is due to the disparity in men's and women's work attitudes.
The analysis of data collected in the 2006 Abilities Survey
yields three significant conclusions. The first finding suggests
that women report substantially higher levels of employment
satisfaction than men, regardless of whether they are full-time
or part-time employees. Second, men, women, full-time and
part-time employees have drastically differing relationships
between work orientation and job satisfaction. The noticed
gender satisfaction difference disappears when work
orientations are considered, which is the concluding and most
crucial point.

VI. METHODOLOGY

Sampling method and sample size: The sample size of this
study consisted of 200 full-time insurance agents of Life
Insurance Corporation of India located in the Urban area of
Tiruchirappalli District. There are eleven branches of LIC
located in the Tiruchirappalli District. In the Tiruchirappalli
District's urban region, there are four LIC branches. (Main
Office at Cantonment, Branch office at Karumandapam,
Kattur and Srirangam). The respondents were full-time
insurance agents working for the Life Insurance Corporation
of India. Fifty questionnaires were issued in four offices, and

the entire set of questionnaires was collected after they were
filled out. Out of two hundred samples of the study, 58.5 per
cent were Male (107) and 41.5 per cent were Female (83).
The purposive sampling method was employed for this study.
The primary purpose of this study is to determine whether any
group difference exists between male and female insurance
agents regarding their career satisfaction.

Research Instrument: The questionnaire method has been
adapted to collect responses from insurance advisors. The
questionnaire consists of nine questions. The nominal and
ordinal scales were used to measure the personal variables,
including gender, age, education, and experience. The five
core questions, namely the Carecer Satisfaction Scale
(Greenhaus et al., 1990), were measured using a 5-point
Likert scale (1 as 'Highly dissatisfied' and five as 'Highly
satisfied"). With a continuous reliability coefficient of 0.88,
these items have been extensively employed in prior
empirical studies.

Data Analysis: Fifty questionnaires were distributed in four
offices located in the urban area of Tiruchirappalli. All the
issued questionnaires were collected, and computerised
analyses were done using SPSS 21 and AMOS. Since no
missing values were found, the reliability and normality of
these items were checked. The frequency distribution of the
collected sample size revealed that out of 200 samples, 117
(58.5%) Were Male respondents and 83 (41.5%) were female
respondents.

VII. OBJECTIVES

The primary objective of this study is to determine whether
and to what extent a gender gap exists in the career
satisfaction of LIC insurance advisers. The following null
hypothesis was developed for this investigation based on the
objective.

A. Null Hypothesis

1. There would be no distinction between men and women
in their satisfaction with their professional
accomplishments.

2. There would be no distinction in the level of career
satisfaction between men and women when they
achieve their professional objectives.

3. There wouldn't be a difference in career happiness
between men and women based on their salary.

4. There would be no difference in the career satisfaction
of men and women as they advance in their careers.

5. There wouldn't be a difference in how satisfied men and

women are with their careers when they acquire new
talents.

Table 2: Item and Reliability Statistics

. Item Information s
Indicator Name Nean Std. Deviation 1 N Cronbach’s Alpha

I am happy with the career achievement I have attained. 3.32 1.026 200
I am satisfied with the progress I have made towards my long-term professional goals.. 3.61 855 200
I am pleased with the progress I have made in achieving my financial objectives. 3.71 .866 200 0.863
I am pleased with the advancement I have made in reaching my objectives. 3.55 .807 200
. I am pleased with the progress I have made in achieving my objectives for pickin, ne

am preasec witli The prog v 1 achieving my oBIectives Tor peking upiew! 3 62 933 200
abilities.

Cronbach’s Alpha 0.863, No. of items 5
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A five-point scale questionnaire has been developed for this short research article to assess the occupational satisfaction of the
insurance advisers of the Life Insurance Corporation of India. Each question measures from "strongly disagree" to "concur"
on Likert's scale, with five points available. It is essential to know whether the questions included in the questionnaire reliably
measure the same latent variables of Career satisfaction. The Cronbach's Alpha test result for our career satisfaction measure,
using a sample of 200, was 0.863, indicating a good level of internal consistency.

Table. 3 Tests of Normality

. Shapiro-Wilk
Indicator Name Statistic af Sig.
Cssil 898 200 0.256
Css2 353 200 0352
Css3 821 200 0.189
CSS:4 343 200 0271
Css5 800 200 0376

The test statistics are shown in Table 1. Two tests of normality are conducted, namely, the Shapiro-Wilk test and the
Kolmogorov-Smirnov test. If the dataset has fewer than 200 elements, the Shapiro-Wilk test can be used as a general guideline;
otherwise, the Kolmogorov-Smirnov test is applied. In this short-term study, only 200 elements of the dataset were included,
and the Shapiro-Wilk test was used. The significant value of the five Career satisfaction scale indicators is shown in Table
No.1. The p-value for CSS1 is 0.256, CSS2 is 0.352, CSS3 is 0.189, CSS4 is 0.271, and CSS5 is 0.376. Since the p-value of
all Career Satisfaction indicators scored above 0.5, it can be rejected that the null hypothesis is accurate, and it can be concluded
that the data come from a normal distribution.

VIII. RESULTS AND DISCUSSION

Model Fit Index: The measurement model for insurance advisors' career satisfaction is constructed to determine the regression
weights for five items that emerged under the latent exogenous construct of career satisfaction. The model fit indices were
examined with a thumb rule explored by Yaslioglu et al. (2020) [18] and Bentler et al (1999) [19] to assess the measurement
model fit: It is allowed to have a Chi-Square to Degree of Freedom ratio of fewer than 5. (Actual=4.317 acceptable), root mean
square error of approximation less than 0.1 for a good fit (Actual=0.127, merely adequate). Comparative fit index and normal
fit index greater than 0.9 for a reasonable fit concern (Actual=0.958 and .947 acceptable). The adjusted goodness of fit index
is less than 0.5, which is a reasonable fit concern (Actual=0.780 acceptable). To get a correct fitness index, the modification
indices were taken into account. Given that it is higher than 15.0, the modification Indices value of 49.73 is regarded as high.
Here, el and e2 are the range of the linked measurement error. They (el and e2) were connected since they were redundant.
The overall results of the fit indices discussed above are consistent with accepted standards, showing that the model and the
data are congruent. Acceptable can be used to describe the model fit. Figures 1 and 2 show the regression weights of career
satisfaction items for Male and Female respondents, respectively.

54

. . | am satisfied with the success
| have achieved in my career,

Fithess Indexes
ChiSq = 34.537
df=8

P-Value = .000
ChiSq/df = 4.317
TLI = .8986

CFl =.958
RMSEA = .128

NOORON2

56

| am satisfied with the progress
| have made towards meeting

my overall career goals

45

| am satisfied with the progress
| have made towards meeting

my goals for income

Career Satisfaction

50

| am satisfied with the progress
@ | have made towards meeting
my geals for advancement

90

| am satisfied with the progress
Q | have made towards meeting
my goals for the development

of new skills

Figure No. 1 Component of the measuring model for male insurance advisers' career satisfaction has standardised
regression weights. (N=107)
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¥/ . 1. ChiSq=34.537
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| am satisfied with the progress
| have made towards meeting

my overall career goals

65

| am satisfied with the progress
| have made towards meeting

my goals for income

Career Satisfaction

38

| am satisfied with the progress
@ | have made towards meeting
my goals for advancement

1.04

| am satisfied with the progress
Q | have made towards meeting
my goals for the development

of new skills

Figure No. 2 Component of the measuring model for Female insurance advisers' career satisfaction has standardised
regression weights (N=93)

Table 4: Estimate of Regression Weights for Career Satisfaction Items (IMale)

Observed Latent Factor Beta Values Estimate of Standardized Beta S.E. C.R. P
CSS1 831 0.736 .085 9.783
CSS2 728 0.751 .072 10.090 oAk
CSS3 Career Satisfaction 11 0.669 .083 8.579 oAk
CSS4 .652 0.710 .103 6.297 ook
CSS5 1.000 0.949 Reference Point

Table 5: Estimate of Regression Weights for Career Satisfaction Items (Female)

Observed Latent Factor Beta Values Estimate of Standardized Beta S.E. C.R. P
CSS1 0.869 0.774 0.081 10.732 ok
CSS2 0.654 0.730 0.069 9.523 oAk
CSS3 Career Satisfaction 0.624 0.809 0.052 11.904 ook
CSs4 0.519 0.617 0.101 5.122 ook
CSS5 1.000 1.019 Reference Point

The regression weights for five career satisfaction measures for male and female insurance advisors are displayed in the above
table. Since the career satisfaction indicator CSS:5 scored highly for both groups' regression weights, it is used as the reference
point. All of the indicators were found to significantly (at the 0.001 level) predict the latent constructs. The CSS:2 for Male
Respondents factor received the highest factor score of 0.751. Less than 0.001 per cent of the time, a crucial ratio with an
absolute value of 10.09 is achieved. At the 0.001 level, there is a substantial difference between zero and the regression
coefficient for career satisfaction in the estimate of CSS:2 (being happy with the progress I have made towards achieving my
overall professional goals). It is discovered that for every increase in career satisfaction for the study's male insurance advisors,
CSS:2 increases by 0.751.

The CSS:3 factor for the concern of female insurance advisors received the highest factor score of 0.803. Less than 0.001 per
cent of the time, a crucial ratio as excellent as 11.904 in absolute value will occur. The regression weight for professional
happiness is favorably unlike from zero at the 0.001 level in the prediction of CSS3 (the steps I've taken to get closer to my
financial objectives). It has been discovered that when professional satisfaction for the study's female insurance advisors
increases by 1, CSS:3 increases by 0.809.
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The t-test is conducted to determine whether male and female insurance advisors’ career satisfaction is identical or different.
The test also indicates which group experiences higher career satisfaction than the others. Table No. 6 shows the final outcome

of the test results.

Table 6. Hypothesis test result summary

Standardized Regression Weights
Career
. . Group 1 Group 2 Null t - Test
Satisfaction . . P value Result Inference
Indicators Male Insurance Advisor Female Insurance | Hypothesis Score
N=107) Advisor (V = 93)
CSs:1 0.736 0.774 H,1 -0.6221 0.536 P?O'(.)S No difference
Not Significant
CSS:2 0.751 0.730 Ho2 0.3382 0.726 P?O'QS No difference
Not Significant
Css:3 0.669 0.809 H.3 22352 | 0025 P=<0.05 Difference
Significant
Css:4 0.710 0.617 H.4 13917 | 0.164 P=0.05 No difference
Not Significant
CSSS 0.949 1.019 H,5 -3.6691 0.001 .P<.O'05 Difference
Significant
B. Hypothesis Test Result summary: 0.809. It is concluded that Female insurance advisors have

The regression weights for the five career satisfaction
measures are displayed in Table 6. The t-test and the
associated P-value for each career satisfaction indicator aid in
determining whether to accept the null hypothesis. Because
the p-value (0.536) of HO1 is higher than the significance
level of 0.05, it is found that the null hypothesis may be
adopted and that there wouldn't be a distinction in job
satisfaction among male and female insurance advisers based
on their professional successes. Since the probability value
(0.726) of HO2 is higher than the threshold for significance of
0.05, the null hypothesis may be accepted because it reveals
that there is no disparity between the career satisfaction of
male and female insurance advisers based on the achievement
of their professional goals. The p-value for HO3 is less than
the threshold of 0.05, indicating that there would be a
difference in professional satisfaction among male and
female insurance advisers depending on their wages.
Accordingly, the null hypothesis is not accepted. The null
hypothesis is accepted since the p-value (0.164) of H04 is
above the significance level of 0.05, showing that there would
be no difference in job satisfaction among male and female
insurance advisors based on their career development. The
null hypothesis is rejected since the p-value for HOS is less
than the significance level of 0.001, indicating that there
would be a variance in job satisfaction among male and
female insurance advisers based on their acquisition of new
skills. The sample from the two demographic studies
provides compelling evidence to support the conclusion that
the average for male and female insurance consultants is
equal.

IX. CONCLUSION

Based on their career goals and achievements, it is concluded
that there is no difference in career satisfaction between the
male and female insurance advisers in Life Insurance
Corporation of India. Based on their earnings and acquisition
of new skills, however, a discrepancy remains between the
male and female insurance consultants of the Life Insurance
Corporation of India. It is revealed that the standardised total
effect of Male insurance advisors' career satisfaction on their
Income is 0.669, and for Female insurance advisors, it is

Retrieval Number: 100.1/ijmh.K16370791123
DOI: 10.35940/ijmh.K1637.0791123
Journal Website: www.ijmh.org

18 © Copyright: All rights reserved.

higher satisfaction than Male insurance advisors regarding
their income drawn in their career. The estimated predictor of
CS3 explains 65.4% of the variance for Female respondents
and 44.7% for male respondents. The standardised total effect
of Male insurance advisors’ career satisfaction on their skill
development is 0.949, and for Female insurance advisors is
1.019. It is concluded that female insurance advisors are more
satisfied than male insurance advisors with their skill
development in their careers. The estimated predictor of CS5
explain 103 percent for Female respondents and 90 percent
for Male respondents. The null hypothesis is disproved since
HO03's p-value (0.025) is below the threshold of 0.05, which
means that there would be a difference in professional
satisfaction between male and female insurance advisors
based on their earnings. The null hypothesis is rejected, and
it is inferred that there is a variance in professional
satisfaction between male and female insurance advisers
based on their acquisition of new skills. It is discovered that
the p-value (0.001) of HOS is less than the significance level
0f 0.001.

Managerial Implications: This brief research report
examined job satisfaction among male and female insurance
advisers from the Life Insurance Corporation of India in the
Tiruchirappalli District of Tamil Nadu. The findings indicate
that there is no disparity in professional accomplishments,
career objectives, or career progression between male and
female insurance advisors. However, female insurance
advisers are more satisfied with their progress towards
achieving their financial and skill-development goals than
male insurance advisers are. In other words, it can be
concluded that Male respondents are less satisfied with the
income earned from their career as insurance advisors, and
they feel low in the progress of developing new skills in their
career. There is a variance among male and female
responders about their pleasure, according to the prior
studies. The hazard ratios of income satisfaction for both men
and women decreased and became non-significant, according
to Alexander Miething's (2013) [20] investigation on the role
of income satisfaction. Male respondents felt less satisfied
with their career progress made through the development of
new skills than Female respondents.

Published By:
Blue Eyes Intelligence Engineering
& Sciences Publication (BEIESP)

Exploring Innovation


https://www.openaccess.nl/en/open-publications
https://www.doi.org/10.35940/ijmh.K1637.0791123
https://www.doi.org/10.35940/ijmh.K1637.0791123
http://www.ijmh.org/

The management must consider the above two career
satisfaction indicators, which have created a gap between
Male and Female insurance advisors in their careers at the
same office. Income is more important for insurance agents
to meet their life requirements. As we know, insurance
advisors do not receive a fixed income from LIC. The
Commission that they receive from the premiums of
policyholders is considered their income from their career. It
is noted that when the insurance advisor’s performance
increases, their income also increases. The development of
new skills by an insurance advisor is crucial for a more
successful career growth. The Life Insurance Corporation of
India should take necessary steps to provide appropriate
training for its insurance advisors, enabling them to develop
new skills and enhance their careers and success in the
competitive insurance industry.
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