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Abstract

This study was focused on examining the relationship between self-esteem, job satisfaction,
and job performance of police officers. 303 samples were randomly selected and
questionnaires were administrated to police officers. Of which 293 returned back the
questionnaires. Quantitative research design was employed as a research design and data
collected through standardized and adapted instruments like Rosenberg Self-esteem scale,
job satisfaction survey, and job performance instrument. The data were analyzed based on
descriptive and inferential statistics. Independent sample t-test was employed to check
whether there is a gender difference on the study variables. The result showed that there was
no significant difference between gender and self-esteem, job satisfaction, and job
performance score levels. The bivariate correlation result indicates that self-esteem of police
officers have very weak, inverse and statistically not significant relationship with job
satisfaction. And also, job satisfaction has a very weak, inverse, and statistically not
significant relationship with job performance. But, self-esteem has weak, positive, and
statistically not significant relationship with job performance of police officers. Furthermore,
the result of multiple regression analysis showed that the variable of self-esteem and job
satisfaction explained 0.3 % of the variance in the level of job performance, and it has no
statistically significant power to predict predictor variables over criterion variable. The
99.7% of the variation in the level of job performance of police officers was not explained by
other variables in the model. And also, the Standardized Beta Coefficients give a measure of
the contribution of each variable in the model. Therefore, the self-esteem of police officers
have 9.7 % positive contribution on job performance and job satisfaction of police officers
have a negative effect (-0.3 %) on job performances. Based on the finding, the study
concludes with some recommendations, and conclusions on how to maintain and improve the

level of self-esteem, job satisfaction and job performance of police officers.

Keywords: Police officers, self-esteem, job satisfaction, job performance
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Chapter One
1. Introduction

1.1.  Background of the Study

The fundamental goal of modern police organization is to achieve greater performance and
maximize effectiveness in order to become as successful and productive as possible.
According to Wisniewski (2001), police officers always try to provide quality service and
high performance organizations based on the expectations and needs of their stakeholders
including the communities, civilian and customers. In this regard, police officers’ job
performance is crucial element in the organization. This is because police officers’ job
performance promises significant impact on their work and society. De Waal (2010) stated
that police officers is able to anticipate, respond and adapt to change is crucial element will
achieving high- performance in the police organization. Additionally, it is strongly supported
by Danish and Usman (2010) indicated that officers as important assets and as the key for

development for success in the organization.

The excellence of an organization is dependent on each individual’s performance in carry out
their responsibilities and duties (Pushpakumari, 2008). The police organization is a public
organization their aim is maintaining security to ensure prosperity. Police responsibilities are
specialized, complex and risky. The police work in a high-pressure environment and risking
their lives is part of the job description (Chapman, 2009). According to Arif and Chohan (
2012), under the various circumstances different employees in an organization yield different
levels of job performance due to their satisfaction level, motivation level, behavior, and self-
esteem. Hoath, Schneider, and Starr (1998) stated that the effective functioning of police
organizations depends on job satisfaction and its effect on higher productivity as well as its
effects on lowered stress and employee turnover (Denhart, 1984). Unsatisfied police
employees create a problem in the process of delivering quality services for the public and it

affects the public image (Yim and Schafer, 2009; Buzwa, Austin, and Bannon, 1994).

From the range of empirical studies, there is generated widespread research concerning the
benefits of job performance (Paoline, 2004), job satisfaction (Sy, Tram, and O'Hara, 2006),
and self-esteem in the workplace (Judge and Bano, 2001). However, there were mixed results
of studies on the relationship between self-esteem and job performance; job satisfaction and
job performance of the employee. One important factor that influences employees' job

performance besides employee job satisfaction is self-esteem. According to Korman (1970),

1
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self-esteem is considered as an overall evaluation of our self-worthiness, and the individual

tends to see him/herself as competent enough to satisfy the need.

The self-esteem of individuals influences their behavior and performance both at work and in
general life. Some studies suggested that there is no positive and significant relationship
between self-esteem and job performance. Baumeister, Campbell, Krueger, and VVohs (2003)
found that self-esteem seems to have little or no direct relationship with job performance.
Corroborating this position, Ogiamien, and lzuagbe, (2016) concluded that there is no
positive and significant relationship between self-esteem and job performance of personnel in
private university libraries in South-South Nigeria. And also, Bund (1984) indicated that
police officers' job performance was not related significantly to self-esteem.

Job satisfaction in the work police can be as critical for police officers as it is for the
organization and key to understanding of employees’ behavior. Shahu and Gole (2008)
analyzed the effect of job satisfaction on job performance. They summed up their findings on
a factor that work satisfaction should be considered by the organization as an important plan
which needs to be extended in order to improve job performance of employees.

Prasada et al., (2014), the level of job satisfaction and the relationship between satisfaction
and work performance in National Bank of Ethiopia. The study founded that there was
positive correlation between job satisfaction and job performance. In other words, the
determinant factors like working condition, pay system, fair promotion and  work itself
affect employees’ job performance. Job satisfaction has positive influence on employee job
performance. Corroborated this findings, some studies have done by scholars show that job
performance and job satisfaction are strongly correlation positive (Agyare, Yuhui, Mensah,
Aidoo, and Ansah, 2016; Koedel, Springer, and Tan, 2017; Shaju and Subhashini, 2017). And
also, other studies identified the relationship between job satisfaction and job performance of
the employee. Ostroff (1992; 1991; cited in Natsir, 2018) concluded that employees' job

satisfaction had a significant relationship with employees' job performance.

In addition to this empirical finding, some researchers indicated that employees' job
satisfaction had a significant correlation with employee job performance (Ahmadi, 2009;
1991; Nabirye, 2010; 1996; Murgianto et al., 2016; 1991; cited in Natsir, 2018). There is a
piece of contradictory empirical evidence indicated that there is no significant relationship
between job satisfaction and job performance (Keaveney and Nelson, 1993). Different

research studies related to job satisfaction and its effect on job performance of employees in
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different public organization has been conducted in Ethiopia (Dawit, et al., 2017; cited in
Liyu, 2019), and United State, UK, Australia, Hong Kong and Sweden (Lacy & Sheehan,
1997; cited in Liyu, 2019).

Therefore, no matter how many studies conducted in different corners of the world to reveal
the relationship between self-esteem, job satisfaction and job performance, still now there is
no agreement among researchers and the results about the magnitude and direction of the
relationship. Moreover, the study aims to fill the existing empirical gap by examining
empirically the relationship between self-esteem, job satisfaction and job performance of
police officers in Ethiopian Police University College.
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1.2.  Statement of the Problem

Currently, police departments are important and essential public organizations. They are
trying to achieve practical results (Moore and Braga, 2003). The job performance of police
employees is one of the important elements that influence the survival of police organization
in dealing with controlling conflicts, crimes, and social order that impact the lives of people.

However, these practical job performances are affected by different factors in the workplace.

Police departments are divided into the federal and regional state as an entity in Ethiopia
provide services. But, in the recent past due to insecurity, some police employees have been
observed with negative synergy. These are difficulties in fighting crime, road traffic control,
police personnel training, and crime investigation. Police departments have been perceived as
being dedicated to policing work leading to the process of maximizing employees' job
performance. The police work in high pressure and risky environment that is part of the job
description. Policing is a profession riddled with the different environmental situation and the
failure of police personnel to deal with high-pressure situations affect their work performance
(Chapman, 2009).

Ethiopian Police University College is one of the oldest government higher education
institutes in Ethiopia, specialized in human development since its establishment in 1946.
Presently, the University College is engaged as one of the higher education institutes to
generate higher police officers who respect and implement the constitution of the FDRE in
every policing operation and activity. However, as a preliminary interview and personal
observation with some police officers at Ethiopian Police University College, the University
College is providing education and sponsorship program for its staff of different levels. Yet,
after employees complete their education and promotion those employees expect to be placed
in the position they fit. Nevertheless, the University College has no appropriate measures are
taken in promoting employee in terms of status, education, skill, and working experiences. In
this regard, employees claimed that these aspects influence their job satisfaction, self-

evaluation, and job performance in a negative way and it forcing them to leave their job.

In addition to, police organizations, including Ethiopian Police University College, are in the
process of reform, restructuring, and swift change in personnel, technology, organization that
want to remain competitive, outwit rivals and must maintain employees are open to
innovation and changing roles. Nevertheless, employees will be more adaptive, corporative,

and productive if they are satisfied with their job and if they have high self-esteem. It is true
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to say those police employees in police organizations yield different levels of performance
under the various circumstances based on their satisfaction level, self-esteem level,
motivation level, behavior, and many other factors contribute in yielding various levels of
performance by various individuals (Arif and Chohan, 2012). As a result, the organization
must work within its border of operation to improve employees' job performance level for
organizational sustainability considering the enhancement of job satisfaction and self-esteem
of police officers.

Moreover, earlier studies on employees' job satisfaction mainly focused on factors that
contribute to its attainment, but much analysis on its impacts towards performance was not
made (Dinker, 2008; cited in Leyu, 2019). Several studies on job satisfaction and self-esteem
have been carried out over the years. However, the studies have been done at some public
organization and research has not been done enough on the relationship between self-esteem,
job satisfaction, and job performance of police officers in police organizations. Form the
examples of such studies; one study was carried out by Lokesh, Patra, and Ventatesan in
2016 on police stations in Mysore Urban District, Karnataka, India. Tirhas, Abay, and
Asteway (2015) studied among health care providers in Federal Police Referral Hospital,
Addis Ababa, Ethiopia. They were focused on studying the relationship between the
determinant of job satisfaction and job performance. In addition, Cevik (2017) focused on the
predictive relationship between self-esteem and job satisfaction not considering job
performance of employees. The lack of enough research on employee self-esteem, job
satisfaction, and job performance in police organizations brings about a great gap that needs
to be filled.

It is imperative for organizations to evaluate and realize the significance of employees for
their success and also to device strategic means through which employees can be influenced
in order to develop positive job attitudes that can lead to higher performance (Inuwa &
Mashi, 2017). In this regard studying the characteristics of relationship between self-esteem,
and job satisfaction enables to address and prioritize human resource practices that can
improve of police officers’ job performance. And also, it impacts University College obliged
to look at itself and adjusted the overall working environment. In similar self-esteem and job

satisfaction will have beneficial effect on police officers’ job performance.

Therefore, in this study, the relationship between self-esteem, job satisfaction, and police
officers' job performance was examined; self-esteem and job satisfaction were treated as

predictive variables, and police officers' job performance is considered as the outcome

5
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variable. Hence, the study is primarily concerned with the relationship between variables in
the police organization. In trying to asses this relationship, the following research questions
were addressed.

1.3. Research Questions

1. What are the level of self-esteem, job satisfaction, and job performance of police officers
in EPUC?

2. Is there a significant gender difference between self-esteem, job satisfaction, and job
performance of police officers in EPUC?

3. Isthere a statically significant relationship between selected socio-demographic variables,
and self-esteem, job satisfaction, and job performance of police officers in EPUC?

4. Are the self-esteem and job satisfaction predicts job performance of police officers in
EPUC?

1.4.  The Objective of the Study
1.4.1. General Objective of the Study

The general objective of this study is to examine the relationship between self-esteem, job

satisfaction, and job performance of police officers in EPUC.
1.4.2. Specific objectives of the Study

» To measure police officers’ level of self-esteem, job satisfaction, and job performance in
EPUC.

> To identify the gender differences among self-esteem, job satisfaction and job

performance of police officers in EPUC.

» To identify the relationship among selected socio-demographic variables, and self-

esteem, job satisfaction, and job performance of police officers at EPUC.

» To assess the extent of self-esteem and job satisfaction in jointly predicting job

performance of police officers in EPUC.
1.5.  Significance of the Study

The result of this study benefited primarily Ethiopian Police University College to formulate
and design appropriate directives and strategies to take action in improving police officers'

job performance through maintaining job satisfaction and enhancing self-esteem as a means
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to achieve organizational objectives. Besides, the study will provide information about the
extent of job satisfaction and self-esteem level in contributing to police officers' job
performance in daily activities. And also, this study was contributed to the human resource
management process and executives in the organization for planning and decision making by
knowing the real influence of self-esteem and job satisfaction on employees' job
performance. Furthermore, the result was conveying knowledge on Ethiopian Police
University College police managers and how police officers are supported and motivated to

improve their job performance.
1.6.  Scope of the Study

This study delimited to Ethiopian Police University College, Sendafa town because the
researcher could get easily the cooperation of the management and it is easy to accomplish
the objectives of the study. This study was also delimited to one point of data collection
procedure of a cross-sectional survey and restricted to self-esteem, job satisfaction, job

performance, and some selected socio-demographic variables.
1.7.  Limitation of the Study

As different scientific research, this research study faced with some shortcomings. Firstly,
data was collected based on self-report of the police employees on self-esteem, job
satisfaction, and job performance. This might create a biased response due to different factors

like responding dishonestly, forgetting, and discomfort.

Secondly, samples of the study were with different unequal distribution of variables i.e.
imbalance of gender distribution and police ranks. Thirdly, COVID-19 pandemic is a current
health-related challenge that affected face to face discussion with the advisor. Finally, this
study was focused on examining the relationship between self-esteem, job satisfaction, and
job performance of police employees. However, it was unable to identify other mediating

variables that could have affected the findings of the study.
1.8.  Definition of Key Terms

Job performance- As measured by Pardhan and Jena the job performance of an employee
refers to the explicit behaviors that are assigned as a part of the job description and

individuals' ability on job characteristics and work situation.
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Job Satisfaction- As measured by Spector’s a 36 items scale; it refers to an individual’s
expression of pleasures or attitude resulting from the appraisal of one's job or job

experiences.

Police Officers- refer to all police employees with ranks from constable to commander and
working in Ethiopian police University College, including members, teachers, and different

unit heads except commissioners.

Self- Esteem —As measured by Rosenberg of Self-Esteem Scale; it refers to personal
evaluable components of oneself, and individuals' global self-esteem, not domain-specific
and sense of his/her capability, worthiness, value, and significance or the extent to which a
person values, approves of, appreciates or likes himself or herself.
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Chapter Two
2. Review of Related Literature
2.1.  Definition of Study Variables

2.1.1. Self-Esteem

To understand the concept of self-esteem, different scholars are defined in many ways.
Nevertheless, the most known definition is given by Rosenberg in his book "Society and
Adolescent Self-image", described self-esteem as a favorable and unfavorable attitude toward
a particular object; and it is an overall personal evaluation of one's worth and value
(Rosenberg, 1965). Other scholars define self-esteem rather than the subjective concept of
evaluation. For instance, a much-known person, who is a motivational speaker, and a child
therapist, Greene defines self-esteem as the tool for people to move throughout the lives and
help an individual to achieve his/her specified goals (Greene, 2005).

But, others define in terms of their perspectives. According to Bellou, Chitiris, and Bellou,
(2005), self -esteem is the basic appraisal activity one makes of oneself, as it concerns about
one's value that one individual tries to put oneself in some particular place, as a person.
Besides, self-esteem is also a construct that individuals evaluate themselves with global
relation (Classen, Sherrilene, Velozo, and Mann, 2007). Self-esteem is also defined as a
person's global evolution toward himself/herself (Pyszczynski, Greenberg, Solomon, Arndt,
and Schimel, 2004). Moreover, self-esteem is the degree in which a person believes
him/herself as a competent, successful, and worthy. Obidigbo (2006; cited in Farooq,
Muhammad, Riaz, Irfanullah, Sattar, and Naveed, 2015) defined self-esteem is involving in
the process of subjective evaluation of one's strengths and weakness, how one can relate and
associate with others, and look at one ability to stand independently in our social status. And,
it is an overall evaluation, attitude toward, ones' capacity, and generally, it is a self-

acceptance and compatibility with humility.

However, Creed, Bloxsome, and Johnston (2001) argue that the belief of individual capability
to change the situation is a major factor for the level of self-esteem. Over a year different
research studies used self-esteem with different dimensions like self-efficacy, core self-
evaluation traits, and organization-based self-esteem. In general, self-esteem is a part of self-

concept which stands for what we think about ourselves and sometimes our identity. What we
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think about ourselves is the evaluation of ones' position (positive and negative) would be
recognized as self-esteem (Smith, Mackie, and Claypool, 2014).

2.1.2. Job Satisfaction

Job satisfaction is a widely studied construct in industrial and organizational psychology. Job
satisfaction is defined as the pleasant emotional state toward the job, perception of the work,
conception, and assessment of work environments, and it is the perception and experience of
all about the work and workplace (Lise and Timothy, 2004). Sowmya and Panchanatham
(2011; cited in Liyu, 2019) stated that job satisfaction is an evaluation of a job that the
individual assess how the work satisfies personal needs in the organization. Lock (1969)
states that job satisfaction is an emotional state and pleasurable feeling toward the job and
experience of his/ her job. Job satisfaction is a degree to which an individual likes or dislikes
his/her job and work experience (Spector, 1997). Job satisfaction is an emotional and
affective response to the job and working environment (Smith, et.al., 1969; cited in Chong,
and Kee, 2019). According to Berry (1997), job satisfaction is the collection of attitudes that

an individual worker reacts to their job.

Henceforth, the term employee job satisfaction connotes one side of satisfaction coming from
duties, working conditions, salary, and from another dimension of the work that includes: job
security, internal and external communications, the reward and promotion system,
possibilities of professional development, leadership, relationships, autonomy, the
organization as an institution, possibilities of a work-life balance, and sometimes also
environmental facets like the attitude of the public towards the police (Evic, Seljak, and
Aristovnik, 2014). According to Armstrong (2006), the study shows that the main factors that
influence employee job satisfaction include: career opportunities, job influence, teamwork,

and job challenge.
2.1.3. Job performance

Job performance is a critical issue in organizational behavior research and the most effective
indicators for organizational performance and productivity. According to Colquitt, LePine,
and Wesson (2010), employees' job performance is the basic ground for the success of the
organization. Organizational failure depends, to a large extent, on the employees' job
performance (Saetang, Sulumnad, Thampitak, and Sungkaew, 2010). Job performance is all
about the behavior of employees that shows a good performance in the organizational context
(Borman, 2004; Campbell, McHenry, and Wise, 1990).
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Campbell (1990) assumes that job performance is considered as a behavior of performing
core activities/task performance of work. Nmadu (2013) stated that productivity, job
satisfaction, turnover, and absenteeism are parameters to measure job performance.
Moreover, employee performance should be differentiated between an action (i.e.,
behavioral) aspect and an outcome aspect of job performance (Richard, 2009).This
behavioral aspect related to an individual's activities in a particular working situation. And
also, this behavioral aspect can be scaled and measured to constitute employee performance
(Richard, 2009). Furthermore, the outcome aspect of employee performance is related to core

activities rather than an individual's behavior.

However, nowadays these behaviors are expanded to diverge behavioral aspects that are not
related to core activities (Cai and Lin, 2006). Due to this, job performance should not assess
the core activities (task performance) but also other activities (contextual performance) to
grasp in a holistic way to measure the performance of employees (Borman, and Motowidlo,
1997; Motowidlo, 2003). For this study, job performance is all about the behavior of task,

adaptive, and contextual performance.

Therefore, individual job performance is a critical element in the organization. Though, it can
be determined by many influential factors, the level of organizational effectiveness and
efficiency measured through individuals' job performance. This situation applies to any
organizational context in which this is the law enforcement sector cannot be undermined.
Within the Ethiopian context, Ethiopian Police University College leaders and staff in their
organization need to concern employees' job performance. In this study, this research focuses
on the task, contextual performance, and adaptive performance which are prescribed by the

formal job role.
2.2.  Effect of High and Low Self-Esteem on Performance

Baumeister, et al. (2003) indicated that high self-esteem benefits an individual on
interpersonal successes and relationships, happiness, and a healthier lifestyle. People with
high self-esteem have better job performance, make a good impression on others, social
relationship between others. Also, Baumeister, et al. (2003) stated that high self-esteem
makes people in a group discussion on different issues and openly discuss in a group.
Overall, the benefits of high self-esteem fall into two categories: enhanced and pleasant
feeling. Whereas, low self-esteem comprises a common mark that includes the feeling like a

feeling of failure or depression and hopeless, a lot of time feeling tired, living bored with life,
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to get things having little motivation, thinking negatively about the possible opportunities and
ability, and having little motivation (Fouzia and Ali, 2012; cited in Baumeister, et al., 2003).

Nasreen, et al. (2012; cited in Baumeister, et al., 2003) stated that low self-esteem affects
overall personality of an individual that related with blindness to reality, irrationality, fear of
the new and unfamiliar, low self-worth, lack of self-confidence, depression, feelings of
inadequacy, inappropriate rebelliousness or inappropriate conformity, controlling behavior or
an overly compliant defensiveness, social-anxiety, depression, and others. Generally, low
self-esteem indicates signs of constant depression, eating disorder, emotional turmoil, self-
neglect, socially withdrawn from activity, inability to trust one's own opinions, overly
concerned about what others think, always quitting and resigning and unable to take on
challenges arrogant and extreme self-defensive behavior, consistent anxiety, unable to accept

compliments, always accentuating the negative one (Tahir, and Sajjad, 2013).
2.3.  Determinant Factors of Job Satisfaction

Employees’ job satisfaction is the basic behavioral orientation that ensures the long-run
effectiveness of the organization both in public and law enforcement sectors. According to
Buzawa (1984), studying the patterns of job satisfaction is very important due to the purpose
of correlating to behavioral orientation and the dramatic effect of the overall performance of
the organization. Generally, job satisfaction is composed of different dimensional factors
such as satisfaction with supervision, co-worker relation, work itself, benefits, appraisal,

promotion practices, etc. (Hackman and Oldman, 1980; cited in Boker and Dolu, 2010).
e Work Environment

The working condition is one of the basic measures of the comfort of the employee in the
working area. This is the fact that an individual would spend more time on their organization
if the working environment is maintained and the necessary resources are provided to its

employees (Kawanda and Otsuka, 2011).
e Relationship with Supervisors

The research study indicated that the impact of supervisor support is a significant relationship
to job satisfaction of employees (Johnson, 2015; Lambert, Qureshi, Klahm, Smith, and Frank,
2017; cited in Chong, and Kee, 2019). Sparr and Sometege (2008; cited in Leyu, 2019)
suggested that supervision of employees was positively related to job satisfaction, job

depression, and turnover intent. One of the studies was conducted on the Royal Malaysia
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police department located in Malaysia. The result of the study is shown that supervision is
positively correlated with the job performance of police employees in George Town, Pulau
Pinang, Malaysia. Similarly, other study supported the idea that a supportive relationship
with their immediate supervisors experiences a higher level of job satisfaction than those who
do not (Ting, 1997; cited in Abdulla, 2009).

e Relationship with co-worker

According to Igbal (2010), harmonious and friendly interaction of the individual with their
fellow employee influences positively every individual's level of organizational commitment
and job satisfaction. Two different surveys were collected from Texas and showed that co-
workers' support and relationship is positively correlated with job satisfaction
(Charoensukmongkol, Moqgbel, & Gutierrez-Wirsching, 2016; cited in Chong, and Kee,
2019).

e Communication

According to Javed et al. (2004), effective communication within the workplace would
enhance the job satisfaction of employees. The study conducted by Spector (1997) showed
that there is a positive relationship between communication and employees' job satisfaction at
the workplace. In a study conducted at the South Yorkshire Police department in Britain, the
study result shows that communication with the more senior staff was found a strong
relationship to job satisfaction. Similarly, a recent study conducted by Nobile and
McCormick (2008; cited in Abdulla, 2009) stated that good communication between staff
was found to have a strong relationship with job satisfaction among 356 staff members of 52

primary schools in Australia.
o Pay

According to Dessher (2012), the pay is all about compensation toward a particular job.
Heery and Noon (2001; cited in Leyu, 2019) stated that pay has several components like
basic salary, benefits, bonuses, incentive and pay for doing extent work. Therefore, the pay is
what an employee receives as compensation for their work and takes how worth after
fulfilling his assigned duty. One study indicated that there is no significant relationship
between pay and job performances among police officers in the district North East Police

Department, Palau Pinang (Chong, and Kee, 2019).

e Job security
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Job security is about individual employees feeling about their future security of his/her job
satisfaction. Those feelings are varying from individual to individual. This job security results
from personal experience in a working environment (Emberland and Rendemo, 2010).
According to Klandermars, Hesselink, and VVan voorem (2010), if employees feel as insecure
for his/her job situation, an individual considered to be less motivated to their job. Job
security is a very important determent factor in reducing employees' turnover and increasing
job satisfaction and it maintains good employee relationships in the organization. Chan
(2011) stated that job security and job satisfaction have a direct positive relationship among
employees.

e Job itself

Moong, Hiu, and Lau (1998) conducted that autonomy on work and feedback on work result
is intertwined with the level of job satisfaction. And also, they stated that the growth
opportunity of the job is a major factor in the satisfaction of the job. The study of Chong and
Kee (2019) indicated that work is positively correlated to job performance among 262 police
officers in the district North East Police Department, Palau Pinang. Also, Evans, Puck, and
Bjorkman (2011; cited in Chong, and Kee, 2019) noted that there is a positive relationship
between job characteristics that employees perceived as good and the same with their
expectations and job satisfaction. Similarly, the nature of the job performed by employees has
a significant relationship between the levels of job satisfaction (Luthans, 2005; cited in
Abdulla, 2009). Moreover, several studies conducted on the relationship between job
characteristics and job satisfaction and results consistently showed that the characteristics of
the job itself and job satisfaction are significantly correlated (Hackman and Oldham, 1975;
Judge and Church, 2000).

e Promotion

According to Parvin and Kubir (2011; cited in Abdulla, 2009), promotion is getting a higher
position in the organization as a result of doing effective work, and employee makes
thoroughly in the organizational hierarchy. If organizations are not working on promoting
employees in different organizational structures, employees will likely involve in a dis-

satisfied situation and their turnover will be increased (Yaseen, 2013).

Promotion has a significant impact on job satisfaction and the opportunity to develop. Many
studies conducted to see whether promotion is significantly correlated with job satisfaction or

not. For instance, many researchers indicated that promotion is strongly correlated and it has
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a direct relationship with job satisfaction (Busari, Mughal, Khan, Rasool, and Kiyani, 2017,
Mughal and Busari, 2015 and Noor et al., 2015; cited in Chong, and Kee, 2019). Similarly,
Bennet (1997) showed that promotional opportunities have a significant relationship with job

satisfaction among police employees in three nations.
e Recognition

According to Danish and Usman (2010; cited in Leyu, 2019), recognition is considered as a
situation where organization rewards employees in different states. Recognition is an intrinsic
reward that is also associated with feedback, growth, opportunities that lead employees
greatly toward higher job satisfaction, and job performance. Yaseen (2013) stated that
recognition is one of the important factors and is considered as a bridge that interconnects
organizational leaders and employees to accomplish organizational objectives. And also,
through recognition employees will realize that they are valuable to the organization and

finally increase job satisfaction and job performance of an employee.

Recent studies on the job satisfaction of police officers indicated that giving high emphasis
on participating in collective decision making and problem-solving creates a high level of job
satisfaction among police officers. The finding indicated that there is a strong positive
relationship between recognition and job satisfaction (Adams, Rohe, and Arary, 2002; cited
in Buker and Dolu, 2010).

2.4.  Dimensions of Employees’ Job Performance

Performance is considered as multidimensional concepts and it includes two process levels
that distinguish the aspects of the performance process and its outcomes from the behavioral
engagement (Borman and Motowidlo, 1993; Roe, 1999). Behavioral engagement indicates
the action of people exhibit to accomplish their tasks, whereas the outcome aspects are the
consequences of an individual's job behavior (Campbell, 1990; Borman and Motowidlo,
1993). They are stated that job Performance is divided into two-dimension, task, and

contextual performance.
e Task Performance

This is the explicit behavior in which every employee has job responsibilities under the job
description. Task performance is the kind of performance that requires cognitive ability to
ensure job performance and is primarily facilitated through task knowledge, task skill that

means the application of technical knowledge to accomplish the task effectively, and having
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an ability to handle multi assignments (Conway, 1999). Therefore, the major consideration in
task performance is a prior experience toward the task and ability to do as expected under job
descriptions. From the organizational context, task performance is a contractual agreement

between the organization and employee to accomplish an assigned task.
e Contextual Performance

Contextual performance refers to the behavior of employee that shows multifaceted activities
like helping others in solving difficult tasks, cooperating with others in the organization,
upholding enthusiasms at work, volunteering for extra work, sharing critical resources and
information for organizational development supporting organizational decisions for a better
change and abiding rules and regulations of the organization (Motowildo, Borman, and
Schmit, 1999). These behavioral attributes are significant for the productivity of an individual
employee, stimulating culture and climate of the organization, and effectiveness of the

organization.

Furthermore, three factors are associated with contextual performance such as facilitating
peer and team performance, demonstrating effort, and maintaining personal discipline. There
are two types of contextual performance as a general level that differentiate one from other:
behaviors that primarily involve the smooth functioning of the organization as it is at the
present moment, and proactive behaviors that used to change and improve work procedures
and organizational processes. However, there is also another contextual performance
behavior that includes five components, namely: sportsmanship, altruism, civic virtue,

courtesy, and conscientiousness (Organ, 1988).
e Adaptive Performance

The recent studies are founded that an individual employee derives certain behavior in their
assigned tasks; they try to tend to adapt the behavior and attitude of the varied required
activities of their job role (Huang, Zabel, and Palmer, 2014). According to Hesketh and Neal
(1999), adaptive performance is referred to an individual ability to adjust and provide

important support to job activities in the dynamic nature of organization and work situations.
2.5.  Gender Differences in Study Variables
2.5.1. Gender and Self-Esteem

In a cross-cultural study, the researcher investigated gender differences in self-esteem. This

study lasted from 1999 to 2009 and examined around 985937 people over the internet across
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48 countries. The result showed that men tend to have higher self —esteem than women
(Bleidorn, et al., 2016). In corroborating this idea, it was founded that self- esteem is higher
in males than females (Freisen, 2003; cited in Zafar, et al., 2014; Kling, Hyde, Showers, and
Buswell, 1999; Mwange and McCaslin, 1994, cited in Zafar, et al., 2014). However, not all
studies indicated that males have a higher level of self-esteem than females. For instance,
studies conducted on collective cultures like Turkey and Iran have found that no gender
relationship in self-esteem or self-esteem scores of females has the same to the males (Cakici,
2010; Gelbal, et al., 2010; Secer, et al., 2012; Yilmazel and Gunay, 2012; cited in Abdulla,
2009) and other study shown that females have a higher level of self-esteem than males
(Naderi, et al., 2009).

2.5.2. Gender and Job satisfaction

Job satisfaction is a pleasant emotional state toward the job, perception of the work,
conception, and assessment of work environments, and it is the perception and experience of
all about the work and workplace (Lise and Timothy, 2004). With this idea in mind, different
studies were conducted on the relationship between gender and job satisfaction. But, we
cannot find the same study result nationwide. Some studies considered as gender is the most
studied demographic variable among police employees. There have been inconsistent and
different results found among male and female police employees (Johnson, 2012 and Miller
et al., 2009; cited in Zhao, et al., 1999). For example, some studies have indicated that
females are more unsatisfied or less satisfied when compared to males. In corroborating this
idea, the study in Tamil, India, it was found that women police have less job satisfaction than

their men colleagues (Vidya and Kotian, 2014).

However, in a study carried out in Gujarat, India, it was found that women police have higher
job satisfaction than their men colleagues (Kumer, and Dhingra, 2016). One of the studies
conducted at Illinois State University revealed that there is no effect of job satisfaction level
on gender (Webstren, Harrison and Javaher, 2016; cited in Omori and Bassey, 2019). And
also, a recent study conducted on demographic characteristics and job satisfaction among
New York City police officers have shown that females were more satisfied with their job
than male, and the differences were not a statistically significant (Cooper, et al., 2014).
Besides, Aremu and Adeyoju (2003) founded that female officers are more satisfied with their

jobs than male workmates.
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2.5.4. Gender and Job Performance

Gender is one of the factors that influence job performance. In public and private
organization there are stereotypic differences among men and women on their ability and
competency differences (Tackson, 2009: cited in Gyanti, 2017). Therefore the existence of
stereotypic beliefs of differences in their skills and ability drives to low job performance.
Giddens (2010) on the other hands observed that gender more related to physiological
perspective. He concluded that the differences in their physical situation affect job

performance directly.

An empirical study carried out by Jimoh (2008; cited in Omori and Bassey, 2019) on
situational judgment, emotional, consciousness, and demographic factors as predictors of job
performance among university administrative workers in southwestern Nigeria showed that
there are no strong differences between gender and job performance of employees. But, the
study of Omeri and Bassey (2019) revealed that gender has a negative significant relationship

with the job performance of employees in public service in Nigeria.

2.6. The Relationship among Selected Socio-demographic Variables, and Study

Variables (Self-esteem, Job Satisfaction, and Job Performance)

Demographic characteristics of employees, such as gender, age/ tenure, ranks, ethnicity, and
educational level have been widely used as potential and determinant factors studying
different variables in policing studies (Buzawa, 1984). In this study, among the selected

socio-demographic factors will be discussed below:
2.6.1. The Relationship between Gender and Study Variables

The studies conducted on collective culture like Turkey and Iran have found no gender
relationship in self-esteem or self-esteem scores of females and males (Cakici, 2010; Gelbal,
et al., 2010; Secer, et al., 2012; Yilmazel and Gunay, 2012; cited in Abdulla, 2009). In a
similar study, gender has no significant relationship with self-esteem (Quatman, et al., 2001;
cited in Sadra, et al., 2017 and Sadra, et al., 2017). With regard to job satisfaction, different
studies were conducted on the relationship between gender and job satisfaction. But, we
cannot find the same study result across the nation wide. For example, in police research,
Brough and Frame (2004; cited in Abdulla, 2009) showed the result of 400 New Zealand
police officers on the relationship between gender and job satisfaction. They revealed that

there was no significant relationship between gender and job satisfaction among police
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officers. This result corroborated with the study of Solomon (2009) which revealed that the
correlation gender did not show significant relationship with job satisfaction.

But, the study of Ambachew (2014) indicated that there was a positive and significant
correlation between gender and job satisfaction among 260 employees of Ethio-telecom.
With regard to job performance, different results were inconsistent with the relationship
between job performance and gender. For instance, Shahrekord University of Medical
Sciences Headquarters staffs, Sadra, et al., (2017) revealed that gender has no significant
relationship with job performance. But, Hassan, and Olufemi (2014; cited in Sadra, et al.,
2017) demonstrated no relationship between gender and job performance.

2.6.2. The Relationship between Educational Level and Study Variables

Several studies revealed that police officers' job satisfaction has largely been studied in terms
of basic demographic characteristics, such as educational differences is the basic factor of job
satisfaction. Dantzker (1992) conclude on his study that those police officers’ job satisfaction
was positively associated with educational level. Also, the study of Lofkowitz (1974: cited in
Solomon, 2009) identified that level of educational were significantly associated to job
satisfaction. In addition, several research studies reveled that a positive correlation was found
between level of education and overall job satisfaction (Buzawa, 1984:80, and Dantzker,
1992; cited in Balci, 2011).

Other researchers indicated that there was not a significant correlation between educational
level and job satisfaction (Ercikti, Vito, Walsh, and Higgins, 2011). Similarly, one of the
studies found that there is no significant relationship between educational level and
employees' job satisfaction (Crossman and AbouZaki, 2003 and Scott et al., 2005; cited in
Balci, 2011). On the issue of job performance, the study of a meta-analysis was conducted by
Thomas and Feldman (2009) showed that highly educated employees tend to increase and
induce greater job performance. Ng and Feldman (2009) indicated that employees'

educational status is positively related to task performance.

Similarly, the study of demographic characteristics and workers' performance in public
service in Nigeria conducted by Omeri, and Bassey (2019) showed that educational
attainment and job performance of employees are significantly related. But, the study of
Fischer (1982; cited in Zhao et al., 1999) found that attaining the highest level of education

status was not significantly related with job performance of employees for some organization.
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2.6.3. The Relationship between Work Experience and Study Variables

Experience or years of service is one of police officers' demographic characteristics that stand
out as the most consistent predictor of job satisfaction of employees in particular police
departments. Many researchers believe that employees' year of experience was strongly
related to job satisfaction and their commitment toward the organization (Dawal, et al., 2008;
Fosam, et al., 1998). According to Clark, Oswald, & Warr (1996) and Oshagbemi (2000;
cited in Abdulla, 2009), an individual employee with longer work experience would create
greater job satisfaction when their job matches with their needs in the working department.

However, some of the studies indicated experienced police employees showing a lower level
of job satisfaction than their low experienced individuals (Johnson, 2012; and Miller, et al.,
2009; Paoline, et al., 2015; cited in Zhao, et al., 1999). On the other hand, police employees'
job satisfaction was not influenced by service experience among published studies in China
(Liu and Zhao, 2010). In addition, studies by Bedeian, et al (1992; cited in Abdulla, 2009)
and Nestor and Leary (2000) founded that there is no relationship between employees' job
satisfaction and years of experience. On the contrary, another study indicated that there is a
negative relationship between longer work experience in a job and an employee's level of job

satisfaction (Savery, 1996).

Within the context of the job, one of the challenging factors is the number of years that one
has spent in the organization affecting the performance level. Many years of work in the
organization and gaining work performance indicates suitable and a good relationship
between the organization and employees as far as to achieve organizational goals (Yeatts, and
Hyter, 1998; cited in Gynati, 2017). Campbell (1990) stated that experience should improve
individuals’ ability, skills, knowledge, and performance. The study of demographic
characteristics and workers' performance in public service in Nigeria conducted by Omeri and
Bassey (2019) showed that years of experience and job performance of employees are

significantly related.

2.7.  Relationship between Study Variables (Self-Esteem, Job Satisfaction, and Job

Performance)
2.7.1. The Relationship between Self-Esteem and Job Performance

Several papers of Korman (1970; 1971; 1976) focused on employee self-esteem. From his

rigorous research work was suggested that an individuals' self-esteem was formed generally
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around personal experiences. These situations play a significant role in determining employee
motivation, work-related attitudes, and behaviors. Baumeister, et al. (2003) suggested that
people who feel better for themselves perform better. According to Pierce and Garnder
(2004), within the motivational domain, self-esteem level, or one's positive or negative
evaluation toward oneself should be related to job performance. According to Korman
(2001), employees will be motivated to perform their job based on their consistency with
their self-image, suggesting the positive main effect of self-esteem level on job performance.

A study was conducted by Judge and Bono (2001), to find out the relationship between core-
evaluation traits, job satisfaction, and job performance. In this study, it was indicated that
self-esteem or self-concept is significantly a predictor of the job performance of employee
and job satisfaction. However, some studies pointed out contradictory results regarding the
relationship between self-esteem and job performance. According to Brockner and Tharenou
(1983; 1979; respectively), an early review of studies on the relationship between self-esteem
and job performance indicated highly variable like relationship and size of its relationship.
Besides, Baumeister, et al. (2003) found that self-esteem seems to have little or no direct
relationship with job performance. Corroborating this position, Ogiamien, and lzuagbe,
(2016) and Kanyo (2014) concluded that there is no positive and significant relationship
between self-esteem and job performance of personnel. Similarly, Bund (1984) indicated that

police officers' job performance was not related significantly to self-esteem.
2.7.2. Relationship between Job Satisfaction and Job Performance

Previous research studies examined the relationship between job satisfaction and job
performance since early in 1945 (e.g. Brody, 1945; cited in Davar and Bala, 2012). In
general, public organizational sectors have their vision to attain high performance through
productivity and effectiveness. To attain this vision it requires a satisfied individual to extend
more effort to job performance. Job satisfaction plays an important contribution for personal
and organization based wellbeing. The contributions of job satisfaction for individual
employees are health and wellbeing. For organization levels job satisfaction contributes in
terms of its productivity, efficiency, employee relations, absenteeism and turn over (Locke,
1976; Vroom, 1964). Steer and porter (1991; cited in Natsir, 2018) claimed that job
satisfaction is an important indicator to affect employee performance. According to Vroom
(1964), job performance is a natural product of satisfying the needs of employees and also

indicated that job satisfaction major be causes for better performance.
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The study of the relationship between job satisfaction and job performance is considered as
the 'Holy Grail' and the crucial idea that rigorously studied concepts among industrial
psychologists (Landy, 1989; cited in Davar, and Bala, 2012). The study of Currall, Towler,
Judge, and Kohn, (2005) concluded that output and productivity of an organization are
evaluated by individual employee performance and therefore high-level employee
performance demands a high level of job satisfaction (Sousa-Posa and Sousa-Posa, 2000).
Nanda and Browne (1997) studied the indicators of employee performance at the hiring stage
and they founded that the level of job satisfaction and motivation influences employee's job
performance. Besides, various studies on the policing job confirmed that there is a strong
relationship between satisfaction and performance of an employee. And also, job satisfaction
is considered as a requirement for a successful performance at work. This study indicated that
more satisfied police officers are, the better they respond to the demands of the job and the
more loyal to their workplace and its responsibilities which are given by the organization
(Chan, Gee, and Steiner, 2000; Judge, et. al., 2001; Landy, 1989; Lim, 2008; and Miller, et.
al., 2009; cited in Zhao, et al., 1999).

Therefore, the influence of job satisfaction on performance improvement was also found
empirically by Ostroff (1992; 1991; cited in Natsir, 2018). He concluded that employees' job
satisfaction had a significant relationship with performance improvement. Other researchers
indicated that employees' job satisfaction had a significant correlation with employee job
performance (Ahmadi, 2009; Nabirye, 2010; Murgianto et al., 2016; 1991 cited in Natsir,
2018). Similarly, Prasad, et al. (2014) studied the level of job satisfaction and they
investigated the relationship between job satisfaction and job performance among employees
in the National Bank of Ethiopia. The study result showed that there is a positive relationship
between job satisfaction and job performance. However, there is contradictory empirical
evidence indicating that there is no significant relationship between job satisfaction and job

performance (Keaveney and Nelson, 1993).

2.7.3. The Contribution of Self-esteem and Job Satisfaction in Predicting Job
Performance

Despite the differences in various studies on job performance, there is a dynamic

phenomenon to job satisfaction and self-esteem. This dynamic nature may create an influence

on beliefs, norms, behaviors, values, and attitudes that each police officer in the organization

and self-evaluation has about the police organization. Pierce, et al. (1989), states self-esteem

as "the degree to which organizational members believe that they can satisfy their needs by
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participating in roles within the context of an organization™ (p. 625). Gardner and Pierce
(1998) indicated that higher self-esteem leads to better performance. Furthermore, the
consequences of self-esteem influence commitment, job satisfaction (Van Dyne and Pierce,
2004), and performance (Pierce, et al., 1989)

Previous researches indicated that self-esteem construct holds considerable importance for
individual level and organizational context. At the individual level, one of research study
showed that individual employee with a high level of self-esteem have a greater impact on
work motivation (Pierce et al., 1989), and intrinsic motivation (Hui and Lee, 2000; cited in
Elloy and Patil, 2012), and employees achieve high level of job performances rate than a low
level of individuals' self-esteem (Van Dyne and Pierce, 2003; Pierce et al., 1993; Gardner,
Pierce, Van Dyne, and Cummings, 2000; Marion-Landais, 2000; cited in Elloy, and Patil,
2012). Anwer, Jamil, Tahir, Farooqi, and Mehmood (2015) studies corresponds with
previously mentioned studies that indicate positive correlation between self-esteem and job
satisfaction. Moreover, they stressed the fact that individuals who are not satisfied with their

job do not perform well when it comes to self-esteem.
2.8.  Theoretical Framework

Some of the theories emphasized the foundational explanation of the relationship between
self-esteem, job satisfaction, and job performance of employees. Theories are important to
understand and guide the overall situation of the relationship between variables. Those
theories may provide the understanding and expand knowledge. Some of the theories are

listed below:
2.8.1. Self- Consistency Theory

Self-consistency theory sought to provide a theoretical framework for organizational
hypotheses regarding self-esteem level, with the general premise being that individuals with
high self-esteem would be more satisfied and productive at work (Korman, 1970). Self-
consistency theory stated that self-esteem develops due to experience and employees’
motivation, attitude, and behaviors. This means the experience of an individual employee
within an organization that shapes self-esteem and also affects organization are related
behavior and activities of an individual. According to Korman (1970, pp. 32; cited in pierce
and Grander, 2004), "all things are being equal, individual will engage in and find satisfying
these behavioral roles which maximize their sense of cognitive balance or consistency. He

concludes that an individual can be motivated due to the self-image of the task or job
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situation, an individual involves in a work that is found the most satisfying needs that is
consistent with their self-cognition suggesting a positive main effect of self-esteem level on

job performance (Korman, 1970).
2.8.2. Hierarchy of Human Needs Theory

The known proponent of this theory is Abraham Maslow (1908-1970); he stated that human
motivation is an organized, structured way. This theory starts with the physiological needs
that have to first be addressed if the employee has to enhance quality job performance.
According to Maslow (1943), the behavior of every individual employee is governed by a
hierarchy of needs and he listed five human hierarchical needs in which that that have to be

met for better to performance.

Management should offer different incentives to workers' effective job performance to help
them fulfill each need in turn and progress up the hierarchy. Awonusi (2004) indicated that
the need to consider the social meaning of work and understanding workers' motivation are
important means to produce better performance. Based on Maslow’s thoughts, Adebayo
(2004) listed hierarchy of human needs for better performance of the individual employee as

follows:

Physiological needs: These needs are basic needs that every person wants to satisfy at the
first level. It includes food, clothing, shelter, rest, etc. if these needs are properly addressed

and satisfaction level is high then it leads to urge for another.

Safety needs: It is the need for security and safety of people within the organization. These
security and safety examples are: life and property security, and safeness at the workplace

against the threats that may lead to effective job performance.

Affiliation needs: It is the need for belongingness and relationship among the group and the

need for respect and recognition in the group which indicates no alienation of people.

Esteem needs: These needs are related to prestige and recognition given to workers at the
workplace and employees need to be recognized by the leader and the need for
encouragement from the organization can prompt effective job performance. The study of
Naved and Bushra (2011; cited in Leyu, 2019) indicated that Maslow's hierarchy of need
theory stressed that if the individuals' esteem need (recognition, autonomy, power, and status)

are fulfilled, they will be more satisfied with their job.
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Self-fulfillment or self-actualization: the last needs of the human hierarchy of needs that
makes people find fulfillment in their jobs. At this place, the worker takes additional
responsibilities because they enjoyed their job.
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2.9.  Empirical Review

Judge, et al. (2001; cited in Leyu, 2019) study conducted to analyze a meta-analysis on the
relationship between job satisfaction and job performance. According to the study, the result
indicated that job satisfaction could exert a causal effect on work performance. In this study,
they pointed out self-concept, autonomy, norms, morals, obligation, cognitive accessibility,
influences the relationship. The study conducted by Ogiamien and Izwagbe (2016) was on the
impact of organizational and psychological factors on the job performance of personnel in
private university libraries in south-south Nigeria.

The research result indicated that 88 participants involved showed that there is no positive
and negative relationship between self-esteem and job performance of personnel. Similarly,
Prasad et al., (2014) indicated that there is a strong positive relationship between job
satisfaction and job performance among employees in the National Bank of Ethiopia. And
another study showed self-esteem to have little or no direct relationship with task
performance (Baustmeester, et al., 2003). However, the study conducted by Bund (1984) was
on police officers' job performance about the characteristics of self-esteem, competency, and
coping efficacy. In this study, the result indicated that there is a strong relationship between
self-esteem and job performance of police officers. Judge and Bono (2001) stated that there is

no positive relation between self-esteem level and job performance.

In addition, Romero (2019) concluded that that the level of self-esteem did not affect their job
performance level of nurse employees in Biliran provincial hospital, Philippines. One of the
studies conducted in Islamabad, Pakistan on 310 employees (including both workers and
managers) job performance measured productivity, quality of work, and problem-solving
skills. The result shown from this study indicated that there is a weak relationship between
job satisfaction and job performance and there was no significant relationship between them
(Ahmad and Shalized, 2011).

Generally, self- esteem influences overall satisfaction and the hypothesis should also lead to a
higher level of satisfaction in their job. When looking at the relationship between self-esteem
and job performance, employees with high self-esteem should perform and affect the level of
job performance. If an individual has positive self-esteem, it feels good for them and
performs well following the goal of the organization (Baustmeester, et al., 2003). Also,

having high self-esteem important for and it has a predictive value of many outcomes. For
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example, one of the studies indicated that self-esteem is an influential factor when it comes to

academic or even job performance (Ferries, et al., 2010; Marah, and Martin, 2011).
2.10. Conceptual Framework of the Study

The researcher reviewed different related literature and the proposed conceptual model for
this study is depicted in figure 1 below. Figure 1 indicates that the abbreviation of selected
socio-demographic variables (SSD), self-esteem (SE), job satisfaction (JS), and job
performance (JP). The two variables have a direct relationship with the dependent variable
job performance of employees. Thus, to examine research questions, the study developed the
following proposed contextual model, showing the relationship of self-esteem, job
satisfaction, and job performance of employees.

Figurel. The Conceptual Relationship among Self-esteem (SE), selected socio-demographic

variables (SSD), Job Satisfaction (JS), and Job
Performance (JP)

——— > Means direct relationship

Fig.1. Proposed model

27



SELF-ESTEEM, JOB SATISFACTION, AND JOB PERFORMANCE

Chapter Three

3. Methods

In this chapter, different methods were employed including research design, study site, the
population of the study, sampling size and technique, measuring instruments, data collection
mechanisms, data analysis methods, and ethical consideration. Finally, the reliability and
validity test was presented.

3.1. Research Design

This study examined the relationship between self-esteem, job satisfaction, and job
performance of police officers in EPUC. This research was used a quantitative research
design. It usually starts with a theory or a general statement proposing a general relationship
between variables. The reason for selecting this design is that it enabled the researcher to
collect data from a sample of the population to see the relationship between self-esteem, job
satisfaction, and job performance of police officers. And also, it is important to do variables
quickly and easy to see the relationship between two or more variables without manipulating

predictive variables of the experimental research design (Stangor, 2011).

It has been used because to quantify the information of the data in numerical form and
analyze through the use of statistics in addressing the research questions. And also this study
has employed a cross-sectional study to study population with different characteristics like

gender, experience, age, police rank, etc., in the same period.
3.2. Study Site

According to the EPUC website information developed by EPUC ICT Division, (2018),
EPUC is one of the oldest government higher education institutes in Ethiopia, specialized in
human development since its establishment. EPUC has contributed a lot in building the
capacity of the police institution of Ethiopia for the last 72 years. EPUC will continue to do
so with increased vigor and a broad vision of becoming the center of excellence in training

and education in the field of Police Science and Security Studies in Africa.

Recently, EPUC does all the best to improve the quality of education, training, research and
consultancy services, to diversify their programs, to improve their customer care, to increase
their gender sensitivity, to maintain the dynamism of their curricula and to be responsive to

the needs of their customers.
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The College was opened in 1946 as Abadina police training center, staffed by Swedish
instructors. But since 1960 the faculty has consisted entirely of Ethiopians who were police
college graduates. The institute has passed in different organization and administration in the
past regimes before having the current structure. Presently, the college is a full-fledged
University College engaged as one of higher education institutes which is autonomously
established constitutionally to generate higher police officers who respect and implement the
constitution of the FDRE in every policing operation and activity. The University College is

contributing to the growth and development plan of the country to the next generation.

EPUC is located in the northeastern part of the country at Sendafa town in the National
Regional State of Oromia. Sendafa has a latitude and longitude of 9°09'N 39°02'E with an
elevation of 2514 meters above sea level. The town lies on the paved Addis Ababa -

Adigrat highway, some 38 kilometers north of the capital (Wikipedia, 2020)
3.3.The population of the Study

The target population of the study was police officers in Ethiopian Police University College.
Police officers of EPUC including from constables to commanders were population elements.
Cooper and Schindler (2008) indicated that population is the total collection of elements
about which are wants to make inferences. Therefore, out of the total population for the
study, the sampling frame accessed for sample selection was police officers of the five
departments placed at the study. Higher officials such as executive management and
commissioners were excluded from the sampling frame because of difficulty to access them
to fill questionnaires. The total number of target population for this study as at December,
2019, was 891 as tabulated in Tablel.

3.4. Sample Size and Sampling Procedure

In this study, a stratified sampling technique was utilized to select study participants from
five working departmental offices. This type of sampling method is used when the population
is heterogeneous. It produces a representative sample as it captures the diversity which
otherwise is likely to be undermined through simple random or systematic random sampling
(Alviv, 2016). And it is because that it enables us to group the sample population members

into ideal strata or groups as per their working departments.

Therefore, by using stratified sampling technique employees were categorized based on
working departments and gender. Using the proportional allocation technique the sample size

of a stratum was proportional to the number of elements present in the stratum. The sample
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size was determined by using Yamane (1967) simplified formula for proportion. This is
because the TARO Yamane Method provides more sample size than sample size
determination table and online sample size calculator like Rao software. The Sample size was
determined by a formula with a confidence interval of 95% and 0.5% of the level of
precision. According to Miaoulis and Michener (1976; cited in Hana, 2019), there are three
specified criteria to determine the sample size of the participants: the level of confidence,
level of precision and the degree of variability of attributes to be measured. By considering
the above criteria sample size in this study was calculated through a simplified formula.
n= N
1+N (e) 2

Whereas n is the sample size, N is the population size, and e is the level of precision. The
number of employees in the selected organization was 891. The number of police employees
in Human Resource Administration (HRA) office was 497 (341 male and 156 female), in
academic vice president office were 198 (150 male and 48 female), in a Research Institute
and Community Service (RICS) office were 38 (30 male and 8 female), military and physical
training (MPT) office was 81 (67 male and 14 female), and president office was 77 (56 male
and 21 female). The total number of the employees in the selected organization was 891 and
the determined sample size was 276 based on sample size determination formula. However,
to manage for non-response questionnaires, 10% of the sample was added and the total
number of participants from the selected organization was 303. The number of participants
from each departmental office and gender categories was determined based on their share in

the population of the study.
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Table 1. Sample selected based on working departments and gender

Working Departments Categories  N(Total) number) n(sample selected)

HRA Male 341 117
Female 156 53
Total 497 170
Academic Male 150 51
Female 48 16
Total 198 67
RICS Male 30 9
Female 8 3
Total 38 12
MPT Male 67 22
Female 14 5
Total 81 27
President office Male 56 20
Female 21 7
Total 77 27
Total 891 303

Note: Survey, 2020
3.5.The Instrument of Data Collection

Data from the respondents was collected using questionnaires. According to Cohen, et al.
(2007), questionnaires encourage the respondents to be honest when they have answered
anonymously, and they are more economical than interviews and other methods. Moreover,
they can solicit information from several respondents within a short period (Johnson and
Christensen, 2008). The scaled items, according to McMillan and Schumacher (2010), allow
the respondents to choose from the alternatives. Therefore, questionnaires include different
measures like demographic information, self- esteem, job satisfaction, and job performance

of police employees. The questionnaire was arranged into five (4) sections.
3.5.1. Demographic Information

According to Buzawa (1984), the socio-demographic characteristic is the basic factors for
police employees in different studies, age/ work experience, gender, police rank, education

level, and marital status. In this research, gender, age, marital status, police rank, position,
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work experience, and educational level were collected and focused based on questions. They
consist of both seven closed-ended and one open-ended question.

3.5.2. Self-Esteem

The instrument was employed to measure self-esteem which consists of 10 items. Self-esteem
was originally developed and measured by the Rosenberg self-esteem scale (Rosenberg,
1965). This scale was used to collect data about how individual evaluates himself/ her-self
toward their worthiness. Each item is a four-point Likert scale ranging from 'strongly
disagree' = 1 to 'strongly agree' = 4. The scale was included with negatively worded and
finally reversely scored. The total score ranged from 10 to 40, and there are three levels. The
highest score indicates that a higher level of self-esteem and a lower score indicates the
lowest self-esteem. The middle score was identified between the higher and lower levels of
self-esteem. Therefore, respondents who score from 10-14 have low self-esteem, whereas

those who score between 15- 25 and 26-40 have normal and high self-esteem respectively.

Research studies have historically reported high levels of reliability for Rosenberg's self-
esteem scale since its development in 1965 (Swenson, 2003, cited in Endirias, 2019). And
also, this scale was tested by different researchers ( e.g. Marcotte, et al., 2002; Lane, et al.,
2002; Yarcheski, et al., 1997; Feather, 1991; cited in Endirias, 2019), and reported that the
scale is reliable with Cronbach alpha of 0.88, 0.82, 0.87, and 0.83 respectively.

3.5.3. Job satisfaction

Instruments of job satisfaction are numerous to measure the attitudes towards of employees
their job. However, there is no single accepted consensus on the best instrument to measure
the attributes of job satisfaction as the researcher reviewed different literature. In this study,
the researcher used Job Satisfaction Survey (JSS) in which this scale was firstly indicated and
developed by Spector (1997). According to Heritage, Pollock, and Roberts (2015), job
satisfaction survey scale is a widely used scale in industrial or organizational psychology

research settings.

Therefore, the job satisfaction survey (JSS) scale measures employees' attitudes towards
overall job satisfaction, or separate nine facets of job satisfaction. These facets are pay,
promotion, co-workers, communication, operating conditions, contingent rewards,
supervision, fringe benefits, and the nature of work. Every nine facets include four items that
were scored by combining responses. Some of the items are negatively worded and it was

reversely scored. The job satisfaction survey (JSS) scale uses a Likert-type scale with
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response alternatives for each item that ranges from disagree very much (weighted 1) to agree
very much (weighted 6). According to Spector (1997), a job satisfaction survey was divided
in terms of three score ranges. Scores ranging from 36-108 were indicated as dissatisfaction
scores, those from 108-144 were indicated as ambivalent or undecided scores, and those from
144-216 scores were indicate for those workers who reported their satisfaction with their

jobs.
3.5.4. Employee Job Performance Measurement

The employee performance measurement instrument was developed by Pradhan and Jena
(2016). It was developed through psychometric analysis that constitutes three dimensions:
Task Performance (6 indicators), Adaptive Performance (10 indicators), and Contextual
Performance (7 indicators). This scale was tested by Pradhan and Jena (2016) on their
previous reliability studies that reported significant internal consistency on the total scale (o =
0.80) along with the three subscales (Ranging from 0.80 to 0.91).

The reliability of the instrument was checked by some of the studies in Ethiopia. Tesfaye
(2019) on his study on the relationship between employees works related attitudes and
employee performance at the Ethiopian insurance industry has reported that the reliability of
the job performance instrument was 0.898 for the total scale. The researcher used this
instrument to measure the dependent variable, police employee job performance and finally
came up with 23 items to be employed in a selected government organization, Ethiopia. The
reliability analysis of this study was tested and proven with a Cronbach Alpha of 0.870 for

the total scale.
3.6. Pilot study

The instruments of self-esteem, job satisfaction, and job performance were adapted from
previous studies of some organizational sectors in Ethiopia. It is mandatory to check the
reliability and appropriateness of the instruments. According to Mohajan (2017), reliability
and validity are the two fundamental features of in the evaluation of any instruments.
Reliability refers to the extent of which a measurement of a phenomenon provides that stable
and consistent result (Carmines and Zeller, 1979; cited in Taherdoost, 2016). For example, a
scale is said to be reliable if the instruments provides that stable and constant result across the
same condition. Field (2005; cited in Taherdoost, 2016) validity is measures what is intended

to be measured. It concerns what an instrument measures.
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According to Tavakol (2011), the validity of the instrument cannot be granted unless the
instrument is reliable. Therefore this study tried to address validity through the review of
literature and adapting instruments used in previous research. The validity of three
instruments was affirmed by the researcher advisors and professional experts who have
knowledge and more experienced. These instruments were taken from different researchers
who were adapted by a researcher in Ethiopia. For example, Rosenberg self-esteem scale and
Job Satisfaction Survey was taken from the research study of Solomon (2009) and Atsede
(2016). Besides, the validity of Job Performance Measurement was tested by Tesfaye (2019)
on his study on the relationship between employees’ works related attitudes and employee

performance at the Ethiopian insurance industry.

In this study, instruments were pilot tested to check the reliability. This test enabled the
researcher to get lessons to amend certain issues like omission and ambiguity of words before
administrating the instruments for the main study. To minimize language problems and
biases, the instruments were translated from the English language version into the Amharic
language version by the researcher and one of English language senior graduate student in
Addis Ababa University then translated back into the English language with help of English
language expert and lecturer at EPUC. The translation was already checked for validity and
reliability of instruments. Finally, instruments were administrated randomly to 30 police
employees (14 male and 16 female) who worked a similar working context rather than in the
same study site. Two of the instruments were used with no modification based on collected
information during the pilot test while the last scale (Employee Job Performance

Measurement) was used with two words modifications on the translation.

Hence, responses were collected and scored, the reliability of the three scales. All instruments
were computed using SPSS version 20. Generally, the self-esteem scale consisted 10 items
(Cronbach alpha .860), job satisfaction survey consisted 36 items (Cronbach alpha .838), and
employee performance measurement instrument consisted 23 items (Cronbach alpha .805).
Therefore, all three instruments consisted of 69 items were acceptable and showed good

reliability according to the rule of George and Mallery (2003).
3.7. Data Collection Procedure

In this research study, data collection procedures employed different collection phases. In the
first phase of the data collection procedure, a cooperative letter was written by the school of

psychology to the studying area. Then, the researcher has given a cooperative letter to a
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higher executive of EPUC and it was permitted to conduct the study in the organization.
Lastly in this phase, the researcher has arranged the schedule to conduct the study effectively.
After all, the discussion was held with two collaborators in EPUC to how their assistance in a

specified time.

In the second phase, the researcher and the assistants met on schedule to how to proceed and
when the data should be collected with the questionnaires. In this stage, before distributing
the questionnaires, randomly selected participants from different departments were asked
their oral and written informed consent on the first page of the questionnaire. All of the
selected participants were interested to participate in the study. Finally, to finish and collect
all questionnaires has taken two weeks more than expected due to the work behavior of the
participants. Also, in this stage, data were collected according to th7 e schedule of data

collection procedures.
3.8. Data Analysis

Before going to data analysis, all uncompleted items were filtered and properly completed
items were coded and entered into the computerized software and analyzed using SPSS
version 20. This study employed both descriptive and inferential statistics (e.g. independent
sample t-test, and Multiple regressions). The data analysis methods depended on the type of
research questions. Inferential statistics focused on the basic assumption of a level of
measurement, normality of data and type, and several variables. Descriptive statistics such as
mean and standard deviation were used to describe the obtained data. And also, percentage
and frequency was employed for socio-demographic data and the level of participants' self-

esteem, job satisfaction, and job performance.

An independent sample t-test was employed to calculate gender difference on study variables.
With an independent samples t test, it considered that the data (scores) are independent of
each other (assumption of independence), the test or dependent variable is normally
distributed within two populations (assumption of normality), and the variance of the test

variable in the two populations are equal (assumption of homogeneity of variance).

Moreover, Pearson Product Moment correlation analysis used to examine the relationship
between self-esteem, job satisfaction and job performance of police employees. Correlational
matrix was employed to calculate the relationship between selected socio-demographic

variables, self-esteem, job satisfaction and job performance of police employees. Finally,
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multiple regressions was applied to determine the contribution and predictive value of
predictor variables on job performance of police officers

3.9. Ethical Consideration

This research study considered certain ethical issues. The considerations of issues are
necessary to ensure secrecy as well as the confidentiality of the participants. So, the
researcher was took a formal letter from the School of Psychology to Ethiopian Police
University College. Then, the consent of the participants was secured with explanation of the
purpose of the study and the procedures. Besides, after verbal consent, there was the
statement on the front of the page of questionnaires for written consent about the purpose of
the study. And also, every participant had a right to withdraw from participating in the study
at any time.
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Chapter four
4. Data Analysis, Results and Interpretation

This section presents and interprets the result of the quantitative study. The analysis
was presented depending on the basic research questions forwarded in the study. To
answer the search questions, descriptive statistics, independent sample t-test, Pearson

product-moment correlation, and Multiple Regressions were applied.
4.1. Background of the Respondents

The selected socio-demographic characteristics of the study such as gender, age, marital
status, educational level, work experience, working department, working position, police

rank are presented based on the summery of descriptive statistics.

Table 2. Descriptive Statistics on the Demographic Characteristics of Police
Officers

Demographic Categories Frequency (n)  Percentage (%)
Gender Male 211 72.0
Female 82 28.0
Age 25 and below 41 14.0
26 -32 156 53.2
33-40 76 25.9
41 - 47 16 55
48 and above 4 1.4
Marital Status Married 174 59.4
Single 108 36.9
Other 11 3.8
Educational Level Certificate and below 44 15.0
Diploma 61 20.8
First Degree 124 42.3
Masters and above 64 21.8
Job Experience Less than 1 year 70 23.9
1-5 97 33.1
6-10 98 334
11-15 19 6.5
Above 15 9 3.1
Working Department HRA 164 56.0
Academic 66 22.5
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RICS 12 4.1
MPT 25 8.5
President office 26 8.9
Working Position Member 83 28.3
Teacher/ lecturer 40 13.7
Team leader 66 225
Coordinator 37 12.6
Division/Department 13 4.4
Directorate Head 2 v
Police Rank Constable 31 10.6
Assistant Sergeant 16 55
Deputy Sergeant 14 4.8
Sergeant 17 5.8
Chief Sergeant 35 11.9
Assistant Inspector 47 16.0
Deputy Inspector 61 20.8
Inspector 52 17.7
Chief Inspector 15 5.1
Deputy Commander 3 1.0
Commander 2 7
Total 293 100.0

Note: Survey, 2020

The statistical analysis was computed using SPSS version 20 to extract the data and results.
There are several results which are displayed above the study. As indicated in table 2, of the
293 police officers at EPUC who were respondents in the study, 211 (72%) respondents were
male and 82 (28%) respondents were female. This indicated that both sexes were not equally
distributed. It is because the number of police officers in EPUC is relatively low. Age shows
53.2% were 26-32 of years, 25.9% were 33-40 years, 14% were 25 years and below, 5.5%
were age between 41-47 years, and 1.4% were 48 years and above. This study indicated that
a large number of participants were in the age of middle adulthood because these enable the
organization to achieve its goals in a good position because this age group is easily
vulnerable to change and accept reforms without much resistant. Majority of respondents

(59.4%) were married, 36.9% respondents were single, and 3.8% respondents were others.

The participants' educational qualification results shows that majority of respondents of the

study 124(42.3%) have degree, followed by 64(21.8%) respondents have masters and above,
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61 (20.8%) respondents have diploma, and the remaining of 44 (15%) respondents have
certificate and below. This study reveals most police officers have degree and master holders
and this implies that the organization has opportunity to use this human capital for the
organizational success. Regarding job experience, the results shows that the majority of
respondents were 98 (33.4%) and 97(33.1%) had job experiences of between 6-10 and 1-5
years, respectively. 70(23.9%) respondents have less than one year of experience, 19(6.5%)
respondents have from 11-15 years of experience, and 9 (3.1%) respondents have above 15
years of experience. This study shows that majority of the respondents, 195(66.5%) have
from 1- 10 years of job experience.

As indicated in the above table, respondents were asked to respond to their working
department. The result shows that 164(56%) respondents were working at human resource
administration, 66(22.5%) respondents were working at the academic staff, and 26 (8.9%)
respondents were working at the president's office. The rest of 25(8.5%) respondents were
working at military and physical training department and 12(4.1%) respondents were working
in research institute and community service department. Concerning working position, the
majority of 83(28.3%) respondents indicated that they are member, 66(22.6%) respondents
were team leaders, 40(13.7%) respondents were lecturers, and the rest of 37(12.6%)
respondents were coordinators, 13(4.4%) respondents were division or department heads, and

only 2(0.7%) respondents were working as heads of the directorate.

As shown in the above table, police officers were asked to respond to their ranks. Form 293
respondents, 61(20.8%) were Deputy Inspectors, 52(17.7%) respondents were Inspectors,
47(16%) respondents were Assistant Inspectors, 35(11.9%) respondents were Chief
Sergeants, 31(10.6%) respondents were Constables, 17(5.8%) respondents were Sergeants,
16(5.5%) respondents were Assistant Sergeants, 15(5.1%) respondents were Chief Inspectors,
14(4.8%) respondents were Deputy Sergeants, 3(1%) respondents were Deputy Commanders
and 2(0.7%) respondents were Commanders. Large numbers of respondents were included
under the middle-level manager from Assistant Inspector to Inspector. This means the stage
of managerial level in the organization was considered as the main body to run out every

activity in the organization.
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4.2. Descriptive Statistics of Study Variables

Table 3. Descriptive Statistics of Self-esteem, Job Satisfaction, and Job Performance

Study Variable Mean Std. Deviation N
Self-esteem 31.21 4.446 293
Job satisfaction 152.46 26.294 293
Job performance 97.60 9.469 293

Source: Field Survey, 2020
As indicated in table 3, the mean value and standard deviations have been calculated. From

above table, the mean and standard deviation of respondents’ self-esteem, job satisfaction and
job performance scores were calculated (M=31.21, SD=4.446; M=152.46, SD= 26.294;
M=97.60, SD=9.469, respectively). The result of self-esteem implies that each police officers
score spread out in + 4.45 from the total mean of sample. Police officers’ job satisfactions
score dispersed by + 26.3 from the total mean of 152.5 and job performance of police officers

score deviated by *+ 9.5 from the total mean of 97.60.

4.2.1. Descriptive statistics of participants’ score level of study variables

The following table presents the level of study variables was analyzed using descriptive

statistics (mean and standard deviation).

Table 4. Participants score of self-esteem from Rosenberg self-esteem scale(N=293)

Self-Esteem N % Minimum Maximum
Low 1 3 14 38
Normal 31 10.6

High 261 89.1

Total 293 100.0

Source: Survey, 2020
As indicated the above Table 4, the majority of participants (N=216, 89.1%) have high self-
esteem, 31(10.6%) participants of the study have normal self-esteem, and 1(0.3%) participant
has low self-esteem with the minimum score of 14 and a maximum score of 38. This

indicates that the majority of participants have high self-esteem.
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Table 5. Participants score of job satisfaction from job satisfaction survey scale (N=293)

Job Satisfaction level N % Minimum Maximum
Dissatisfaction 31 10.6 78 194
Ambivalent or undecided 47 16.0

Satisfaction 215 73.4

Total 293 100.0

Source: Survey, 2020

As indicated in table 5, the majority of participants are satisfied to their job (M=215, 73%),
while the some of the participants undecided level satisfaction (M=47, 16%), and 31 (10.6%)
participants dissatisfied level of satisfaction with the minimum value of 78 and a maximum
value of 194. Generally, large numbers of participants were satisfied with their job. However,
47(16%) participants were undecided to the satisfaction level and 31(10.6%) participants

were dissatisfied to the job.

Table 6. Participants score of job performance from job performance instrument (N=293)

Job Performance N % Minimum Maximum
Normal 6 2.0 60 115
High 287 98.0
Total 293 100.0

Source: Survey, 2020
With regard to the above table 6, 287(98%) participants have high job performance, 6(2%)

participants have normal job performance with a minimum value of 60 and a maximum value
of 115. Form the above table, there was no participants who had a low job performance. This

indicates the majority of participants were higher performers of their job.
4.3. Gender difference in Study Variables

As mentioned earlier in research question, this study intended to examine the gender
difference in self-esteem, job satisfaction, and job performance of police officers in Ethiopian

Police University College.
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Table 7. Gender differences in self-esteem, job satisfaction, and job performance (N=293)

Gender N Mean SD t Df Sig(2-tailed)

Self-Esteem Male 211 31.00 4.656 -1.317 291 .189
Female 82 31.76 3.825

Job Satisfaction Male 211 152.32 27.617 -.153 178.326 .878
Female 82 152.80 22.689

Job Performance Male 211 98.23 9.494 1.825 291 .069
Female 82 95.99 9.268

Source: Survey, 2020

As seen in Table 7, an independent sample t-test was conducted to compare the score of self-
esteem, job satisfaction, and job performance of police officers between male and female
groups. There was no a significant difference in self-esteem score between the two groups, t
(291) = -1.317, p > 0.05, two-tailed with male groups (M =31.00, SD =4.656) scoring the
same as the female groups (M=31.76, SD=3.825), job satisfaction score between male (M
=152.32, SD =27.617), female (M=152.80, SD=22.689), t (178.326) = -.153, p > 0.05, two-
tailed. With regard to job performance score between male group (M =98.23, SD =9.494),
female (M= 95.99, SD= 9.268), t (291) = 1.825, p > 0.05, two-tailed. This indicates that
police officers of both genders were not significant different in all three of self-esteem, job

satisfaction, and job performance score levels.
4.4. Relationship between Study Variables

Person product moment correlation was applied to examine the degree, direction, and
magnitude of the relationship among self-esteem, job satisfaction, and job performance of
police employees. The following table is presented the correlational matrix among study

variables.
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Table 8. Correlation matrix of study variables and selected socio-demographic variables

Self- Job Job Gender Education Work
esteem Satisfaction Performance experience
Self-esteem  Pearson 1
Correlation
Sig. (2-tailed)
N 293
Job Pearson -.079 1
Satisfaction Correlation
Sig. (2-tailed) .180
N 293 293
Job Pearson .015 -.013 1
Performance Correlation
Sig. (2-tailed) .792 .826
N 293 293 293
Gender Pearson .077 .008 -.106 1
Correlation
Sig. (2-tailed) .189 .888 .069 .000
N 293 293 293 293
Education Pearson .055 -.010 .093 -291** 1
Correlation
Sig. (2-tailed) .347 .860 112 .000
N 293 293 293 293 293
Work Pearson -.053 -.022 115* -.133* .085 1
experience Correlation
Sig. (2-tailed) .366 713 .049 .022 .148
N 293 293 293 293 293

*Correlation is significant at the 0.05 level (2-tailed)
**Correlation is significant at the 0.01 level (2-tailed)

As indicated in table 8, self-esteem has a very weak negative correlation with job satisfaction

and work experience (r = -.079, n= 293, p> 0.05; r = -.053, n= 293, p> 0.05, respectively). On

the other side, self-esteem has a very weak positive correlation with gender, education, and

job performance of police officers (r = .077, n= 293, p> 0.05; r = .055, n= 293, p> 0.05; r =

.015, n= 293, p> 0.05, respectively). The above table indicated that job satisfaction has a very

weak negative relationship with job performance (r =-.013, n= 293, p> 0.05), education level
(r =-.010, n= 293, p> 0.05), and work experience (r =-.022, n= 293, p> 0.05).
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On other hands, job satisfaction has a very weak positive relationship with gender (r = .008,
n= 293, p> 0.05). In addition, police officers’ work experience had very weak negative
relationship with self-esteem (r = -.053, n= 293, p> 0.05). But, the work experiences of
employees were a statistically significant relationship to job performance (r =.049, n= 293,
p< 0.05). The bivariate correlation result indicates that the self-esteem of police officers had a
very weak, inverse, and statistically not significant relationship with job satisfaction. And
also, job satisfaction of police officers had a very weak, inverse, and statistically not
significant relationship with job performance. However, self-esteem had a weak and direct
statistically significant relationship with the job performance of police officers.

4.5. The Contribution of Self-esteem and Job Satisfaction in Predicting Job

Performance of Police Officers

To analyze the joint contribution of the predictor variables in predicting police officers’ job

performance were entered in to the regression model simultaneously.

Table 9. Summary of regression model

Model Summary

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 098 2 .010 .003 142

a. Predictors: (Constant), Job Satisfaction, Self-esteem
The above Table 9 indicated that the Adjusted R Square value tells us that the predictor
variables are accounts for 0.3 % of variance in the level of the job performance of police
officers in Ethiopian Police University College. But, 99.7% of the variation in the level of the

job performance of employees was not explained by other variables in the model.

Table 10. Regression-ANOVA of police employees in EPUC

ANOVA?
Model Sum of Df  Mean Square F Sig.
Squares
1 Regression .056 2 .028 1.398 249"
Residual 5.821 290 .020
Total 5.877 292

a. Dependent Variable: Job Performance
b. Predictors: (Constant), Job Satisfaction, Self-esteem
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From the above Table 10, it shows that the P- value of 0.05 less than the calculated Sig. value
of .249. It can be possible to conclude that there was statically not significant correlation
between predictor variables and criterion variables at a significance level of 0.05. Besides all,
the F statistics (F (2, 290) = 1.398, p > 0.05) is statistically not significantly predicting job
performance of police employees as observed in the above table.

Table 11. Regression Coefficients

Coefficients ?

Model Unstandardized Standardized T Sig. | Collinearity
Coefficients Coefficients Statistics
B Std. Error Beta Tolerance | VIF
1 (Constant) 2.859 .082 34.823 .000
self esteem .042 .025 .097 1.666 .097 997 1.003
job satisfaction  -.001 012 -.003 -.058 .954 .997 1.003

a. Dependent Variable: Job Performance
From the above Tablell, indicated that the Standardized Beta Coefficients give a measure of
the contribution of each variable in the model. Therefore, the self-esteem of police officers
have 9.7 % positive contribution on job performance and job satisfaction of police officers
have a negative effect (-0.3 %) on job performances with the significant relationship of .000.
The value of 9.7 % indicates that a unit of change in these predictor variables is having a

large contribution on the criterion variable in the model.
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Chapter Five

5. Discussion

This study examined the relationship between self-esteem, job satisfaction, and job
performance of police employees in Ethiopian Police University College. The discussion was

made based on the results presented in the previous chapters.
5.1. The Level of Study Variables among Police Officers

In this study, the level of self-esteem, job satisfaction, the job performance of police

employees was discussed with the results of the earlier study.
5.1.1. The Level of Self-esteem among Police Officers

In this study, descriptive statistics used to describe the level of participants' self-esteem. The
majority of participants in the study have high self-esteem. According to Rosenberg (1965),
the highest score indicates a higher level of self-esteem scores between 26 and 40. Therefore,
89.1% of participants were from 26 up to 40. From this result, it is possible to conclude that
police officers have high self-esteem. 31(10.6%) participants of the study have normal self-
esteem, and 1(0.3%) participant has low self-esteem with a minimum score of 14 and a
maximum score of 38. Rosenberg's self-esteem scale indicated that the middle score was
identified between 15 and 25 and a lower level of self-esteem between 10 and 14

respectively.

Generally, overall police officers' mean score was found at 31.21. This score indicates that
the respondents of this study have high self-esteem. Under the study of Rosenberg (1965), it
can be possible to conclude that participants of police officers have high self-esteem because
the majority of police officers' scored between 26 and 40. This study supported by
Baumeister, et al. (2003) indicated that high self-esteem benefits an individual on
interpersonal successes and relationships, happiness, and a healthier lifestyle. People with
high self-esteem have better job performance, make a good impression on others, social
relationship between others. Whereas, the result of low level of self-esteem characterized as
feeling of failure or depression and hopeless, a lot of time feeling tired, living bored with life,
thinking negatively about the possible opportunities and ability, and having little motivation

affects each police officer’s job performance.
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5.1.2. The Level of Job Satisfaction among Police Officers

From the quantitative data in this study majority of police officers (73% of respondents) are
satisfied in their job. According to Spector (1993), the level of job satisfaction from 144-216
scores indicates in his study workers are satisfied with their job. In this study, the mean score
of job satisfaction of police officers was found from 144-216. From this result, it is possible
to conclude that those police officers were satisfied with their overall job activities. And also,
significantly large numbers of respondents (16%) are undecided/ ambivalent in their job
satisfaction. Spector (1993) indicated in his study officers' mean scores between 108 and144
showed that workers are unable to decide or ambivalent to their level of job satisfaction.
Therefore, this showed that it is impossible to decide that they were either satisfied or
dissatisfied in their job satisfaction. But, form the participants, 11 percent were dissatisfied

with their job. This means their mean score was found between 36 and 108.

Generally, the overall employee’'s mean score was found 152.46. This score indicates that the
respondents of this study were satisfied in their job. In the study of Spector (1993), it can be
possible to conclude that participants of police officers were satisfied with their job because
of the mean score found between 144 and 216. In addition, the study supported by Currall,
Towler, Judge, and Kohn, (2005) output and productivity of an organization are evaluated by
individual employee performance and therefore high-level employee performance demands a
high level of job satisfaction. Therefore, high level of job satisfaction of police officers
benefits that the productivity of the organization. Unless the organization should set the
strategies to develop their staffs’ job satisfaction, it may contribute to individuals to leave out

from the work area or turn-over increases.
5.1.3. The Level of Job Performance among Police Officers

In this study, descriptive statistics was used to describe the level of participants' job
performance. The majority of participants in the study have high job performance. According
to Pradhan and Jena (2016), the highest score indicates a higher level of job performance
scores between 26 and 40. Therefore, 98% of participants were from 26 to 40. From this
result, it is possible to conclude that police officers have high job performance. 2% of
participants of the study have normal job performance, and there were no participants who
had a low job performance with a minimum value of 60 and a maximum value of 115.

Pradhan and Jena (2016) stated that high job performance scores between 69 and 115.
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Generally, overall employees' mean score was found at 97.60. This score indicates that the
participants of this study have high job performance. Under the study of Pradhan and Jena
(2016), it can be possible to conclude that participants of police officers have high job

performance because the majority of participants' were scored between 69 and 115.
5.2. Gender Differences within the Study Variable

In this study independent sample t-test was employed to check whether there is a gender
difference in study variables. Hence, this study founded that there was no statistically
significant gender difference regarding self-esteem, job satisfaction, and job performance of
police officers.

Self-esteem

Self-esteem is involving in the process of subjective evaluation of one's strengths and
weakness, how one can relate and associate with others, and looking oneself as the ability to
stand independently in our social status (Obidigbo, 2006; cited in Farooq, Muhammad, Riaz,
Irfanullah, Sattar, and Naveed, 2015). Put in mind with this concept, there was no significant

difference in self-esteem scores between male and female police employees.

Likewise, different studies supported this study result while the other studies contradict this
result. Besides, there was still a controversy of gender differences and self-esteem across the
studies. One of the studies conducted on collective cultures like Turkey and Iran has found
that there was no gender difference in self-esteem scores (Cakici, 2010; Gelbal, et al., 2010;
Secer, et al., 2012; Yilmazel and Gunay, 2012; cited in Abdulla, 2009). Despite these results,
the study of Bleidorn et al., (2016) revealed that they examined around 985937 people over
the internet across 48 countries. The result showed that men tend to have higher self -esteem
than women. In corroborating this idea, it was founded that self-esteem is higher in males
than females (Freisen, 2003; Kling et al., 1999; Mwange and McCaslin, 1994).

Job Satisfaction

Job satisfaction is a pleasant emotional state toward the job, perception of the work,
conception, and assessment of work environments, and it is the perception and experience of
all about the work and workplace (Lise and Timothy, 2004). According to Miller et al. (2009)
and Johnson (2012), gender is considered as the most studied demographic variable among
police employees. With this idea in mind, this study showed no significant difference in job

satisfaction scores between males and females. This means there is no difference in their
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level of job satisfaction. Although, many studies supported this finding, others reported that
there was a statistically significant gender difference in the mean score of employees' job
satisfaction.

One of the studies conducted by Ambachew (2014) revealed that there is no statistically
significant difference in the mean score of job satisfaction between male and female. Also,
according to Cabrita and Heloisa (2007), in the national survey, they found that there were no
significant differences between the job satisfaction of males and females. But, some studies
founded inconsistent and different results among male and female police officers. For
example, some studies have indicated that females are more unsatisfied or less satisfied when
compared to males. In corroborating this idea, the study in Tamil, India, found that women
police have less job satisfaction than their men colleagues (Vidya and Kotian, 2014).
However, in a study carried out in Gujarat, India, it was found that women police have higher
job satisfaction than their men colleagues (Kumer, and Dhingra, 2016). Similarly, a study
conducted at Illinois State University, the research revealed that there is no effect of gender
on job satisfaction level (Webstren, Harrison and Javaher, 2016; cited in Omori and Bassey,
2019).

A recent study conducted on demographic characteristics and job satisfaction among New
York City police officers have shown that females were more satisfied with their job than
male, but the differences were not statistically significant (Cooper, et al., 2014). In addition,
Aremu and Adeyoju (2003) found that female officers are more satisfied with their jobs than

male workmates.
Job Performance

Gender is one of the factors that influence job performance. In public and private
organization there are stereotypic differences among men and women on their ability and
competency differences (Tackson, 2009: cited in Gyanti, 2017). Therefore the existence of
stereotypic beliefs of differences in their skills and ability drives to low job performance. Put
in mind with this concept, this study founded that there was no significant difference in job

performance scores between male and female police officers.

However, this study found that there was no significant difference in job performance scores
between male and female police officers. Corroborating this finding, however, some studies
reported similar results, while other studies contradict this result. Also, there was still a

controversy of gender difference in job performance across studies. For example, an
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empirical study carried out by Jimoh (2008; cited in Omori and Bassey, 2019) among
university administrative workers in Southwestern Nigeria supported that there were no
strong differences between gender and employees' job performance. But, the study of Omeri
and Bassey (2019) revealed that gender has a negative significant relationship with the job
performance of employees in public service in Nigeria.

5.3. The Relationship among Study Variables

Under this section, it contains the relationship between selected socio-demographic variables,
predictive variables (self —esteem, and job satisfaction), and the criterion (job performance).

5.3.1. The Relationship between Selected Socio-demographic Variables and Study Variables

This study also employed Pearson product correlation to see the relationship between selected

socio-demographic variables and self-esteem, job satisfaction, and job performance.
5.3.1.1. The Relationship between Gender and Study Variables

In this study, the Pearson product correlation was employed to check whether there is a
relationship between selected socio-demographic variables and study variables. Therefore,
this study found that gender has a statistically not significant and very weak positive
relationship with self-esteem, and job satisfaction. Concerning the finding on self-esteem, it
is consistent with the study of Sadra, et al. (2017) and Quatman, et al. (2001; cited in Sadra,
et al., 2017). But this study was inconsistent with other studies (Cakici, 2010; Gelbal, et al.,
2010; Secer, et al., 2012; Yilmazel and Gunay, 2012; cited in Abdulla, 2009).

With regard to job satisfaction, the present study consistent with the study of Ambachew
(2014) indicated that there was a positive correlation between gender and job satisfaction
among 260 employees of Ethio-telecom. Similar to this research finding, Brough and Frame
(2004; cited in Abdulla, 2009) revealed that there was no significant relationship between
gender and job satisfaction among 400 New Zealand police officers. In addition, Solomon
(2009) revealed that the correlation gender did not show significant relationship with job
satisfaction. In contrary to this research result, Ambachew (2014) revealed that there was

statically significant relationship between gender and job satisfaction.

With regard to job performance, the present study showed that there is a weak and positive
relationship with job performance. This result has inconsistent with the study of Omeri and
Bassey (2019) which revealed that gender has a negative significant relationship with the job

performance of employees in public service in Nigeria. In addition, Hassan, and Olufemi

50



SELF-ESTEEM, JOB SATISFACTION, AND JOB PERFORMANCE

(2014; cited in Sadra, et al., 2017) demonstrated no relationship between gender and job

performance.
5.3.1.2. The Relationship between Education Level and Study Variables

Several studies revealed that police officers' job satisfaction has largely been studied in terms
of basic demographic characteristics, such as educational differences is the basic factor of job
satisfaction. This result showed that there is a very weak, negative, and statistically not
significant relationship among educational levels and job satisfaction of police employees.
This result is consistent with the result of Crossman and AbouZaki (2003) and Scott et al.,
(2005) which revealed that there is not significant relationship between educational level and
employees' job satisfaction. This result is inconsistent to Lofkowitz (1974: cited in Solomon,
2009) who identified that level of education were significantly associated to job satisfaction.
Similarly, some studies revealed positive correlation between level of education and overall
job satisfaction (Buzawa, 1984:80, and Dantzker, 1992; cited in Balci, 2011).

The correlational matrix indicated that the educational level has a very weak and positive
relationship with job performance. This result is supported to be consistent with Omeri and
Bassey (2019) who showed that educational attainment and job performance of employees to
be significantly related. Inconsistent results by Fischer (1982; cited in Zhao et al., 1999)
found that attaining the highest level of education status was not significantly related with to
job performance of employees for some organization. Besides, Ng and Feldman (2009)

indicated that employees' educational status is positively related to task performance.
5.3.1.3. The Relationship between Work Experience and Study Variables

According to Clark, et al. (1996) and Oshagbemi (2000; cited in Abdulla, 2009), an
individual employee with longer work experience would create greater job satisfaction when
their job matches with their needs in the working department. Besides this concept, this study
found that the bivariate correlation result indicates that the work experience of police
employees had a very weak, inverse, and statistically insignificant relationship with job
satisfaction. Thus the results of this study confirm with the study results of Bedeian, et al
(1992; cited in Abdulla, 2009) and Nestor and Leary (2000) who showed that there is no
relationship between employees' job satisfaction and years of experience. On the contrary,
another study indicated that there is a negative relationship between longer work experience
in a job, and employees' level of job satisfaction (Savery, 1996). Similarly, this study found

that work experiences of police employees have weak, positive, and a statistically significant
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relationship to job performance. This result is consistent with the Omeri and Bassey (2019)
who showed that years of experience and job performance of employees are significantly

related.
5.3.2. Self-Esteem and Job Performance

The bivariate correlation result indicates that self-esteem had a weak, positive, and
statistically insignificant relationship with the job performance of police employees.
According to Pierce and Garnder (2004), within the motivational domain, self-esteem level,
or one's positive or negative evaluation toward oneself should be related to job performance.
Likewise, Korman (2001) employees will be motivated to perform on their job based on their
consistency with their self-image, suggesting the positive main effect of self-esteem level on
the job performance. But, sometimes the level of self-esteem did not affect their job
performance level (Romero, 2019). Correspondingly, the study conducted by Bund (1984) on
police officers' job performance to the characteristics of self-esteem, competency, and coping
efficacy. In this study, the result indicated that there is a positive relationship between self-

esteem and job performance of police officers.

In contrary, the study conducted by Ogiamien and lzwagbe (2016) showed that there is a
negative relationship between self-esteem and job performance of personnel. And also, other
study showed that self-esteems to have little or no direct relationship with task performance
(Baustmeester, et al., 2003). Similarly, Judge and Bono (2001) stated that there is no positive

relation exists overall between self-esteem level and job performance.
5.3.3. Job Satisfaction and Job Performance

This study indicated that job satisfaction of police officers had a very weak, inverse, and
statistically insignificant relationship with job performance. Previous research studies
examined the relationship between job satisfaction and job performance since early in
1945(e.g. Brody, 1945; cited in Davar and Bala, 2012). In general, public organizational
sectors have their vision to attain high performance through productivity and effectiveness.
To attain this vision it requires a satisfied individual to extend more effort to job
performance. Also, various studies on the policing job confirmed that there is a strong
relationship between satisfaction and performance of the employee. And also, job satisfaction

is considered as a requirement for a successful performance at work.

The study indicated that more satisfied police officers are, the better they respond to the

demands of the job and the more loyal to their workplace and its responsibilities which is
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given by the organization (Bakotic, 2016; Chan, Gee, and Steiner, 2000; Judge, et. al., 2001,
Garbarino, et. al., 2014; Khizar, et. al., 2016; Landy, 1989; Lim, 2008; Miller, et. al., 2009).
However, this study found contrary results to this idea; it is a weak and inverse relationship
between job satisfaction and job performance.

This finding is consistent with Ahmad and Shalized (2011) who revealed that there is a weak
relationship between job satisfaction and job performance and there was not significant
relationship between them. This is somewhat inconsistent and contradictory empirical
evidence indicated that there is a strong positive relationship between job satisfaction and job
performance among employees in the National Bank of Ethiopia (Prasad et al., 2014).
Similarly, the influence of job satisfaction on performance improvement was also found
empirically by Ostroff (1992; 1991, cited in Natsir, 2018). He concluded that employees' job

satisfaction had a significant relationship with performance improvement.

5.4. The Contribution of Predictive Variables (Self-esteem, and Job satisfaction) in

Predicting Criterion Variable (Job performance)

The study indicated that the Adjusted R Square value tells us that the model accounts for 0.3
% of variance in the level of the job performance of police officers in Ethiopian Police
University College. But, 99.7% of the variation in the level of the job performance of
employees was not explained by other variables in the model either. This result is
inconsistent with many studies that infer employees’ job performance is predicted by
influential factors (self-esteem, and job satisfaction). From this point of view, having high
self-esteem is important for and it has a predictive value of many outcomes including job
performance. For example, one of the studies indicated that self-esteem is an influential
factor when it comes to academic or even job performance (Ferries, Clia, Pang, and Keeping,
2010; Marah, and Martin, 2011).

Previous researches indicated that self-esteem construct holds considerable importance for
individual level and organizational context. At the individual level, one of research study
showed that individual employee with a high level of self-esteem have a greater impact on
work motivation (Pierce et al., 1989), and intrinsic motivation (Hui and Lee, 2000; cited in
Elloy and Patil, 2012), and employees achieve high level of job performance rate than a low
level of individuals' self-esteem (Van Dyne and Pierce, 2003; Pierce et al., 1993; Gardner,
Pierce, Van Dyne, and Cummings, 2000; Marion-Landais, 2000; cited in Elloy, and Patil,
2012). Similarly, Anwer, Jamil, Tahir, Farooqi, and Mehmood (2015) study corresponds with
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previously mentioned studies, that there is a positive correlation between self-esteem and job
satisfaction. Moreover, they stressed the fact that individuals who are not satisfied with their

job do not perform well when it comes to self-esteem.

Hence, some studies pointed out contradictory results regarding the relationship between self-
esteem and job performance. According to Brockner and Tharenou (1983; 1979;
respectively), an early review of studies on the relationship between self-esteem and job
performance indicated highly variable like relationship and size of its relationship. In
addition, Baumeister, et al. (2003) found that self-esteem seems to have little or no direct
relationship with job performance. Thus, in this study, it was expected that the predictive
variable (self-esteem and job satisfaction) should be able to predict the overall job

performance of police officers in Ethiopian Police University College.
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Chapter Six
6. Summary, Conclusion, and Recommendations

6.3. Summary

The primary objective of this study was to examine the relationship of self-esteem, job
satisfaction, and job performance of police officers in Ethiopian Police University College.
The study examined the level of self-esteem, job satisfaction, and job performance of
officers, gender difference on study variables, selected socio-demographic variables and
study variables, the relationship between study variables, and the predictive values of
predictive variables on the criterion variable. To answer the above issues, the following

research questions were addressed.

1. What is the level of self-esteem, job satisfaction, and job performance of police officers in
EPUC?

2. Is there a significant gender difference among self-esteem, job satisfaction, and job
performance of police officers in EPUC?

3. Is there a statistically significant relationship among selected socio-demographic

variables, self-esteem, job satisfaction, and job performance of police officers in EPUC?

4. Are the self-esteem and job satisfaction predicts job performance of police officers in
EPUC?

This study reviewed related literature and two theoretical frameworks. And also, this study
employed different standardized instruments that measure the variables: Rosenberg's self-
esteem, job satisfaction survey, and job performance instrument. A pilot study was conducted
to realize the reliability of all instruments and face validity considered about certain issues
like omission and ambiguity of words that were amended before administrating the
instruments for the main study. The instruments administered at the actual study site through
a stratified sampling technique to all departments based on gender and working departments,

and participants were selected by a simple random method from all working departments.

Subsequently, 303 questionnaires were distributed to randomly selected police officers in
different working departments in Ethiopian Police University College. 293 questionnaires
were returned properly and it was used for data analysis. The study used both descriptive and
inferential statistics to analyze the collected data. Therefore, descriptive statistics were used

to describe the results of the study, and inferential statistics were applied to test whether there
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is statistical significance between variables or not (Independent sample t-test, Pearson
product-moment correlation, and Multiple regressions). The following key findings are
emanated from the study. These are listed below:

e Based on the quantitative analysis, the majority of police officers (73% participants) are
satisfied in their job, significantly large numbers of participants (16%) are undecided/
ambivalent in their job satisfaction, and 11% were dissatisfied with their job. Concerning
self-esteem, the majority of participants (89.1%) have high self-esteem, 10.6% of
participants have normal self-esteem, and 0.3% of the participant has low self-esteem
with the minimum score of 14 and a maximum score of 38. And also 98% of participants
have high job performance, 2% of participants have normal job performance.

e Gender differences were examined using independent sample t-test to compare the score
of self-esteem, job satisfaction, and job performance of police officers. The result showed
that police employees of both genders were not significantly different in self-esteem, job

satisfaction, and job performance score levels.

e A correlation matrix was used to identify the relationship between the variables.
Therefore, the study indicated that self-esteem has a very weak and negative correlation
with job satisfaction and work experience. On the other side, self-esteem has a very weak
and positive correlation with gender, education, and job performance of police officers.
Also, job satisfaction has a very weak and negative relationship with job performance,
education level, and work experience. And also, job satisfaction has a very weak positive

relationship with gender.

e Generally, the bivariate correlation result indicates that the self-esteem of police
employees had a very weak, inverse, and statistically not significant relationship with job
satisfaction. And also, job satisfaction of police officers had a very weak, inverse, and
statistically insignificant relationship with job performance. But, self-esteem had a weak,
positive, and statistically not significant relationship with the job performance of police

officers.

e Multiple regression analysis was computed to find the joint contribution of predictor
variables (self-esteem and job satisfaction) in predicting the criterion variable (job
performance). The result of the study showed that the Adjusted R Square value tells us

that our model accounts for 0.3 % of the variance in the level of the job performance of
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police officers in Ethiopian Police University College. But, 99.7% of the variation in the

level of the job performance of officers was not explained by other variables in the model.

However, multiple regressions Standardized Beta Coefficients give a measure of the
contribution of self-esteem and job satisfaction on police officers’ job performance. The
result indicated that both self-esteem and job satisfaction has no significant association
with and has a positive and negative effect on police officers’ job performance with
standardized beta coefficient value of f = 097, p = -.003 respectively. In other words, the
self-esteem of police employees has a 9.7 % positive contribution to employees' job
performance and job satisfaction of police officers has a negative effect (-0.3 %) on job
performances of officers. The result was also not significant at 0.05 significant levels. In
aggregate, self-esteem and job satisfaction have low predictive ability of police officers’

job performance with R? = 0.10 with p-value = .249 which is greater than 0.05 significant

level.
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6.4. Conclusion

The study examined the relationship between self-esteem, job satisfaction, and job
performance of police officers at Ethiopian Police University College. Regarding the findings

in this study, a concluding remark can be summarized in the following manner.

The majority of police officers (73% of participants) are satisfied with their job. Therefore,
the result showed that the majority of participants were satisfied with their job and have a
high satisfaction level. And also, it needs to develop all necessary strategies to maintain a
high level of satisfaction. But, some of the participants (16%) are undecided/ ambivalent in
their job satisfaction, and 11% were dissatisfied with their job. Hence, some of the
employees’ job satisfaction level in the study was ambivalent and low; it implies that job
satisfaction affects the job performance of police officers. So, form this, it is possible to
conclude that due to the low and ambivalent level of job satisfaction hinder police officers to
be a higher performer and it may have an intention to leave the organization.

Regarding the scores of participants from Rosenberg Self-Esteem Scale, the majority of
participants (89.1%) have high self-esteem score, 10.6% of participants have normal self-
esteem, and 0.3% of the participant has low self-esteem with the minimum score of 14, and a
maximum score of 38. Form the finding of the study, it is possible to conclude that maintain
the high level of self-esteem of officers and it should address those individuals with normal
and low self-esteem through service training as well as addressing different needs fulfillment.
And also, 98% of participants have high job performance, 2% of participants have normal job
performance. Therefore, as my observation from an initial point some officers in the
organization were at low job performing level did not work when we see the study result in

Ethiopian Police University College.

In the present study, the result showed that police officers of both genders were not
statistically significantly different in self-esteem, job satisfaction, and job performance score
levels. Therefore, it is possible to conclude that there is an equal and balanced level of self-
esteem, job satisfaction, and job performance. Both male and female police officers have

almost the same level of behavior.

The self-esteem of police employees had a very weak, inverse, and statistically not significant
relationship with job satisfaction. Hence, in this study the majority of participants’ level of
self-esteem was high; it implies that the two variables, i.e. the level of self-esteem and job

satisfaction are co-varying each other. So, from this is possible to conclude that the high level
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of employees’ job satisfaction and self-esteem become inverse relationships. And also, job
satisfaction of police officers had a very weak, inverse, and statistically insignificant
relationship with job performance. Hence, in this study the majority of participants’ level of
job satisfaction was high; it implies that the two variables, i.e. police officers’ job
satisfaction, and job performance are co-varying each other. So, from this is possible to
conclude that the high level of employees’ job satisfaction and job performance becomes
inverse and minimum. But, self-esteem had a weak, positive, and statistically not significant
relationship with the job performance of police officers. This result implies that the current
status of the employees needs to include other variables to see a further relationship to job

performance in the future.

Multiple regressions conducted to examine the relationship between job performance and
potential predictors. The analysis result summarizes the descriptive statistics. As can be seen,
the self-esteem score is positively and not significantly correlated with the criterion. Job
satisfaction is negatively correlated with job performance. The multiple regressions model
with two predictors produced R?=0.10, F (2, 290) = 1.398, p=.249) which is statistically not
significantly predicting the job performance of police officers. And also, the result of the
study showed that the Adjusted R? about 0.3 % of the variance in the level of the job
performance of police officers in Ethiopian Police University College. Furthermore, 99.7% of
the variance in the level of the job performance of police officers was not explained by other

variables in the model.
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6.5. Recommendations

The following recommendations were forwarded based on the findings and conclusion on

self-esteem, job satisfaction, and job performance of police employees.
6.5.1. Recommendations for the Organization

> Despite the fact that the majority of police officers had high self-esteem, a high
satisfactory level of job satisfaction, and a high level of job performance in EPUC, still a
need for managers and by police officers themselves to maintain it for the suitability of
the result. Therefore, at the EPUC setting, the level of self-esteem, job satisfaction, and
job performance needs to be given importance and optimal improvements. And also,
education and training programs should be developed and given for those who are at a
low level of results and improvements for the said areas of concern for their overall

welfare and growth.

> In the present study, the result showed that police officers of both genders were
statistically not significantly different in self-esteem, job satisfaction, and job
performance score levels. Therefore, it is recommendable that the organization should
encourage employees to maintain their score level. And also, management of the
university college needs to take into account to attract, retains, and motivates their

employees, so that employees are satisfied with their jobs and have good performance.

» As we shown from correlation and regression results that self-esteem has a weak,
positive relationship and statistically not significant effect on the job performance of
police officers in EPUC. In his respective study found out organization without viable
that self-esteem training program would provide employees with frequent opportunities

to enhance their capabilities which ultimately affect the performance of police officers.

> From the statistical analysis, the researcher found that job satisfaction of police officers
had a very weak, inverse relationship and statistically not significant contribution to job
performance in EPUC. Thus, we can conclude that job satisfaction cannot bring a
positive contribution to the job performance of police officers. In this regard, the
organization has an opportunity to get a high level of officers’ job performance since it

has a better contribution than other internal effects in this study.

» Generally, as it is seen in this study the contribution of self-esteem and job satisfaction is

9.7 % and -0.3 % respectively on police officers’ job performance. This situation implies
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that there are also other contributing factors related to job performance of police officers.
Therefore, the organization should look at other contributing factors like organizational
culture, motivation, leadership style, and personality traits and examine their relationship
job performance of police employees. These situations enable to see the real contributing
factors for both employees and organizational performance together in the future.

6.5.2. Recommendations for Further Research

» This study recommends that the result of self-esteem, job satisfaction, and job
performance are almost high in terms of their level. Therefore, as many studies showed
that employees in the organization were at a high level of self-esteem and job
satisfaction was positively correlated to job performance did not work when we see the
level of self-esteem, job satisfaction, the job performance of police officers in Ethiopian
Police University College, even if the relationship between self-esteem and job
performance was positive, it was very weak. And also there was an inverse and weak
relationship between job satisfaction and job performance. Therefore, further research
should include police organizational culture and work ethics as the factors to see the

relationship between them.

» The next researchers shall focus on studying this variable with the qualitative method,
with triangulation, and changing the direction of predictor variables and the criterion

variable.
> Itis better to use in the future a comparative study among the organizations.

» The future study shall be good in studying whether there is a strong relationship among
variables like organizational culture, emotional intelligence, motivation, leadership style,

and personality traits that can be related to the job performance of employees.
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Appendixes

Appendix A
Survey Questionnaire
Appendix Al

Survey questionnaire English version

Addis Ababa University
College of Education and Behavioral Studies

School of Psychology
Questionnaire will be filled by employees
Dear Participant,

The purpose of this questionnaire is to gather information on the relationship among self-
esteem, job Satisfaction, and job performance of police employee in Ethiopian police
University Collage. The research is conducted in partial fulfillment of the requirement for the
degree of Masters in social psychology. This study can be accomplished successfully only

when you complete all the items of the scales and frankly.

It takes about 40 minutes to complete the questionnaire which includes: General profile, self-
esteem, Job Satisfaction, and Job Performance of Police Employee. There is no risk
associated with participating in this study. Do not write your name on the questionnaire.
Participation in the survey is voluntary. If there are questions regarding this study, please
contact me with 0916416594.

Thank you for your participating.
Sincerely,

Amanuel Aklilu
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Part I. Personal Information

Instruction: Please supply the right information for the following items by putting a “\”> mark

in the box provided
1. Gender: Male [J  Female [

2. Age: 25 and below [1 26-32 [ 33-4000 41-47 [ 48 andabove [J
3. Marital Status: Married [J Single [1  Other [J
4. Educational level:  Certificate and below[]  Diploma []

First Degree[] Masters and abovel]

5. Work experience: Less than l1year [1 1-5 []
6-10 [J 11-150 16-2000 21 and Above [J
6. Working department: Human resource administration vice president [

Academic vice president [
Research institute and Community service vice president [J
Military and physical training vice president [
President office [

7. Position:
8. Police Rank:
Constable [] Assistant Sergeant [ Deputy Sergeant [] Sergeant [ Chief Sergeant [
Assistant Inspector [1 Deputy Inspector [1 Inspector[] Chief Inspector [
Deputy Commander(] Commander [
Part 111: Self-Esteem

INSTRUCTION: Read each of the statements carefully and then put “\” mark one of the

numbers in the table below. Numbers indicates:

1: Strongly Disagree, 2: Disagree, 3: Agree, 4: Strongly Agree,

No Items 112 |3 |4
Self-Esteem
1 On the whole, | am satisfied with myself.

2* At times | think I am no good at all.

3 | feel that | have a number of good qualities.
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4* | feel that | do not have much to be proud of.

5 I can do things as well as most other people.

6* | certainly feel useless at times.

7 | feel that 1 am a person of work, at least on an equal basis with
8* | feel | don't have more respect for myself.

9* | Alliinall I am inclined to feel that | am a failure

10 | have a positive attitude toward myself

*Negatively worded item
Job Satisfaction
INSTRUCTION: Read each of the statement carefully and then put “\N” mark one of the
numbers depending only your agreement and disagreement. The numbers represents:
1: Disagree very much, 2: Disagree moderately, 3: disagree slightly, 4: Agree slightly,
5: Agree moderately, 6: Agree very much

No | Description 5 |4 |3 |2

Job Satisfaction

1 | feel 1 am being paid a fair amount for the work I do

2* There is really too little chance for promotion on my job

3 My supervisor is quite competent in doing his/ her job

4* I am not satisfied with the benefits | received

5 When | do a good job, I receive the recognition for it that I

should receive

6* Many of our rules and procedures make doing a good job

difficult
7 | like the people | work with
8* | sometimes feel my job is meaningless
9 Communications seem good within this organization

10* | Raises are too few and far between

11 Those who do well on the job stand a fair chance of being
promoted

12* | My supervisor is unfair to me

13 The benefits we receive are as good as most organization offer

14* | 1 do not feel that the work I do is appreciated

15 | sometimes feel my job is meaningless

16* | My efforts to do a good job are seldom blocked by red tape,

17 | find | have to work harder at my job because of the
incompetence of people | work with, | like doing the things |
do at work

18* | The goals of this organization are not clear to me

19* | | feel unappreciated by the organization when | think about
what they pay me

20 People get ahead as fast here as they do in other places
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21* | My supervisor shows too little interest in the feelings of
subordinates

22 The benefit package we have is equitable

23* | There are few rewards for those who work here

24 | have too much to do at work

25 | enjoy my coworkers

26* | | often feel that I do not know what is going on with the
organization

27 | feel a sense of pride in doing my job

28 | feel satisfied with my chances for salary increases

29* | There are benefits we do not have which we should have

30 | like my supervisor

31 I have too much paperwork

32* | 1 do not feel my efforts are rewarded the way they should be

33 | am satisfied with my chances for promotion

34* | There is too much bickering and fighting at work

35 My job is enjoyable

36* | Work assignments are not fully explained

*Negatively worded items

Employee job Performance

INSTRUCTION: Please describe your honest opinion about how you feel about the
corresponding statements regarding your performance. If you are unsure of an answer, make
your best guess. Use the following scale in your rating and “N” mark for each appropriate

description. Responses to each item are measured on a five-point scale with the anchors

labeled:

1: Strongly Disagree, 2: Disagree, 3: Neutral, 4: Agree, 5: Strongly Agree,

No | Description
Task Performance

1 | use to maintain high standard of work in EPUC

2 I am capable of handling my assignments without much supervision
in my department of EPUC.

3 | am very passionate about my work at EPUC.

4 I know 1 can handle multiple assignments for achieving
organizational goals in EPUC

5 | use to complete my assignments on time.

6 My colleagues believe | am a high performer in EPUC.

Contextual Performance
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7 | used to extend help to my co-workers when asked or needed in
EPUC.

8 | love to handle extra responsibilities in my work department.

9 | extend my sympathy and empathy to my co-workers when they are
in trouble in EPUC.

10 | I actively participate in group discussions and work meetings in
EPUC.

11 | use to praise my co-workers for their good work in EPUC.

12 | derive lot of satisfaction nurturing others in our department of
EPUC.

13 I use to share knowledge and ideas among my team members in our
department of EPUC.

14 || use to maintain good coordination among fellow workers in our
department of EPUC.

15 | use to guide new colleagues beyond my job purview in our
department of EPUC.

16 I communicate effectively with my colleagues for problem solving
and decision making in our department of EPUC.

Adaptive performance

17 | 1 use to perform well to mobilize collective intelligence for effective
team work in our department of EPUC.

18 I could manage change in my job very well whenever the situation
demands in our department of EPUC.

19 | I can handle effectively my work team in the face of change in our
department of EPUC.

20 | always believe that mutual understanding can lead to a viable
solution in organization in our department of EPUC.

21 | use to lose my temper when faced with criticism from my team
members in our department of EPUC (R).

22 | I am very comfortable with job flexibility in EPUC.

23 | use to cope well with organizational changes from time to time in

EPUC.




SELF-ESTEEM, JOB SATISFACTION, AND JOB PERFORMANCE

Appendix A2

Survey questionnaire Amharic version
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Appendix B
Pilot study result
Appendix B1
Cronbach’s Alpha and item-total statistics for self-esteem
Reliability Statistics

Cronbach's Alpha N of Items
.860 10
Item-Total Statistics
Items Scale Mean if Scale Variance Corrected Cronbach's

Item Deleted  if Item Deleted Item-Total Alpha if
Correlation Item Deleted

On the whole, | am satisfied with 271.77 20.254 710 .833
myself.

At times | think I am no good at 27.63 24.999 480 .854
all.

| feel that 1 have a number of 27.53 24.809 452 .855
good qualities.

| feel that | do not have much to 27.73 23.720 505 .851
be proud of.

| can do things as well as most 27.47 23.499 466 .855
other people.

| certainly feel useless at times. 27.70 22.907 564 847
| feel that 1 am a person of work, 27.63 23.137 .625 .842
at least on an equal basis with

others.

| feel I don't have more respect 27.80 22.441 575 .846
for myself.

All in all I am inclined to feel 27.60 23.697 .568 847
that | am a failure

| have a positive attitude toward 27.73 20.271 756 .828

myself
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Appendix B2
Cronbach’s Alpha and item-total statistics for job satisfaction

Reliability Statistics

Cronbach's Alpha N of Items

.838 36

Item-Total Statistics

Items Scale Mean if Scale Variance Corrected Item- Cronbach's Alpha
Item Deleted if Item Deleted  Total Correlation if Item Deleted
Js1 164.77 198.599 236 837
Js2 166.27 182.961 613 .824
Js3 165.37 192.792 .382 833
Js4 165.70 195.666 405 833
Js5 165.27 206.478 -.044 .843
Js 6 165.27 194.133 434 .832
Js7 164.83 202.420 109 .840
Js 8 165.20 192.786 551 .830
Js9 165.40 202.938 .067 842
Js10 165.27 203.926 .024 844
Js11 165.43 200.185 202 .838
Js 12 165.23 192.944 464 831
Js 13 165.57 182.323 762 821
Js 14 165.37 180.930 670 822
Js 15 165.53 187.775 .608 .826
Js 16 166.03 189.895 340 835
Js 17 165.17 186.006 574 .826
Js 18 165.73 177.720 695 .820
Js 19 165.00 191.793 456 831
Js 20 165.03 194.447 311 .835
Js 21 165.73 188.685 466 .830
Js 22 165.40 185.697 453 .830
Js 23 165.27 195.099 274 .836
Js24 165.00 196.966 264 .836
Js 25 164.93 191.926 434 831
Js 26 165.20 188.648 515 .829
Js 27 165.27 197.857 .286 835
Js 28 164.60 205.352 014 841
Js 29 164.97 199.137 381 .834
Js 30 164.37 207.068 -.077 841
Js 31 165.00 207.931 -.114 .843
Js 32 165.10 210.093 -.220 .845
Js 33 164.80 206.648 -.050 .843
Js 34 164.93 197.306 428 .833
Js 35 164.80 204.028 .068 .840

Js 36 164.87 207.499 -.109 .842
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Appendix B3
Cronbach’s Alpha and item total statistics for job performance

Reliability Statistics
Cronbach's Alpha N of Items

.805 23

Item-Total Statistics

Items Scale Mean if Item Scale Variance  Corrected Item- Cronbach's Alpha
Deleted if tem Deleted  Total Correlation  if Item Deleted
Jpl 81.73 132.064 500 791
Jp2 82.07 128.340 507 .789
Jp3 81.67 132.920 539 .790
Jp4 81.70 129.321 537 .788
Jp5 81.67 137.402 .308 .800
Jp6 81.80 135.614 .306 .800
Jp7 82.27 132.823 .366 797
Jp8 81.90 133.472 .362 797
Jp9 81.87 137.430 237 .804
Jp10 82.17 136.213 253 .803
Jpll 81.87 135.706 347 .798
Jp12 82.17 136.213 253 .803
Jp13 81.77 136.392 310 .800
Jpl4 81.87 135.637 290 .801
Jp15 81.87 134.051 376 796
Jpl6 82.13 136.809 281 .801
Jpl7 82.13 135.499 292 .801
Jp18 82.10 130.231 545 .788
Jp19 81.87 129.292 .588 .786
Jp20 81.97 135.344 365 797
Jp21 83.23 139.564 133 811
Jp 22 81.87 137.223 244 .803

Jp 23 81.30 142.217 215 .803
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Appendix C
Reliability of instrument in the main data (re-established reliability)

Appendix C1
Cronbach’s Alpha and item-total statistics for self-esteem

Reliability Statistics

Cronbach's Alpha N of Items

947 10

ltem-Total Statistics \

Items Scale Mean if Scale Variance if Corrected Item- Cronbach's Alpha

Item Deleted Item Deleted Total Correlation if Item Deleted

seql 29.94 34.647 711 944
seq2 30.00 33.695 .801 .940
seq3 30.06 33.253 749 943
seqd 30.00 34.051 .769 941
seq5 30.00 33.582 .805 .940
seq6 29.91 34.166 .803 .940
seq7 29.96 34.033 .820 .939
seq8 29.89 33.924 781 941
seq9 29.91 33.985 792 .940
seql10 30.03 33.301 749 .943
Appendix C 2

Cronbach’s Alpha and item-total statistics for job satisfaction

Reliability Statistics

Cronbach's Alpha N of Items

.881 36
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Item-Total Statistics

Items Scale Mean if Scale Variance Corrected Item- Cronbach's Alpha if
Item Deleted if Item Deleted Total Correlation Item Deleted

jsql 140.81 524.178 463 876
jsg2 141.89 534.819 352 878
jsg3 140.27 545.265 267 880
jsq4 141.38 534.339 390 878
jsq5 140.56 544.268 244 880
jsq6 141.18 529.614 446 877
jsq7 140.33 532.901 408 877
jsq8 141.38 537.162 250 881
jsq9 140.70 534.731 413 877
jsql0  140.48 523.079 547 875
jsqll  141.17 524.827 498 876
jsql2  140.80 543.632 193 882
jsql3  140.82 526.457 407 877
jsql4  140.89 531.662 331 879
jsql5  140.16 542.608 255 880
jsql6 14147 541.585 205 882
jsql7  140.31 531.353 442 877
jsql8  140.44 537.617 273 880
jsql9  140.74 519.126 487 876
jsq20  141.00 519.127 533 875
jsq21  140.34 547.179 222 880
jsq22  141.35 522.303 508 875
jsq23  141.31 517.996 548 874
jsq24  141.01 541.983 185 882
jsq25  140.28 522.757 550 875
jsq26  140.56 521.261 A72 876
jsq27  140.40 541.685 274 880
jsq28  141.18 522.719 467 876
jsq29  141.28 520.303 523 875
Jsq30  139.59 544.832 325 879
Jsg3l  140.41 540.496 289 879
Jsq32  141.65 525.516 451 876
Jsq33  140.70 523.527 466 876
Jsq34 14057 523.726 563 876
Jsq35  140.04 542.793 277 880

Jsq36 140.28 522.757 .550 875
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Appendix C3
Cronbach’s Alpha and item-total statistics for job performance

Reliability Statistics

Cronbach's Alpha N of Items

874 23

Item-Total Statistics

Items Scale Mean if Scale Variance Corrected Cronbach's
Item Deleted  if Item Deleted Item-Total Alpha if Item
Correlation Deleted
jpal 93.78 79.226 .305 .873
jpg2 93.62 78.496 391 871
jpg3 93.60 77.322 490 .868
jpg4 93.74 77.308 485 .869
jpg5 93.80 78.244 .399 871
jpa6 93.98 77.520 .381 872
ipq7 93.72 77.476 475 .869
jpg8 93.77 77.321 464 .869
jpq9 93.66 77.432 504 .868
jpql0 93.81 75.100 .595 .865
jpall 93.69 75.831 557 .866
jpql2 93.74 75.542 .624 .865
jpql3 93.97 79.793 .236 .876
jpqld 94.04 77.927 371 872
jpql5 93.83 76.585 520 .868
jpql6 93.81 74.822 .633 .864
jpql7 93.84 74.569 .640 .864
jpqls 93.74 75.460 .641 .864
jpql9 93.80 75.990 565 .866
jpg20 93.83 74.861 553 .866
jpg21 94.47 80.065 .091 .888
jpg22 94.43 74.719 403 .873
Jpg23 93.81 76.516 487 .868

For further information;
Email: amanaklilu44@gmail.com
Phone: +251916416594
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