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ABSTRACT

Public managers in any country at times find it difficult to disregard the issue of Job Satisfaction
as it directly affects their productivity and is often a cause of high turnover. The purpose of this
paper is to identify the determinant of job satisfaction in the AKSCAE. The research design
adopts for this study is explanatory. The reason behind using explanatory research design is
because; it is better to connect ideas to understand the cause and effect of something or to
explain what is going on. In an attempt to address the determinant of JS on both primary and
secondary data sources of the employee concerning primary data, the data was collected
through questionnaires was filled by the existing staff of the organizations.The researcher used a
sampling frame of the total population of male — 956 female — 813 total - 1773 employees to
servean estimated 220,740 sub-city pupils.A simplified formula to calculate sample size
(Yamane, 1967).Data were collected using a structured survey questionnaire. After testing scale
reliability and validity, multiple linear regressions were used.The results of the study indicated
that the JS and PB, WE, PO, RWS, TIL, and work experience have a positive correlation, and
have a major effect on Job Satisfaction.The regression analysis result indicated that 88.4% of the
variation in Job Satisfaction can be explained by the composite measure of independent
variables.Generally, this study shows that most of the employees are not satisfied with their job.
Based on this it is recommended that the government should work more on the above factors
especially in pay& benefit,and trust in leaders by considering the other competitive market. This
helps increase job satisfaction and to achieve its strategies and goals through a productive

workforce.It also helps to minimize employees’ turnover, absenteeism, and poor service delivery.

Keywords: Job satisfaction, Gender, Age,Academic level, Work experience,work position, Pay &
benefit, working environment, Promotion opportunity, relation with supervisors, Trust in

leaders,Akaki Kality sub-city administration.
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CHAPTER ONE: INTRODUCTION

1.1 Background of the study

Job satisfaction refers to those job-related activities expected of an employee and how well
employees deliver on them (Yusuph, 2015). Dugguh and Ayaga (2014) further simplify job
satisfaction as simply the record of an employee’s accomplishment. Mone and London (2014)
noted that it’s important for human resource managers to assess their employee’s job satisfaction
periodically to help them identify areas for improvement. Armstrong & Taylor (2014) noted that
when employees can align their skills, competencies, and abilities with the organizations'
objectives this improves job satisfaction and the overall performance of the organization. The
drive to understand and explain job satisfaction has been motivated by utilitarian reasons (e.g., to
increase productivity and organizational commitment, lower absenteeism and turnover, and
ultimately, increase organizational effectiveness) as well as humanitarian interests (i.e., the
notion that employees deserve to be treated with respect and have their psychological and

physical well-being maximized) (Logsdon, 2001).

According to Ekechukwu et al. (2016), almost any job-related factor can influence a person’s
level of job satisfaction or dissatisfaction, and several factors influence job satisfaction. The
major ones can be summarized by recalling the dimensions of job satisfaction and they are pay,
the work itself, promotions, supervision, workgroup, and working conditions. Job satisfaction is
a single summary construct to capture employees’ perceptions of how they are treated by their
organization (Jung, 2017). According to Fred Luthans (2011) job satisfaction has little to do with
good pay; it has a lot to do with the employee himself or herself accepting that the job is
desirable. He further contributed that for jobs to be satisfying there should be some fun in them.
He suggested that employees should be allowed to express themselves without fear but take their

work seriously.

Job satisfaction is the result of both motivation and hygiene factors. Achievement, advancement,
interpersonal relations, working conditions, policy, and personal life are taken as motivational
factors by public sector employees (Azash et al., 2011). Demerouti and Cropanzano (2010)
observed that when organizations ignore the working environment within their organization, this

results in negative effects on employees’ job satisfaction. According to them, the working



environment consists of a safe and secure working environment, good relations with the
supervisors and co-workers, job security, employer recognition for employees’ good
performance, employee involvement in the decision-making process of the firm. A safe and
healthy working environment includes the physical and psychological environment. Prasanta
Kumar and JasmineBhuyan (2015) noted that a workforce with high job satisfaction leads to an
improvement in work quality and productivity, and leads to satisfied loyal customers. It is a
worker's sense of achievement and success and is generally perceived to be directly linked to
productivity as well as to personal wellbeing. The happier people are happy workers. Job
satisfaction can be influenced by a variety of factors, e.g., the quality of one's relationship with
their supervisor, the quality of the physical environment in which one works, degree of
fulfillment in their work, etc. Job satisfaction further implies enthusiasm and happiness with
one's work. The most common way of measurement is the use of rating scales where employees
report their reactions to their jobs. Questions related to the rate of pay, work responsibilities,
variety of tasks, promotional opportunities the work itself, and co-workers. For the organization,
the job satisfaction of its workers means a workforce that is motivated and committed to high-
quality performance. Increased productivity the quantity and quality of output per hour worked

seems to be a byproduct of job satisfaction (Prasanta Kumar and Jasmine Bhuyan, 2015).

Ethiopia has a long history of developing a modern civil service system. A Western-style
administrative system is thought to have been implemented during the reign of Emperor Minilk
IT in 1907. Since then, the Ethiopian civil service system has undergone several reforms on
various fronts. Four different reforms have been implemented to improve the performance of the
public service but still, now the public sector efficiency problem is not resolved which creates
poor service quality, in turn, this brings citizen dissatisfaction. The public service delivery trend
of the Ethiopian public sector can be regarded currently as inefficient. More specifically, it is
considered time-consuming,incompetent, costly,non-dynamic, and non-responsive. The public
sector is under the political interest of the ruling government which makes the sector inefficient
and causesJS. It is classified as a state-centered society ruled by a single ruling party. The party
frequently makes central decisions and only passes these decisions down for execution to various

layers of the government sector administrative hierarchy (Belete et al., 2017).



According to Teshome Tafesse, (2016) Addis Ababa city administration's public service
characteristics are not different from all country public services. But to some extent, it differs
from other regions because the city is Ethiopia's capital and Africa’s diplomatic center,
represents more than 130-year historical development that contributes to its current social and
economic characteristics. The city is in the center of the country has become a resident place for
people from different backgrounds and geographical origins. It serves as political capital and the
biggest business center in the nation and it's located at 9° 2°N latitude and 38° 45" E longitudes.
Addis Ababa is one of the self-governing chartered cities with the status of a particular unique
autonomous city under the national federal government structure. The city council is fully
responsible to both city electors and the federal government. The city is divided into 11 sub-
cities called Kifle-Ketemas and 121 Woredas. Akaki Kality sub-city Administration (AKSCA) is
one of the eleven sub-cities of Addis Ababa and is the industrial zone of Addis Ababa as well as
the country. It is located in the southern parts of the city. It is 20 km far from the city’s
center. The population of the AKSCA is estimated at 220,740 with 114,095 females and 106,645
males (2007 Ethiopian Central Statistics Authority cited in Emmanuel Development
Association). Most of the weredas are found on the outskirts of the city. AKSCAis
institutionalized in four clusters and has thirty-six offices with male 956 female 817 total 1773

employees.

The Addis Ababa city Administration characterizes high employee turnover, absenteeism, poor
service delivery, and efficiency. The city administration is undertakinga different reform
program which is part of a federal public service reform program to improve public service
delivery and performance of employees in the sector. However, the skill and capabilities of
leaders in different offices in the sub-city administration are not compatible with what the public
service needs. The relationship between managers and employees in the administration is not
good, their work communication is bad and the employee’s performance appraisal system lost its
reliability and accuracy which is not implemented properly. This study finds out the main

determinants of job satisfaction among AKSCAE. (Teshome Tafesse, 2016)



1.2 Justification of the study

This study finds out the level of different determinants of Job Satisfaction in the public sector
especially, in AKSCA; several studies have been made on the problem in the private sector
organization. These studies show that how Employee Gender(EG), Employee Age(EA),
Academic Level(AL), Work experience(WEX), Work position(WP), Pay and benefit (PB),
working environment(WE), promotion opportunity(PO), relation with supervisor(RWS), and
trust in leaders(TIL) determine Job Satisfaction in Akaki Kality sub-city administration.
Employee satisfaction comes from the structure leading to pay, incentive, and promotion
changes. Job Satisfaction has become an important issue in the world whether the organization
small or big. To determine the satisfaction level of employees both personal and organizational
characteristics were assessed very carefully in any organization. So many researches have been
made by different organizational science researchers on employee’s related issues. The outcome
of any organization is directly related to Job Satisfaction and individual performance. Without
making Job Satisfaction human resource management practices are useless to improve individual
performance which is crucial to change productivity, performance, and efficiency in the
organization. Employee’s perceptions of motivational practices in the organization such as
promotion opportunities, pay, and fringe benefits have a significant influence on the job
satisfaction of government employees (Ellickson and Rogsdon, 2001). They also investigate
among psychological climate dimensions departmental pride and social relation in the workplace
have resulted in high job satisfaction in municipal employees. According to Ndegwa and Minja
(2018) states that work environment, work conditions, job security, and leadership style have a
positive relationship with Job Satisfaction in the public sector. Alemu and Getenet (2017) found
out that Academic staff job satisfaction was influenced by leadership behaviors of leaders.
Employees™ level of JS has a positive relation with remuneration and fringe benefits and
leadership effectiveness but unmet job expectation and workload are negatively correlated
(Timkete, 2018). In Ethiopia, municipal Job Satisfaction has not been studied very well like that
of private or other public sectors such as education and the Healthy area. Especially, in Addis
Ababa city-administration public sector there was a gap to study determinants of Job
Satisfaction. This study tried to find out organizational factors as well as Personal characteristics
that may have an impact on employees  job satisfaction in the Akaki Kality sub-city

administration.



1.3Statement of the Problem

Job satisfaction (JS)is a topic that has received significant attention from managers and
researchers alike (Gautam, Mandal & Dalal, 2006). It is a well-known fact that no organization
could last without its employees. Employees are the main reason an organization could exist for
a long time. Well-satisfied employees will influence the productivity of the organization and will

lead to achieving the organization’s vision and goals (Hussin, 2011).

There are a variety of factors that can influence a person’s level of job satisfaction. Some of
these factors include the level of pay and benefits, the perceived fairness of the promotion system
within a company, the quality of the working conditions, leadership and social relationships, the
job itself (the variety of tasks involved, the interest and challenge the job generates, and the
clarity of the job description/requirements) (Geeta and Pandey, 2011). Job satisfaction involves a
complex number of variables, conditions, feelings, and behavioral tendencies (Jain, 2013). The
major challenges that affect employees level of satisfaction and performance include poor and
delayed payment of employees’ pay and benefits, poor top-down communication, lack of
motivation, recognition, and incentives, inadequate working space in their respective offices as
well as inadequate working tools and resources like stationery, computers, internet and other

office equipment (Robbins, 2001).

Oshagbemi, (2017) states that the findings on these assumptions advocate that public service
organizations ought to keep in mind the key determinants influencingjob satisfaction of

employees to defeat the problems of absenteeism, low morale, and turnover in organizations.

Several issues affect job satisfaction such as salaries, benefits, allowance, pension fund, working
hours, and how they respect their jobs. Many human resource departments of companies face the
problems of job satisfaction every day (Zhul, 2014). Lack of job satisfaction brings negative
consequences like job stress, poor overall morals, lack of productivity, high employee turnover,

tardiness, and high absenteeism (Singh and Pandey, 2013).

However, most of the studies had been conducted in the organizations operating in developed
and developing countries in America, Europe,and Asia e.g. (Bajpai 2004, Wajidi 2013, Fazlul
and Abdulla 2012, Abdulla, et al. 2011). A little number of researches was conducted in

Ethiopian organizations such as hospitals, banks,and universities e.g. (Premanandam 2017 and
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Mulugeta and Ayele 2015). It is undeniable that the characteristics of the environment where the
organizations operate vary from country to country; especially they vary significantly from

developed to underdeveloped countries.

Employees are an important asset in any public organization and employers have to ensure that
their needs are met to allow for maximum performance and a satisfied workforce. When the
satisfaction level of employees increases, then this will result in more returns to the organization.
The dissatisfaction of the employees has adverse effects on the efficiency and effectiveness of
the organization. Therefore, studying the job satisfaction of those who work in public sectors is
very crucial as their activities highly affect the economy and of a given country and also as their
satisfaction determines their service quality and performance. Therefore, the study sought to
analyze determinants of job satisfaction in Akaki Kality sub-city Administration employees

(AKSCAE).

This study was focused on answering the following research questions.
Basic Research Question

What are the determinants of job satisfaction at AKSCAE?

Sub Research Questions

How do pay and benefits affect job satisfaction at AKSCAE?

Does the work environment affectjob satisfaction atAKSCAE?

Does promotion affect job satisfaction at AKSCAE?

Does the relationship with staff supervisors affect job satisfaction at AKSCAE?
Does trust in leadersaffect job satisfaction among AKSCAE?

Does employee Gender affect job satisfaction at AKSCAE?

Does employee Age affect job satisfaction at AKSCAE?

Does Academic level affect job satisfaction at AKSCAE?

A S A L A

Does work experience affect job satisfaction at AKSCAE?

10. Does work position affect job satisfaction at AKSCAE?



1.40bjective of the Study
1.4.1 General Objective

The General objective of this study to assess the level of Job Satisfaction on the dimensions of
Gender, Age, Academic level, work position, Pay and benefit, work environment, promotion
opportunity, relation with supervisor, and trust in the leader in the Akaki Kality sub-city

administration.
1.4.2 Specific Objectives

¢ To identify the effect of pay and benefits on job satisfaction inAKSCAE.

e To explore the effect of work environment on job satisfaction in AKSCAE.

e To examine the effect of promotion opportunity on job satisfaction in AKSCAE.
¢ To identify the effect of relation with supervisors on job satisfaction in AKSCAE.
¢ To find out the effect of trust in leaders on job satisfaction among AKSCAE.

e To examine the effect of employee gender on job satisfaction in AKSCAE.

¢ To examine the effect of employee age on job satisfaction in AKSCAE.

¢ To examine the effect of Academic level on job satisfaction in AKSCAE.

® To examine the effect of work experience on job satisfaction in AKSCAE.

® To examine the effect of work position on job satisfaction in AKSCAE.

1.5SHypothesis

H1:Pay and benefit positively affect the job satisfaction of AKSCAE.

H2: Working environment positivelyaffects thejob satistaction of AKSCAE.

H3: Promotionopportunity positively affects the job satisfaction of AKSCAE.
H4: Relation with supervisors positively affectsthe job satisfaction of AKSCAE.
HS: Trust in leaderspositively affects the job satisfaction of AKSCAE.

H6: Employee gender positively affects the job satisfaction of AKSCAE.

H7: Employee age positively affects the job satisfactionof AKSCAE.
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HS8:Academic level positively affects thejob satisfactionof AKSCAE.
H9: Work experience positively affects the job satisfaction of AKSCAE.
H10: Workposition positively affects the job satisfaction of AKSCAE.
1.6 Definition of terms and concepts

= Job Satisfaction (JS): - is an attitude towards work-related conditionsfrom an
organizational perspective. (Okpara, 2006).

= Pay: - is a payment for employees within the organization for achieving the expected task
within a specific time and it is highly considered as the most important determinant of job
satisfaction relative to the other factors to attract and retain the expert labor force (Frye,
2004).

= Working environment (WE): - Factors that affect employees were being on operation or
office: the amount of work, work facilities, tools, ventilation, temperature, and
workspaces. Generally, means that having all necessary materials to operate employees'
job activities, Gyekye (2005).

*  Promotionopportunity (PO): The advancement of an employee from one job position to
another job position that has a higher salary range, a higher title together with higher job
responsibilities, Soeters (2006).

= Relationship with supervisors (RWS): - Workplace relationships are unique
interpersonal relationships with important implications for the individuals in those
relationships, and the organizations in which the relationships exist and develop (Jex,
2002).

= Trust in leaders (TIL):- In aleadership context, trust means that employees expect
their leaders to treat them well, and, as a consequence, are comfortable being open with

their leaders, Kurt Dirks and Donald Ferrin (2002).



1.7Significance of the study

This study wasconceived to facilitate valuable information to different entities. First, the study
wasadded to the understanding of the determinant ofjob satisfaction. This wasbeing beneficial
tothe public sector in terms of relating the aspects of human resource management, especially at

the AKSCA.

This study helped to improve job satisfactionto meet the customer's needs and to improve their
satisfaction through satisfying employees. In addition to this, it helps to identify factors affecting

job satisfactionand its impact on their performance and to take action.

The information was obtained from the study can be a rich source of critique and enhancement to
the knowledge base of studies on the determinant ofjob satisfaction. It wascontributed to the

theory of equity both as an acknowledgment of the theory’s application and its core concepts.

The study was also adding value to the research in the area of the determinant of job satisfaction.
Scholars werefinding it important as it was increasing the body of knowledge by contributing to
the existing literature in this area. The knowledge synthesizes from the study can serve as a basis
for planning and as a point of reference for further studies in the field of the determinant ofjob

satisfaction.
1.8 Scope of the study

The study was focus on the determinant of job satisfaction and investigates the process of its

contribution to employee output in the AKSCA and limited to public sectors.

The conceptual boundary is limited to PB, WE, PO, RWS,TIL, EG, EA, AL, WEX &
WP.AKSCA has thirty-six (36) offices in four clusters governed by the regulation of civil service

and the study covered all these offices.

The population of enthusiasm for this study comprises employees of the AKSCA. As indicate by
AKSCA public service office, the sub-city five randomly selected officesand, five werda
districtshave male — 956 female — 813 totals - 1773 employees and the sample size for this study
was 326 employees. The duration of the study was from October 2020 to June 2021.



1.9 Limitations of the study

The major limitations of this study were resource constraints including time, finance, and access
to information. Besides, obtaining information from the respondents is somehow difficult due to
the busy nature of their work schedules. Another limitation of this study was pandemic virus
COVID-19 during data collection; the respondents do not have the willingnessto respond to the
questionnaires'. Respondents were reluctant to share information they thought if share with
competing firms might jeopardize the values they share in their organization. However, there

may be other factors that may affect the JS level which the study was not explored.
1.10 Organization of the study

The paper is organized into five chapters. The first chapter contains the introductory part:
background of the study, justification of the study, statement of the problem, research questions,
objectives of the study, General objective, specific objectives, Hypothesis, Definition of terms
and concepts, the significance of the study, the scope of the study, limitations, and organization
of the study. The second chapter contains the Definition of job satisfaction, the theoretical
foundation of the study, Maslow’s Theory of Motivation /satisfaction, The Two—factor Theory,
The Equity Theory, The Expectancy Theory, Determinants of Job Satisfaction, Importance of
Job Satisfaction, empirical Studies on Job satisfaction, and conceptual framework of the study.
Chapter three includes the study area, research design, source of data, target population, sample
size, sampling techniques, method of data collection, and reliability of the study. Chapter four
covers data presentation, analysis, and interpretations. The last, chapter five deals with a

summary of the finding, conclusion, and recommendation.
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CHAPTER TWO: LITERATURE REVIEW

This chapter focuses on a literature review on the concept of the determinant ofjob satisfaction in
AKSCAE. The chapter begins with the definition ofJob Satisfaction. The chapter discussedthe
theoretical foundation of the study, Determinants of Job Satisfaction, the importance of Job
Satisfaction, and Empirical Studies on Job satisfaction. The chapter further presents the

conceptual framework of Job Satisfaction.
2.1Definition of job satisfaction (JS)

Most authors define it in terms of feelings, attitudes, and beliefs. (George and Jones 1996) define
it as “the collection of feelings and beliefs that people have about their current jobs”. JS is
important for reducing the turnover rate and increase motivation. Prior studies identified that
there are different instruments for managing JS like pay, recognition, and WE (Mathauer et al.,
2006). Job satisfaction is very important not only for employees but also for the success of the
organization (Lim, 2008) because if an employee is not satisfied with his job then he will not be
loyal to the organization and dissatisfaction with a job and/or lack of loyalty to the organization,

may search for other jobs (Reed et al., 1994).

Job satisfaction is concerning one's thoughts or state of mind regarding the nature of their work.
An attitude of great interest to managers and team leaders is job satisfaction. Job satisfaction

reflects the extent to which individuals find fulfillment in their work.

Job satisfaction is one of the most important and heavily research areas of inquiry in the field of
industrial-organizational psychology. Although a concise and consistent definition of Job
satisfaction is not available (Bonner, Hayes & Pryor, 2010:805), there appears to be a high level
of agreement among scholars in respect of its meaning (Okpara, 2006:225). Job satisfaction

refers to a person’s affective relation to his or her working role.

It is an affective reaction to a job that results from the person’s comparison of the actual
outcomes with those that are desirable, anticipate, or deserve (Okpara, 2006:25). Au and Ho
(2006:172), about teacher job satisfaction, in particular, viewed teacher employee satisfaction as
a function of the perceived relationship between what one wants from teaching, and what one

perceives teaching is offering to a teacher.
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The above seems to be in line with Saiyadain’s (2007) view of Job satisfaction, namely as an
employee’s end-state of feeling after accomplishing a task. This feeling may lead him/her to
have either a positive or negative attitude towards the job. Job Satisfaction may also refer to the
fulfillment acquire by individuals in respect of the various job activities, and the rewards for their
jobs and job-related matters. For Spector (1997), Job satisfaction can be a diagnostic indicator of
how a person is doing in one of the major domains of his or her liferole. Spector further states
that the absence of Job satisfaction suggests that a problem exists either in the job or in the
person, whereas Job Satisfaction is indicative of good workadjustment and positive well-being.
Falkenburg and Schyns (2007:709) agree with the definition given by Spector and argue that the
term job satisfaction is seen as satisfaction with different aspects of the job and the work

environment/situation.

As indicated by the above definitions, Job Satisfaction can be defined as an attitude that
individuals have about their jobs and it results from their perception of their jobs and the degree
to which there is a good fit between the individual or the needs of an individual and the

organization.

Job Satisfaction is the most researched area of organizational behavior. Different scholars also
say different things and arguments.Job satisfaction simply explains the attitude of employees
toward their job. In other words, it describes the level of happiness of employees in fulfilling
their desires and needs at the work. Hence, it is the pleasurable feelings that result from an
employee's perception of achieving the desired level of needs. Job satisfaction as an intangible
variable could be expressed or observed via emotional feelings. In other words, it hinges on the
inward expression and attitude of the individual employee concerning a particular job. For
instance, employee satisfaction is high if the job provides expected psychological or
physiological needs. However, satisfaction is said to be low if the job does not fulfill the
psychological or physiological needs (Cook, 2008).Dissatisfied employees may cause
undesirable job outcomes by stealing, moonlighting, and demonstrating high rates of
absenteeism. As a result, these employees may withdraw from the position psychologically and
display disruptive behavior such as not being punctual, not attending meetings, or wandering

about trying to look busy. Employee’s turnover rate is influenced by their satisfaction level at the
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workplace.If they are dissatisfied the turnover rate may also increase. This situation increasesthe

cost of recruitment, selection, and training employees, Gazioglu and Tansel (2002).

Job satisfaction is also considered to be dispositional Staw and Ross (1985). It was discovered
from the dispositional perspective that assessing personal traits can give a clear indication in the
forecast of JS. Disposition considers how personal characteristics can influence the level of JS
and individual genetic makeup has been identified as a factor. Job satisfaction plays a significant
role in both personal interests and organizational success and therefore valuable to study for
multiple reasons Lim (2008). In recognizing the role of Job satisfactionphenomena, experts are
of the view that it can interrupt labor behavior and influence work productivity and therefore
worth be studied (George and Jones, 2008). This is in line with the belief that happier workers
are more productive, but Staw (1986) debunks this assertion. Nevertheless, Job satisfaction
contributes immensely to organizations in the following dimensions. Improved Job satisfaction
encourages productivity and has inherent humanitarian value (Smith et. al., 1969). Also, Job
satisfaction directly impacts the level of employees™ commitment and absenteeism at the
workplace (Hardy et. al., 2003). Organ and Ryan (1995) found that JS enhances organizational
citizenship behaviors. Moreover, it enhances employees, retention level and avoids the cost of
hiring new ones (Murray, 1999). It has also been demonstrated that satisfied employees have
better health and long life and satisfaction on the job carries over to the employee’s life outside
the job. From the management point of view, a satisfied workforce translates into higher
productivity due to fewer interruptions caused by absenteeism or good employees quitting.(Van

derzee, 2009).
2.2Theoretical foundation of the study
2.2.1 Maslow’s Theory of Motivation/Satisfaction

According to Maslow’s (1943) argument based on humanistic psychology and clinical practices
revealed that an individual’s motivation/satisfaction requirements could be arranged in pecking
or hierarchical order namely physical needs, safety needs, social needs, esteem/achievement
needs, and self-actualization. According to Luthans, (2005), the theory explains that when one

level of these needs is fulfilled or satisfied it does no longer motivate.
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This theory indicates the premise that JS is dependent upon the fulfillment of the above-
mentioned human needs in different scenarios and at different times. One has to first fulfill the
lowest level needs to continue to satisfy the next level need. A person has to satisfy his/her
physiological and safety needs before he/she tries to satisfy his/her need for love. However, once
an individual satisfies the needs in a particular level of the hierarchy, the needs no longer become

motivation factors.
2.2.2 The Two-factor Theory

According to Armstrong, (2014) mentioned the two factors model of motivation developed by
Herzberg (1957, 1966) was based on an investigation into the source of job satisfaction and
dissatisfaction of employees. This model established two factors that affect employee satisfaction
and dissatisfaction. The motivating factors (satisfiers) related to the job itself which including the
need for achievement, the interest of the work, responsibility (accountability), and chances for
advancement. These needs are caused by intrinsic motivators. He Generalized these factors by
the phrase called ‘motivation by the work itself. On the other way, the hygiene factors emanate
from the context of the job which including pay and working condition. These factors are neither
satisfied nor motivate but they serve to protect of job dissatisfaction of employees. Adequate pay

in the organization may cause dissatisfaction but pay itself cannot be cause for job satisfaction?
2.2.3The Equity Theory

Equity theory as characterized by Adams (1965) is concerned with the recognitions individuals
have around how they are being treated as compared with others. He proposed that workers
evaluate the reasonableness or something else of their rewards (results) in connection to their
exertion or capabilities which they do by comparing their claim input /output proportion against
that of other people. In case input /output proportion is seen to be unpromising, they will feel that
there’s compensation imbalance. Equity theory clarifies as it were one viewpoint of the forms of
inspiration and work fulfillment, to spite of the fact that it may be noteworthy in terms of resolve
and conceivably of performance (Armstrong, 2014). This hypothesis of inspiration is based on
the assumption that people are influenced by a want to be equally treated of work. The person

works in trade for rewards from the organization (Ivancevich et al., 2014).
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2.2.4The Expectancy Theory

The expectancy theory motivation as anticipated by vroom (1964) has been completed by Lawler
and Dorman (1967, 1983) to state that satisfaction is a result of great accomplishment. In
straightforward terms, the researchers are proposing that the relationship between people’s
behavior at work and their objectives was not basic as described by most social researchers. It
implies that motivation will be high when individuals know what they must do in arrange to wish
to compensate expect that they will be able to encourage the reward and anticipate that
remunerate will be beneficial. The concept of expectancy was originally incorporated in the
vacancy instrumentality. Expectancy theory was created by Vroom in 1964(Armstrong, 2014).
But individuals are regularly granted new conditions because of changes in jobs, payment
systems, or working conditions forced by management. If experience is inefficient to indicate the
change then motivation will be decreased. He also defined motivation as a procedure controlling
choices from alternative activities. In his see, most behaviors are considered to be lower the
deliberate control of the workers and thus are influenced. To get it expectation hypothesis, it is
essential to characterize the terms of hypothesis and clarify how they work (Ivancevich et al.,

2013).
2.3Determinants of Job Satisfaction
2.3.1 Pay& Benefit (PB)and Job Satisfaction

According to Jitendra (2013), this is the most important factor for the JS. Benefits can be
described as the amount of reward that a worker expects to gain from the job. Employees should
be satisfied with competitive salary packages and they should be satisfied with it while
comparing their pay packets with those of the outsiders who are working in the same industry. A
feeling of satisfaction is felt by attaining fair and equitable rewards. Following points may be
delineated under this category, Salaries or wages, Bonus and incentives. For retention and
turnover, PBisa very important tool. It also tends to motivate an employee who is committed to
the organization and enhances either attraction or retention. By considering these points this

research hypothesized that:

H1: Pay and benefit positively affect the job satisfaction of AKSCAE.
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2.3.2 Working environment (WE)and Job Satisfaction

The more comfortable the WE is more productive will be the employees. The WE consists of
broader dimension such as work and context .work include all the,all the different characters of
the job like the job is to carry out and complete involving the task like tasks,training, control on
once own job-related activities, a sense of achievement from work, variety on tasks and the
intrinsic value for the task. The other dimension of JS is context comprised of the physical
working condition and social work condition Gazioglu &Tanselb (2006). But WE affect the Job
Satisfactionworking in the AKSCA. Therefore by keeping in mind the finding of the previous
studies, this study hypothesized that

H2: Working environment positivelyaffects the job satisfaction of AKSCAE.
2.3.3 Promotion Opportunity (PO) and Job Satisfaction

Promotionopportunity (PO) can be reciprocated as a significant achievement in life. It promises
and delivers more pay, responsibility, authority, independence, and status. PO seems to have a
varying effect on the JS as they take on different forms. The reward by promotion can be
explained by McClelland’s theory for achievement and by Maslow’s theory of an individual’s
need for self-esteem and self-actualization (Peerbhai, 2006). It includes Opportunity for
promotion, Equal opportunity to grow despite being male or female, training program,
Opportunity for use of skills and abilities Ellickson (2002). Opportunities for promotion are
important determinants of the job satisfaction of employees. The satisfaction of self-actualization
in the workplace is enhanced by creating opportunities for promotion, allowing autonomy,
providing challenging assignments, and the optimal utilization of an individual’s ability. This
also influences JS Hoole & Vermeulen (2003).based on these findings the following hypothesis

has been formulated.
H3: Promotion opportunity positively affects the job satisfaction of AKSCAE
2.3.4 Relation with Supervisors (RWS) and Job Satisfaction

The relation with immediate supervisor, Communication between employees and senior
management, treatment of employees highly affect the JS Ting (1997). Supervisors play such an

important role in jobs that it would not be wrong to say that employees leave their bosses, not
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their jobs. Often outside the formal process of evaluation, the supervisor gets a chance to discuss
the progress of employees. Cooperative and supportive relationships with colleagues are very
important and contribute to higher levels of JS, Ellickson (2002).by taking account all the above
findings this study hypothesizes

H4: Relation with supervisors positively affectsthe job satisfaction of AKSCAE.
2.3.5 Trust in leaders (TIL) and job satisfaction

One of the most important keys to leading a team is creating an environment of trust. Merriam-
Webster defines trust as an “assured reliance on the character, ability, strength or truth of
someone or something.” To work successfully as a team, the leader must create a culture where
people can rely on the strength and abilities of those they work with and believe in their leader’s

direction and vision.

Why is trust important to JS? People prosper when they know their efforts are appreciated and
their work is meaningful. They step up to greater challenges when they know someone has their
back. They will go beyond what they thought they could do and have greater results when they
know their work will be appreciated and rewarded. Building trust is the key to building a great

team.
HS: Trust in leaderspositively affects the job satisfaction of AKSCAE.
2.3.6 Employee Gender (EG) and Job Satisfaction

Although the relation between gender and job satisfaction has been the focal point of many
studies, it has not, so far, been clarified (Witt and Nye, 1992). While significant differences were
found in some studies in the relation between gender and general satisfaction level Spector
(1997), others have not been able to determine significant differences. This implies that the
effects of gender on satisfaction are liable to change according to the organization being studied,

the work done, and the work environment.

H6: Employee gender positively affects the job satisfaction of AKSCAE.
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2.3.7 Employee Age (EA) and Job Satisfaction

One of the regular findings in job literature is the positive relationship between age and
satisfaction. Older employees are said to have a high level of organizational satisfaction
compared to younger ones (Eichar et al., 1991).According to the initial debates concerning age
and employee satisfaction, young people have higher expectations from their jobs; however,
most often they cannot find opportunities to satisfy these expectations and are, therefore,

disillusioned. The natural result of this disillusion is dissatisfaction with the work environment.
H7: Employee age positively affects the job satisfaction of AKSCAE.
2.3.8 Academic level (AL) and Job Satisfaction

Since higher-level jobs tend to be more complex and have better working conditions, pay,
supervision, autonomy, and responsibility, the level at which individual works within the
organization might also exert some influence on the satisfaction of employees. Therefore, most
researchers have found out that employee satisfaction increases as the level of the job increases
within an organization hierarchy Howard and Frink (1996). However, some researchers have
found negligible associations between employee satisfaction and job level and it has been
reported that employee satisfaction decreases as job level increases. The academic position held
could have significant effects on employee satisfaction. Since those who have become professors
are less apprehensive while doing their work and can create a relatively more independent
working environment for themselves, their satisfaction level is likely to be higher than that of the
other academic staff. On the other hand, those with lower academic positions discomfort and
their satisfaction level tends to be lower than that of professors. Therefore, academic position in
the institution has been included in the study as an important variable. Work experience: people
who are satisfied with their job tend to remain in them longer than those who are dissatisfied.
The person with more experience is more satisfied with their jobs when compared to those who

are less experienced Luthans, F., (2001).

HS8: Academic level positively affects the job satisfaction of AKSCAE.
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2.3.9 Work experience (WEX) and Job Satisfaction

Year of experience refers to the amount of an employee has spent working for a particular
organization. In the literature, the terms job tenure and years of experience are used
interchangeably. According to the researchers, employees' years of experience are related to their
job satisfaction and organizational commitment. Employees' good ability and skill about their job
is important for their performance and success in the organization. A long year of experience is
developing through time which makes the jobholder feel satisfaction in his or her work
environment. Public servants who have worked for less than five years in their jobs than those

how have worked for five years or more. (Fassil, 2016)
H9: Work experience positively affects the job satisfaction of AKSCAE.
2.3.10 Work Position (WP) and Job Satisfaction

There exists a differential opportunity to satisfy various motivational needs within different
levels in the organization Wae (2001). Generally, it has been found that the higher is one’s work
position in an organization the greater is the level of satisfaction Saiyandain (1977). This could
be explained by the fact that the higher the status of the employee is more enjoys both relatively

better working conditions and rewards than lower-level employees do.
H10: Work position positively affects the job satisfaction of AKSCAE.
2.4 Importance of Job Satisfaction

Job Satisfaction impacts a person's general well-being for the simple reason that people spend a
good part of the day at work. It has been linked to many variables including performance,

absenteeism, and turnover.

1. It makes Employees more productive and high performer: researchers like cook (2008)
found a weak relationship between JSand performance .however research conducted by organ

(1988), has found that there is a strong connection between JSand performance.

2. Reduce employees’ absenteeism: Job Satisfaction makes positive intentions to work with

employees in the organization. They become satisfied and feel easy than before in the job. But if
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they are not satisfied with their job, they would be more likely to call in sick even when they are

well enough to work.

3. Reduce turnover: Job Satisfaction depends on the employee’s mental satisfaction with his
working condition. When employeesdon’t get facilities and opportunities in their workplace then
they remove their place. But when employees get satisfaction in their work then they want to

work as long as possible. So it reduces the labor turnover.

4. Itprovides a better working environment: Job Satisfaction provides a better WE in the
organization. Employees can submit their problems to the authority. Then authority takes
appropriate actions to solve the problem or discuss it with the employee. So the environment

becomes calm in the organization.

5. It improves teamwork: if the employees are satisfiedwith their work they become
morevolunteer to do activities in a group and their attention would be on their work rather

counting the time to go home.

6. Enhanced customer satisfaction and loyalty: since public service organization is more
related to serving customers and if there are satisfied employees on their work, the serving

process also becomes smooth and customers become satisfied.
2.5 Empirical Studies on Job satisfaction

In this study, some empirical studies highly related to the problem are included as follows.
Abdulla et al (2011) study results reveal that environmental factors are most predictors of job
satisfaction than demographic factors. These researchers find that Pay and benefits are the most
crucial determinants of job satisfaction in the United Arab Emirates. The organizational
commitment among public University employees in Nigeria was increased by many factors
which include the guaranteed tenure of employment, structured disengagement procedure,
regular pay, academic freedom, and training and development. (Bola, 2012) Ellickson and
Logsdon (2001) study found out that job satisfaction of municipal government employees is
significantly influenced by the perception of employee satisfaction with promotional
opportunities, pay, and fringe benefits and they mentioned that equitable workload distribution

also has significantly and positively affectedemployees’ job satisfaction. Ndegwa and Minja

20



(2018) critically examine determinants of employee job satisfaction among county Government
Enforcement officers in Kenya and they finding imply that work environment, work condition,
job security, and leadership styles an all but ensuring workers are satisfied with their jobs and
they research to conclude that supportive, concerned, and deliberated leadership style will ensure
job satisfaction among employees. (Timkete, 2018) empirically investigates the topmost
determinants of job satisfaction among employees of Abay Bank. These study findings entail that
Remuneration and fringe benefits and the effectiveness of leaders are found to be positively
related to employees™ level of job satisfaction but unmet job expectations and workload are
negatively correlated. In addition to this, she also found out that leadership style and workload
are significant factors of influencing job satisfaction in Abay Bank. Mehari and Premanandam
(2017) analysis on job satisfaction factors in Ethiopia selected public and private sectors in
Woldia district shows that public organization workers are less satisfied in their jobs than private

employees in terms of pay and promotion.

The other research was done on banks by Panchanatham and Sowmya (2011) and shows that all
the factors salary and benefit, work environment, promotion, and relation with manager
supervisors ) have a correlation coefficient of greater than 0.85 which mean that there was a
strong and positive relationship between those factors and job satisfaction. According to Gedefaw
(2012), research conducted on Ethiopian secondary school teachers shows more than 55 percent
of the respondents were dissatisfied with salary and benefit, work environment, and relation
among supervisors and co-works. In contrast with this a research conducted by Nezaam (2005)
which was done on the mining industry, showsthat employees were satisfied withthe work
environment, promotion, and salary and benefit. Research conducted by Senait (2012) on
employees of the commercial bank of Ethiopia shows that more than 65 percent of the
respondents were also dissatisfied with their job. Therefore by considering all the above findings,
this research tries to identify the determinants and assess the current level of job satisfaction of

employees.
2.6 Conceptual framework of the study

According to Upton, (2001), a conceptual framework can be defined as a set of broad ideas and
principles taken from relevant fields of inquiry and used to structure a subsequent presentation.

Therefore based on the overall related literature and theoretical frameworks, the following
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conceptual framework has been developed. As expounded in the literature review EG, EA,
AL,WEX, WP, PB, WE, PO, RWS, and TIL havea significant impact on the JS. So JS has taken
as a dependent variable while EG, EA, AL, WEX, WP, PB, WE, PO, RWS, and TIL as the

independent variable. The relationship of this variable for this is referred to as follows.

Independent Variables Dependent Variable

Relation with supervisor

Work experience

Work position

Figure 2-1 Conceptual Framework of the Research

Source: Own conceptual framework (2021)
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Table 2.1 Definitions of Variables Used to Measure Job Satisfaction

Variable Question/Statement Used to Define Variable
Dependent

Job Satisfaction “What are the determinants of JS?”
Environmental

PB “How doesPB affect the JS?”

WE “Does the WEaffect]JS?”

PO “Does PO affect JS?”

RWS “How does the RWSaffect the JS?”

TIL “Does TIL affect JS?7”

Demographic

Employee Gender (EG) “l1= Male, 2= Female”

Employee Age (EA) “I=18-29,2=30-39,3 =40 - 55,4 = +55 year”

Academic level (AL)

Work experience (WEX)

Work position (WP)

“l = Primary level, 2 = TVT Certificate, 3 = TVT or College (diploma),

4 = University Degree, 5 = Second Degree, 6 = Other ”

“l = Less than 1 year, 2 = 1 — 3 years, 3 =4 — 6 years, 4 = More than 6
years”

“l = Supervisory, 2 = non-supervisory”

Source: Own conceptualization based on the literature review

All variables, except demographic factors, were measured using a 7-point Likert-type scale that

ranged from 1 ="completely disagree" to 7="agree completely" or 1 =" Extremely dissatisfied”

to 7=" Extremely satisfied.
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CHAPTER THREE: METHODOLOGY

3.1 Introduction

This chapter focuses on the research methodology which integrates the various techniques that
were used for the study to achieve the research objectives. It takes into account issues such as the
study area, research design, research approach, target population, sampling technique, Sample
size, Source of data, Method of data collection, Method of data analysis, and Ethical

Considerations.

3.2Study area

AKSCA offices are located in the southern part of Addis Ababa.It is 20 km far from the city’s
center. The latitude of Akaki Kality, Addis Ababa, Ethiopia is 8.895831, and the longitude
is 38.789162. The population of the AKSCA is estimated at 220,740 with 114,095 females and
106,645 males being served by male — 956 female — 813 total - 1773 employees (2007 Ethiopian
Central Statistics Authority cited in Emmanuel Development Association).Akaki Kality, Addis
Ababa, Ethiopiais located in Ethiopia country in the Districts place category with the GPS
coordinates of 8° 53' 44.9916" N and 38° 47' 20.9832" E. And it is located 2,140 m above sea
level (LatLong.net, 2012-2017).

3.3Research design

The research design adopts for this study is explanatory. An explanatory type of research design
is employed as the main research design for this study to the realization of the intended
objective. The reason behind using explanatory research design is because; it is better to connect
ideas to understand the cause and effect of something or to explain what is going on. (Creswell,
2003) stated that the explanatory method of research is a technique for gathering information

about the cause of the present existing condition and its effect.

Therefore, the main objective of this study is to identify the major factors that determine Job
Satisfaction in the AKSCAE. The study involves a survey of different documents regarding the
determinant of Job Satisfaction and close-ended questionnaires to employees. The study tries to
explain whether each independent variable factor influences Job Satisfaction and a correlation

and regression study isused as a measurement method.
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3.4 Research approach

The research approach is a method of investigation in which the investigator implements
investigative strategies such as surveys and experiences to gather data on predetermined
instruments that yield statistical data (Creswell, 2014). He also stated that Variables are can be
easily measured or counted and analyzed using statistical procedures to determine whether it is
possible to generalize the study findings to the general population. Because this research study
involves the collection and analysis of quantitative data, its quantitative method was used to
answer the research questions. In this study, a quantitative approach is used to test the
determinants of the job Satisfaction relationship using cross-sectional data from administration

employees.
3.5 Target Population

According to Babbie (2002), the target population was a set of the incident, individuals,
mechanisms, administrations, the gathering of things, or families under study. According to
Wojtek J.Krzanowski (2007). Identifying the target population is one critical aspect of any study,
but associated with the population are the observations or measurements that are to be made on
each individual of that population. These comprise the datafor the study. There are several
different typesof measurements, and since the different types generally demand different
statistical techniques for their analysis, we need to consider them briefly here. Addis Ababa City
Administration is contained eleven sub-citiessuppose the researcher was taken the sample by
cluster (sub-city), for resource, and time factors the researcher has selected one sub-city i.e.
Akaki Kality Sub-city Administration. The target population of enthusiasm for this study
comprises employees of the Akaki Kality sub-city administration five randomly selected offices
(Micro and Small-scale Enterprise Office, public service office, Finance office, Dray
waste cleaning management office, and culture and tourism Office), and randomly selected five
werda districts. As indicate by AKSCA public service office, the sub-cityfive selected
offices,and randomly selected five werda districtsto have male — 956 female — 813 total - 1773
employees. Like sub-cityadministration in werda districts,the researcher targeted only five
randomly selected offices like Micro and Small-scale Enterprise Office, public service office,

Finance office, Dray waste cleaning management office, and culture and tourism Office.
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3.6 Sampling Technique

Probability and non-probability sampling methods were adopted in selecting the study
organizations. Probability sampling ensures that each element of the employees of interest has an
equal chance of selection as they were drawn from the sampling frame (Haer and Becher, 2012).
Probability sampling techniques include random, cluster, stratify sampling, etc. To ensure all the
interest of employees has an equal chance of being select for the study, random sampling is
employed to get varying views from the respondents. Non-probability sampling techniques also
involve purposive, convenience, quota, sequential sampling, etc. Therefore, for this study,
researcher used the probability sampling technique to give equal chance for employees to fill up
the questionnaire. For selecting a sample from the sub-city fiverandomly selected offices, and

randomly selected five werda districts stratified random sampling was used
3.7 Sample Size

The target populations of this research were AKSCAE. Regarding sample size, Bryman and Bell
(2007) recommend that the larger the sample size, the more the accuracy of the results. There are
several methods to determining sample size. Given the total population, the number is known;
Yamane’s (1967) formula is used to calculate a sample size that could accurately represent the
total 1773 employees work in the Akaki Kality sub-city administrationfive randomly selected

offices and five werda districts.

The formula in the figure was used to calculate the sample size in the figure. A 95 percent

confidence level and p = 0.05 are assumed for this equation.

N
1 + N(e)*

=

Figure 3.1 simplified formula to calculate sample size (Yamane, 1967)

(Where n is the sample size, N is the population size, and e is the level of precision)

~ 1773 _ s
T 1+(1773)(0.05)% 54325 <

Sample from each stratum
Ni
N * n

ni =
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Where ni = sample sizefrom ith strata

Ni = total population of ith strata

N = total population
n = the total sample size
From the formula, the sample sizes for this study were 326 employees. This survey was used
non-probability sampling, consists of convenience sampling and snowball sampling. The
respondents were chosen base on their availability to respond to the survey. These approaches
were used because, even though convenience sampling can cause error sampling, but snowball
sampling helps to better define the target population (Hair et al., 2007).
The following table summarizes the total population in selected offices, and werda districts

andthe corresponding Sample was taken from randomly selected offices andwerda districts.

Table 3.1: The sample distribution of selected sector/ werda

Sector / selected werda | Population/ | Proportional | The Employee of the | Sample
Strata Percentage AKSCA

Micro and Small-scale

Enterprise Office 102 5.8% 102/1773=0.058%326 | 17

Public service Office 118 6.7% 118/1773=0.067%326 22

Finance office 26 5.4% 96/1773=0.054*326 18

Dray waste cleaning

management office 31 1.7% 31/1773=0.017#326 | °

culture and  tourism

Office 51 2.9% 51/1773=0.029%326 ?

Werda 2 274 15.5% 274/1773=0.155%326 | 0

Werda 3 281 15.8% 281/1773=0.158%326 | 2

Werda 9 269 15.2% 269/1773=0.152%326 | +

Werda 11 280 15.8% 280/1773=0.158%326 | !

Werda 13 271 15.2% 271/1773=0.153%326 | 0

Total 1773 100% 1773 326
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3.8Source of data

In an attempt to address thedeterminant of JS on both primary and secondary data sources of the
employee concerning primary data, the data will collect through questionnaires were filled by the
existing staff of the organizations. Secondary data was collected from human resource

management books, articles, literature, journals, previous researches, and, websites (internet).
3.9Method of Data collection

This study was going to be used a structured close-ended self-administered questionnaire which
is designed to collect quantitative data. The structured questionnaire is a mixturethat includes a
job satisfaction survey developed by Paul E. Spector (1994) which is specifically designed for
the public sector and non-profit organizations and the study uses different structured

questionnaires for independent variables.
3.10Methods of Data analysis

Questionnaires were prepared to test the respondent’s wholeness, accurateness, errors,and other
discrepancies. The data were generated to test JS level on the demographic factors
EG,EA, AL, WEX,WP, and environmental variables PO, PB, RWS,TIL, and the WE attribute
within the AKSCA.The collected data were analyzed using, tables, correlation, and multiple
regression analysis. To change the collected data into useful information statistical package for

social science (SPSS) version 23was used.
Model Formulation and Specification
Y = p0+B1EG+B2EA+B3AL+BAWEX+ BSWP + B6PB+ P7PO+ BSWE+ BORWS+ B10TIL+E0

Whereas

Y =Job satisfaction

BO= constant term,

B1 = coefficient variableEmployee Gender,
B2 = coefficient variable Employee Age,
B3 = coefficient variable Academic Level,

B4 = coefficient variable Work experience,
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B5 = coefficient variable Work position,
6 = coefficient variable Pay & Benefit,
7 = coefficient variable Promotion opportunity,
B8 = coefficient variable Work Environment,
9 = coefficient variable Relation with supervisors,
10 = coefficient variable Trust in leaders,
€0=a margin of error.
(EG = Employee Gender, EA = Employee Age, AL = Academic level, WEX = work experience,
WP = work position, PB = pay and benefit, WE= work environment, PO= promotion

opportunity, RWS= Relation with supervisor, TIL= Trust in leaders and e is the error term)
3.11Instrument Validity & Reliability

3.11.1 Validity Test

Validity is the most critical criterion and indicates the degree to which an instrument measures
what it is supposed to measure, Kothari (2004). The study was explanatory research design and
uses standardized measurement (job description index) which is forward after conceptual and
empirical investigations. This research follows the Job Descriptive Index (JDI) as a research
instrument that is widely used in business and government and its validity is also authentic
(Smith et al., 1969). Job Descriptive Index seeks to measure Job Satisfactionwith their job in ten
dimensions, EG, EA, AL, WEX, WP, PB, WE, PO, RWS, and TIL. Besides this, the study used
simple random and systematic sampling to select the sampling from which both samples are
drawn it let any biases to probability. The internal consistency of the instruments of the study

was also tested by the pilot study. Thus it is safe to say that the study valid instruments.
3.11.2 Reliability Test

A reliability test is used to assess consistency in measurement items (cerri, 2012). Cronbach’s
alpha is used to measure the internal consistency of the measurement items. From the data
analysis, the Cronbach’s alpha for PB is 0.973, for the WE is 0.970, for PO is 0.970, for RWS is
0.986, for TIL is 0.969 and for JS is 0.968. The total reliability test is 0.977 which is excellent
according to the standard set by Crossman (2003) and it is over the accepted limit of 0.70. For all

individual factors, Cronbach’s alpha is greater than 0.70 which is shown below that signifies
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greater internal consistency between the items and measures the intended dimensions of the

variables. As well as it indicates the acceptability of scale for further analysis.

Table3.2: Result of Reliability test

Reliability Statistics

Cronbach's
Alpha N of Items
0.977 6

3.12 Ethical Considerations

In this research study, issues relating to the ethical conduct of research such as informed consent,
confidentiality, privacy, and anonymity will be withheld. Participants and respondents will be
given full information on the purpose and objectives of the study for them to make informed
decisions as to whether to partake or not. Moreover, all information concerning the identity and
personality of respondents will be treated with the utmost confidentiality. Additionally, all

information gathered will be used for the sole purpose of this research study.
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CHAPTER FOUR: DATA ANALYSIS AND INTERPRETATION

4.1 Introduction

This chapter contains the reliability analysis, respondents’ profile, correlation analysis, and

multiple regression analysis.

A total of 326 questionnaires were distributed and were collected from AKSCAE&five randomly
selected werda employees.From the distributed 326 questionnaires distributed only 311 and the
response rate of 95.39 percent. It was analyzed by using the statistical package for social science

(SPSS) version 23 to answer the research questions.
4.2 Demographic characteristics of the respondents

This section presents the demographic characteristics of respondents like gender,academic level,

work experience, and Work Position.

Table4.1: Frequency of Gender of respondent

Gender of employees

Valid Cumulative
Frequency |Percent |Percent Percent
Valid Male 146 46.9 46.9 46.9
Female | 165 53.1 53.1 100.0
Total 311 100.0 {100.0

Source: own survey, 2021

As shown in the above table and pie chart majority of the respondents (n = 165, 53.1%) fall in
the category of Female. This is followed by 146 (46.9%) of the respondents are in the category
of Male. It indicates that the greatest number of responders was females and most employees

who work in the organization were females.
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Table 4.2: Frequency of age distribution of respondents

Age of employees
Cumulative
Frequency |Percent |Valid Percent [Percent

Valid 18-29 |124 39.9 39.9 39.9

30-39 | 145 46.6 46.6 86.5

40-55 |40 12.9 12.9 99.4

+55 2 0.6 0.6 100.0

Total |311 100.0 100.0

Source: own survey, 2021

As shown in the above table, the majority of the respondents (N =145, 46.6 %) fall in the
category of 30 to 39 years. This is followed by 124(39.9%) of the respondents are in the category
of 18 to 29 years. The third order is 40 (12.9%) of the category of 40 to 55 years. Among the

respondents, only 2 (0.6%) were above 55 years.

Table 4.3:Academic level of employees

The academic level of employees

Valid Cumulative
Frequency |Percent Percent Percent

Valid Primary level 5 1.6 1.6 1.6

TVT Certificate 16 5.1 5.1 6.8

TVT or College (diploma) | 45 14.5 14.5 21.2

University Degree 213 68.5 68.5 89.7

Second Degree 32 10.3 10.3 100.0

Total 311 100.0 100.0

Source: own survey, 2021

Of the respondents 32 (10.3%) of them have beenSecond degree, 213(68.5%) respondents have
University degree, 45(14.5%) respondents have TVT or College (diploma), 16(5.1%) respondent

have TVT Certificate, and only 5 respondents were Primary level which represents 1.6% of the
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total respondents. This shows that the majority of the respondents were a university degree, and
the minimumnumber of the respondent was primary level.This indicates that most of the

respondents were well-educated and have a good insight into basic Job Satisfaction.

Table 4.4: Frequency distribution Work experience of employees.

Work experience of employees

Valid Cumulative
Frequency Percent Percent Percent
Valid Less than 1 year 31 10.0 10.0 10.0
1-3 years 93 29.9 29.9 39.9
4-6 years 86 27.7 27.7 67.5
More than 6 years | 101 32.5 32.5 100.0
Total 311 100.0 100.0

Source: own survey, 2021

It can be viewed in the above table majorityof the respondents (n =101 or 32.5%) fall in more
than 6 years of experience group and 93 respondents (29.9%) fall in the 1-3years of experience
group. While 86 respondents (27.7%) fall in 4-6years of experience and 31 (10%) of them were
in the category of less than lyear of experience. This shows that the AKSCA has bothhigh
experience and junioremployees; it is easy to adopt the new technologies and share the

experience.

Table 4.5: Frequency distribution of respondents Work position

Work Position of employees

Frequency | Percent Valid Percent | Cumulative Percent
Valid Supervisory 81 26.0 26.0 26.0
non-supervisory 230 74.0 74.0 100.0
Total 311 100.0 100.0

As we can see from the above table majority of the respondents were non-supervisory which
represents(n =230 or 74.0%). Next to that Supervisory were n = 81 and represent 26.0 % of the

total respondents.

33



4.3 Correlation analysis between factors and Job Satisfaction

Table 4.6 Relationship among factors of job satisfaction and job satisfaction

Correlations
JS PB WE | PO [ RWS | TIL | EG | EA AL WEX WP
JS Pearson Correlation 1
Sig. (2-tailed)
N 311
PB Pearson Correlation 898" 1
Sig. (2-tailed) .000
N 311 311
WE Pearson Correlation 8617 .844™ 1
Sig. (2-tailed) 000 000
N 311 311 311
PO Pearson Correlation 8457 | 8267 | 8557 1
Sig. (2-tailed) 000 | .000 | .000
N 311 311 311 | 311
RWS | Pearson Correlation 8017 | 728" | 7547 | 7177 1
Sig. (2-tailed) 000 | .000 | .000 | .000
N 311 311 311 | 311 | 311
TIL | Pearson Correlation 826" | 749" | 7797 | 768 | .823™ 1
Sig. (2-tailed) 000 | .000 | .000 | .000 [ .000
N 311 311 311 | 311 | 311 | 311
EG Pearson Correlation .001 .024 -.023 | -.043 | -.021 | -.005 1
Sig. (2-tailed) 985 679 | 684 | 447 | 718 | 930
N 311 311 311 | 311 | 311 | 311 | 311
EA Pearson Correlation .058 .050 .032 .024 .073 006 | -.116" 1
Sig. (2-tailed) 305 | 383 | 570 | 679 | .198 | 913 | .041
N 311 311 311 | 311 | 311 | 311 | 311 | 311
AL | Pearson Correlation -080 | 119" | -.041 | -.042 | -.093 | -.043 | -.139" | -.070 1
Sig. (2-tailed) 158 | 036 | 468 | 457 | .102 | 454 | 014 | 216
N 311 311 311 | 311 | 311 | 311 | 311 | 311 | 311
WEX | Pearson Correlation 012 [ -049 | -033 [ -.043 | 022 | -017 | .017 | 2977 | .063 1
Sig. (2-tailed) .831 385 | 561 | 452 | 700 | 761 | 763 | 000 | 269
N 311 311 311 | 311 | 311 | 311 | 311 | 311 | 311 311
WP | Pearson Correlation -020 | -021 | 002 | -042 | -.041 | -.025 | -.013 | -.051 |-215"| -.145 1
Sig. (2-tailed) 723 709 | 971 | 457 | 470 | 663 | .824 | 369 [ .000 010
N 311 311 311 311 | 311 | 311 | 311 | 311 | 311 311 311

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

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

(Where EG = Employee Gender, EA = Employee Age, AL = Academic level, WEX = work
experience, WP = work position, PB = pay and benefit, WE= work environment, PO= promotion

opportunity, RWS= Relation with supervisor, TIL= Trust in leaders JS = Job Satisfaction )

Source: own survey, 2021
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To determine the relationship between factors of JS (EG, EA, AL, WEX,WP,PB, WE, PO, RWS,

and TIL) and JS Pearson correlation was computed.

Correlation analysis is one of the most widely used in research; it is often used to determine a
relationship between two variables. It shows how strong the association between variables is.
The correlation “r” is statics used to measure the degree or strength of a relationship among
variables (Taylor, 1990). To interpret the strength of the relationship between variables, the
guideline suggested by Taylor (1990) was followed. His classification of the correlation
coefficient (r) is as follows. For r<0.35 is considered to represent low or weak correlation, for
r=0.36-0.67 is a modest or moderate correlation, r=0.63-0.89 is a strong or high correlation and
correlation with r>0.90 is very high correlation as we know the value of r is always between 0
and 1. If the value of r =0 this means that it is negatively related or no correlation whereas if the
value of r= 1 the two variables are perfectly correlated with each other.Therefore, the result in

table 4.6 shows that there is a positive and significant relationship between PB, WE, PO,
RWS,TIL, and JS but the relation between demographic variablesand JS is insignificant.

The result in the above table indicates that there is a positive and significant relationship between
organizational variables and dependent variables. PB with JS (r=0.898, p<0.01) implies the two
variables influence each other positively and they have a strong relationship. There is also a
positive and significant correlation between WE and JS (r=0.861, p<0.01), PO and JS (r=0.845,
p<0.01), RWS and JS (r=0.845, p<0.01) and TIL with JS(r=0.826, p<0.01). The correlation
among the five factors indicates that there is a statistically significant and strong correlation

among them.

But when we come to the relation between demographic variable and dependent variable is
insignificant and presents as follows. EG with JS (r=0.001, P=0.985), EA with JS (r=0.058,
P=0.305), AL with JS (r=-0.080, P=0.158), WEX with JS (r=0.010, P=0.855), WP with JS (r=-
0.065, P=0.255). This implies that demographic variables and JShave weak/low relationship.
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4.4 Effect of the independent variable on dependent variables
Regression analysis was used to estimate or predict the impact of independent variables on a

dependent variable. Multiple regressions were conducted to determine if predictor variables

likeEG,EA, LA,WEX, WP,PB, WE, PO, RWS, and TLsignificantly predict job satisfaction.

Diagnosis Tests/Assumptions

When there was more than one independent variable in the study, the researcher has to make use
of multiple regression models Lind et al., (2008). Multiple linear regression analysis especially
standard beta values and P-value is employed to examine the effects ofEG, EA, AL, WEX, WP,
PB, WE, PO, RWS, and TIL on JS and used to test the developed hypothesis.

Assumption 1: Test of Normality

Normality can be seen in the data distribution when the curve does not pass through either the
left or the right (Ghozali, 2006). It shows that the data output is normally distributed. To test the
normality of the data, kurtosis and skewness value was checked using SPSS 23. Skewness
measures the degree to which cases are clustered towards one end of an asymmetry distribution.
In general, the further the value of skewness is from zero, the more likely it is that the data are
not normally distributed (Field, 2000). Kurtosis measure the level of peak in a histogram. The
high peak has positive kurtosis, while the flatter distribution has negative kurtosis. A histogram
is simply a graph that plots a frequency distribution of data for a variable. The values of the
variable go along the X-axis while the number of data points with that value (the frequency) is
plotted on the Y-axis. Histograms are a great way to check whether or not your data is normally

distributed. A normal distribution is a distribution of data that clusters around the mean.
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Histogram
Dependent Variable: GJS
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Figure 4.1: Normality Tests of Residuals
Source: own survey, 2021

According to George and Mallery (2003) cited by Rahman et al. (2017) suggested that skewness
and kurtosis values for the variables should be between -3 and +3 for the acceptability as the
normal distribution. EG, EA, AL, WEX, WP, PB, WE, PO, RWS, TIL, and JS were normally
distributed as their score was well in the range of -2.5 to +2.5. When presented on a histogram
the graph has a peak and a 'bell' shaped appearance According to our study since the residuals are
normally distributed, the histogram chart above is bell-shaped and the mean is zero it fulfills the
assumption of normality. Therefore in the population, the data on the dependent variable is
normally distributed for each of the possible combinations of the level of the independent

variables; each of the variables is normally distributed.
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Assumption 2: Test of Linearity

In the normal probability plot, the points lied in a reasonably straight diagonal line from bottom
left to top right. Therefore, it shows linearity. An underlying assumption of regression analysis is
that the relationship between the variables is linear, meaning that the points in the diagonal line

plot must form a pattern that can be approximated with a straight line.

Normal P-P Plot of Regression Standardized Residual
Dependent Variable: GJS

1.0

0.5
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0.0 0.2 0.4 [ 0.8 1.0

Observed Cum Prob

Figure 4.2: Test of linearity

Source: own survey, 2021

The plots in the above figure show strong linear relationships.
Assumption 3. Homoscedasticity

Homoscedasticity is the extent to which the data values for the dependent and independent
variables have equal variances (Field 2009). At each level of the predictor variables, the variance
of the residual terms should be constant. This just means that the residuals at each level of the
predictors should have the same variance, therefore checking for this assumption is helpful for
the fitness of the regression model. In this regard, to plot the homoscedasticity analysis, as

suggests by Field (2009), the researcher plot the standardized residuals, or errors (ZRESID) on
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the Y-axis and the standardized predicted values of the dependent variable based on the model

(ZPRED) on the X-axis and the result is presented as follows.

Scatterplot
Dependent Variable: GJS

a-

Regression Standardized Residual
Q

T T T |
-4 -2 o] 2

Regression Standardized Predicted Value

Figure 4.3: Scatter plot for testing homoscedasticity
Source: own survey, 2021
Assumption 4: Multicollinearity Test

According to Hair, (2006) no multi-co linearity test analysis through SPSS model VIF value, if
the VIF value lies betweenl-10; there is no Multi-co linearity problem, and if the VIF value <1
or >10 there is a Multi-co linearity problem. Multi co-linearity of the regression analysis refers to
how strongly interrelated the independent variables in a model are. Therefore, in this study, the
table below shows that the Variance Inflation Factors (VIF) and tolerance fall within the
acceptance range (VIF = 1 - 10, tolerance = 0.1 — 1.0). Therefore, there is no multi-co linearity
problem in the regression model used for this study. According to Hair et al. (2010) cited by
Ramesh Tharu, (2019) the tolerance values should be higher than 0.1 and the VIF should be
lower than 6.0 to avoid multi-co linearity. As it can be seen from Table 4.7 below, the co-

linearity statistics indicate that all tolerance values are greater than the benchmark indicated in
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the literature, showing that the ten independent variables are not influenced by each other and
ensuring the appropriateness of executing the regression analysis. Consequently, the multi-
colinearity of the regression model is also examined by Variance Inflation Factor (VIF) with the

rule of thumb lower than 6.0. Therefore in this study,there is no Multi-co linearity problem.

Table 4.7: Multicollinearity test

Coefficients”
Collinearity Statistics

Model Tolerance | VIF

1 (Constant)
PB 0.228 4.392
WE 0.189 5.298
PO 0.216 4.626
RWS 0.280 3.569
TIL 0.244 4.093
EG 0.948 1.055
EA 0.863 1.159
AL 0.907 1.102
WEX 0.877 1.140
WP 0.936 1.068

Source: own survey, 2021

Assumption 5: Independence of residual (Autocorrelations)

The value of the Durbin-Watson statistic ranges from O to 4. As a general rule, the residuals are
independent (not correlated) if the Durbin-Watson statistic is approximately 2, and an acceptable
range is 1.50 - 2.50 (Babatunde, 2014). In this study, Durbin-Watson is 1.776 and this is within
the acceptable range. Therefore the resultof this study indicates that the variables fulfill the

independence of residuals.
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Table 4.8: Autocorrelations

Model Summary”

Adjusted R [Std. The error of | Durbin-
Model | R R Square [Square the Estimate Watson

1 0.940° 0.884 0.880 1.06883 1.776

a. Predictors: (Constant), Work Position, Gender, WE, Work experience ,
Academic level , Age , RWS, TIL, PB, PO
b. Dependent Variable: JS

4.5SMultiple Regression Analysis
Table 4.9 Model Summary of Multiple regression Analysis

Adjusted R |[Std. Error of the
Model | R R Square |Square Estimate

1 .940° .884 .880 1.06883

a. Predictors: (Constant), Work Position, Gender, WE, Work
experience , Academic level , Age , RWS, TIL, PB, PO

Source: own survey, 2021

Multiple regression Analysis includes regression model was applied to test how far JS factors
had an impact on employee satisfaction. The ten extracted dimensions were taken as independent
variables against Job Satisfaction as dependent in the multiple regression models. Coefficient of
determination- R is the measure of the proportion of the variance of a dependent variable about
its mean that is explained by the independent or predictor variables (Hair et.al, 1998). A higher
value of R” represents the greater explanatory power of the regression equation. The above table
shows the R? value of 0.884. This result shows that the independent variables (EG, EA, AL,
WEX, WP, PB, WE, PO, RWS, and TIL) accounted for 88.4 percent of the variance in JS. This
means 88.4 percent of the variation in JS is explained by the independent variables whereas the
remaining 11.6 percent of the variation is explained by other factors which are not included in

this study.
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Table 4.10: ANOVA of Job Satisfaction

ANOVA®*
Sum of Mean
Model Squares Df Square F Sig.
1 Regression |2602.683 10 260.268 227.824 {.000°
Residual 342.722 300 1.142
Total 2945.406 310

a. Dependent Variable: JS

b. Predictors: (Constant), Work Position,
Academic level, Age, RWS, TIL, PB, PO

Source: own survey, 2021

The result in the above table indicates the overall model significance, and this board helps us to
make sure the above model (on the model summary table) is a statistically significant predictor
of the outcome i.e. JS and it is evidenced that the model is statistically predictor of JS for the
reason that the p-value is less than 0.05 therefore, a significant amount of JS is influenced by EG,
EA, AL, WEX, WP, PB, WE, PO, RWS, and TIL. Furthermore, it can be concluded as, the

overall regression model is significant, F= 227.824, p <0.05, R’= 0.884(i.e., the regression model

is a good fit of the data).

Gender, WE, Work experience,
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Table 4.11: Regression Coefficients of Job Satisfaction.

Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error | Beta T Sig.
1 (Constant) -1.363 0.656 -2.078 [0.039
PB 0.494 0.045 0.455 11.033  {0.000
WE 0.126 0.044 0.130 2.878 0.004
PO 0.131 0.043 0.128 3.019 0.003
RWS 0.082 0.022 0.138 3.706 0.000
TIL 0.170 0.039 0.173 4.343 0.000
Gender 0.013 0.125 0.002 0.107 0.915
Age 0.011 0.094 0.003 0.121 0.904
Academic level |0.007 0.085 0.002 0.082 0.934
Work experience |0.157 0.065 0.051 2.424 0.016
Work Position -0.024 0.143 -0.003 -0.166  [0.868

a. Dependent Variable: JS

Source: own survey, 2021

Table 4.11 shows the individual beta values of each independent variable. The beta value shows
the effect of each independent variable on the dependent variable. The beta value of Pay
&Benefit (PB) is (B = 0.494) which shows that by keeping other factors constant, 1 unit change
in PB will lead to an increase JS by 49.4%. And it was statistically significant at p < 0.05. The
beta value of Work Environment(WE) is (B = 0.126) which shows that by keeping other factors
constant, 1 unit change in WE will cause to 12.6% positive change in JS. And it is statistically
significant at p < 0.05. The beta value of Promotion opportunity (PO) is (f = 0.131) which shows
that by keeping other factors constant, 1 unit change in PO will lead to an increase in JS by
13.1%. The beta value of Relation with supervisor (RWS) is (B = 0.082) which shows that by
keeping other factors constant, 1 unit change in RWS will lead to an increase in JS by 8.2%.
And it was statistically significant at p < 0.01. The beta value of Trust in leaders (TIL) is (B =
0.170) which shows that by keeping other factors constant, 1 unit change in TIL will lead to an
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increase in JS by 17%. And it was statistically significant at p < 0.01. The beta value of Work
experience (WEX) is (B = 0.157) which shows that by keeping other factors constant, 1 unit
change in WEX will lead to an increase in JS by 15.7%. And it was statistically significant at p
< 0.05. The beta value of Employee Gender (EG) is (B = 0.013) which shows that by keeping
other factors constant, 1 unit change in EG will lead to an increase JS by 1.3%. And it was
statistically significant at p > 0.05. The beta value of Employee Age (EA) is (B = 0.011) which
shows that by keeping other factors constant, 1 unit change in EA will lead to an increase in JS
by 1.1%. And it was statistically significant at p > 0.05. The beta value of Academic level (AL)
is (B = 0.007) which shows that by keeping other factors constant, 1 unit change in AL will lead
to an increase in JS by 0.7%. And it was statistically significant at p > 0.05.The beta value of
work position (WP) is (B = -0.024) which shows that by keeping other factors constant, 1 unit
change in WP will lead to a decrease in JS by 2.4%. And it was statistically significant at p >
0.05.

Depending on table 4.11 the following regression model was stated as follows:

Y=0 +B1PB +B2WE +B3PO+ B4RWS +B5TIL +B6EG +B7EA + BSAL + BOWEX + S10WP

+&

Y=-1.363 +0.494PB +0.126WE +0.131PO+ 0.082RWS +0.170TIL + 0.013EG + 0.011EA +
0.007AL + 0.157WEX - 0.024WP +¢

Where Y= Job satisfaction

[0=Constant term

[ 1=Coefficient Variable Pay & Benefit
p2=Coefficient Variable work environment
p3=Coefficient Variable promotion opportunity
p4=Coefficient Variable Relation with supervisor
B5=Coefficient Variable Trust in leaders
p6=Coefficient Variable Employee Gender

B 7=Coefficient Variable Employee Age
[8=Coefficient Variable Academic level

[9=Coefficient Variable Work experience
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P 10=Coefficient Variable Work position

&= error term

From the above model formula, the constant value (B0 = -1.363) implies that Job satisfaction in

Akaki Kality sub-city Administration would be -1.363 if other variables of the model were zero.
4.6 Discussion of the Results

This section presents the results indicted by regression analysis and discusses the contribution of

independent variables.
Effect of Pay &benefit on job satisfaction

The results of multiple regressions, as presented in the above table, revealed that PB had a
significant effect on job satisfaction with values (B = 0.494, t = 11.033, p < 0.05). Hence, H1 was
accepted. The finding support in the two-factor theory carried out by Herzberg (1950s) showed
that a good salary is considered an extrinsic factor that would not cause motivation. However, a
lack of a good payment would trigger dissatisfaction. In addition, the finding was consistent with
Luthans (1995) notes that “wages and salaries are recognized to be a significant, but complex,

multidimensional predictor of job satisfaction.
Effect of working environment on job satisfaction

The results of multiple regressions, as presented in Table above, revealed that the working
environment had a positive and significant effect on employees' job satisfaction with values
(B= 0.126, t = 2.878, p < 0 .05). Thus, the proposed hypothesis was accepted. The finding
support in the expectancy theory carried out by Victor Vroom (1964) showed in the third
assumption, People want different things, like work environment, advancement, and challenge
from the organization. Likewise, the finding of Tharu, (2019) conducted the study in cooperative
organization working environment had a positive and significant effect on employees job

satisfaction with value § = 0.158, t value = 2.699 with (P <0.05).
Effect of Promotion opportunity on job satisfaction

The results of multiple regressions, as presented in Table 4.11 above, revealed that Promotion

opportunity had a significant effect on job satisfaction with values (B = 0.131, t = 3.019, p
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<0.05). The value of beta showed lunit changes in Promotion opportunity will bring 13.1% unit
changes in job satisfaction. The value of beta shows lunit change in the promotion will bring
0.131 unit changes in job satisfaction. Hence, H3 was accepted. The result is consistent with
Getachew Beyene (2020) who conducted a similar study in a public service organization
comprising 270 employees. The result showed a strong and positive association between

promotion opportunities and job satisfaction with correlation (r= 0.617, = 0.433).
Effect of Relation with supervisor on job satisfaction

The results of multiple regressions, as presented in Table 4.11 above, revealed that relation with
supervisor had a significant effect on job satisfaction with values (f = 0.082, t = 3.706, p < 0.01.
The value of beta showed 1 unit change withthe supervisor will bring 80.0 % changes in job
satisfaction. Hence, H4 is accepted. The result is consistent with Mark C. Ellickson (2002) who
conducted a similar study on municipal Government employees. The results showed a moderate
and positive association between relation with supervisor and job satisfaction with correlation (r=

0.01, = 0.46)
Effect of Trust in leaders on job satisfaction

The results of multiple regressions, as presented in Table 4.11 above, revealed that trust in
leaders had a significant effect on job satisfaction with values (B = .170, t = 4.343, p < 0.01.
which revealed that trust in leaders hasa positive significant effect on job satisfaction. The value
of beta showed lunit changes likethe job will bring 17% unit changes in job satisfaction.Hence,
HS is accepted. The result consistent with Jixia Yang & Kevin W. Mossholder (2010) described
that the content of the work performed by employees is a major predictor of job satisfaction. The
result showed that a moderate and positive association between trust in leaders and job

satisfaction with correlation (r=0.43, B=0.311).
Effect of work experience on job satisfaction

The results of multiple regressions, as presented in Table 4.11 above, revealed that work
experience had a significant effect on job satisfaction with values (f = .157, t = 2.424, p < 0.05.
which revealed that work experience has a positive significant effect on job satisfaction. The

value of beta showed lunit changes like the job will bring 15.7% unit changes in job satisfaction.
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Hence, H9 is accepted. The finding support in the expectancy theory carried out by Vroom in
1964 (Armstrong, 2014) showed in If experience is inefficient to indicate the change then
motivation will be decreased. He also defined motivation as a procedure controlling choices from

alternative activities.
Effect of employee gender on job satisfaction

The results of multiple regressions, as presented in Table 4.11 above, revealed that employee
gender had an insignificant effect on job satisfaction with values (B = .013, t = 0.107, p > 0.05.
which revealed that employee gender has a positive but insignificant effect on job satisfaction.
The value of beta showed lunit changes like the job will bring 1.3% unit changes in job
satisfaction. Hence, H6 is not accepted.It implies that employee gender plays an insignificant
role in explaining variation in the dependent variable. The result is consistent with Mark C.
Ellickson (2002) who conducted a similar study on municipal Government employees. The

results showed that gender shows a weak relationship with job satisfaction (r=0.213, = 0.02).
Effect of employee Age on job satisfaction

The results of multiple regressions, as presented in Table 4.11 above, revealed that employee age
had an insignificant effect on job satisfaction with values (f = .011, t = 0.121, p > 0.05. which
revealed that employee age has a positive but insignificant effect on job satisfaction. The value
of beta showed lunit changes like the job will bring 1.1% unit changes in job satisfaction.
Hence, H7 is not accepted. Contrary to expectations, age did not affect job satisfaction levels of
public service employees. The result is consistent with Mark C. Ellickson (2002) who conducted
a similar study on municipal Government employees. The results showed that Age shows a weak

relationship with job satisfaction (r=0.423, f=-0.1).
Effect of employee Academic level on job satisfaction

The results of multiple regressions, as presented in Table 4.11 above, revealed that academic
level had an insignificant effect on job satisfaction with values (f = .007, t = 0.082, p > 0.05.
which revealed that academic level has a positive but insignificant effect on job satisfaction. The
value of beta showed lunit changes like the job will bring 0.7% unit changes in job satisfaction.

Hence, HS is not accepted. The result is consistent with Mohammad A., Nawaz A., Omer A.,
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Saleem R., and Abdul Hakeem S. (2013) who conducted a similar study in the public service
organization. The results showed that Academic level shows a weak relationship with job

satisfaction (r= 0.04, f=- 0.081).
Effect of employee work position on job satisfaction

The results of multiple regressions, as presented in Table 4.11 above, revealed that work position
had an insignificant effect on job satisfaction with values ( =- .024, t = -0.868, p > 0.05. which
revealed that work position has a negative and insignificant effect on job satisfaction. The value
of beta showed lunit changes like the job will decrease by 2.4% unit changes in job satisfaction.
Hence, H10 is not accepted. Specifically, supervisors, managers, and department heads
expressed higher levels of satisfaction than non-supervisory personnel, when all other factors
held constant. The result is consistent with Mark C. Ellickson (2002) who conducted a similar
study on municipal Government employees. The results showed that job level was a significant

predictor of job satisfaction (B =-.04, r= 0.037).

Table 4.12Summary of Tested Hypothesis

Hypothesis B Value Statistical significance Result
(P Value)
H1 0.494 0.000 Accepted
H2 0.126 0.004 Accepted
H3 0.131 0.003 Accepted
H4 0.082 0.000 Accepted
H5 0.170 0.000 Accepted
H6 0.013 0.915 Not Accepted
H7 0.011 0.904 Not Accepted
HS8 0.007 0.934 Not Accepted
H9 0.157 0.016 Accepted
HI10 -0.024 0.868 Not Accepted

Source: Own hypothesis analysis (2021)
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CHAPTER FIVE: SUMMARY, CONCLUSIONS, AND
RECOMMENDATIONS

5.1 Introduction

This chapter discusses the prominent findings of the study and refers to relevant research to
support the findings of the current study. It includes a conclusion and recommendation. It also
contains information about the sample, results obtained from the descriptive statistics factors of
JS, correlations between the factors of JS, Multiple regression analysis, and significant statistical
differences between dependent and independent variables. Conclusions are drawn based on the

obtained results and recommendations for future research that may be of worth are put forth.

5.2 Summary of the Major Findings

The major objective of this study was to find out the level of JS,This indicates that there are
other variables which contribute to the job satisfaction of employee are which are not considered
in this study.On the dimensions of EG, EA, AL, WEX, WP, PB, WE, PO, RWS, and TIL in
AKSCA. The study depends on a 311 sample size for analyzing the data. For data analysis,
descriptive statistics & inferential statistics were used. Descriptive statistics table, frequencies,
and percentage were used to analyze the background information such as; gender, age interval,

academic level, working experience, and work position of the respondents.

% Based on previous theories and researches regarding determinants of Job Satisfaction, this
study shows that independent variables like PB, WE, PO, RWS, TIL, and work experience
have significant variables.

«+ Job Satisfaction and Pay & benefit, Work environment, Promotion opportunity, Relation with
supervisor, trust in leaders, and work experience have a positive correlation and havea major
effect.

% R Square value of 0.884 that 88.4% of the variance in JS can be accounted for by these ten
independent variables. It should be noted that the variance accounted for by these variables is
relatively large, with the remaining 11.6% of the variance being explained by factors other

than those considered.
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5.3 Conclusion

JS can improve service quality and increase employee motivation. In this situation, policymakers
and supervisor of the public service organization should have turned their attention to provide
different kinds of facilities to their employees to satisfy their employees and to enhance their
service delivery. And also satisfied employees are more committed to their job than dissatisfied.
This is because a person with ahigh level of JS holds a positive attitude towards the job, while a
person who is dissatisfied with his or her job holds a negative attitude about the job (Robins,

2003).

This study focuses on determinants of JS at AKSCA. It offers key contributions in the human
resource management literature of AKSCA public sectors by suggesting the key considering

factors to attain job satisfaction of AKSCAE.

To attain the JS, the human resource managers of AKSCA traction should concentrate on PB,

WE, PO, RWS, TIL, and work experience.

To be more specific, this study emphasizes the most on PB as the key determining factor for
attaining JS in the AKSCA. The government and the organization itself should always try to
attain the JS to improve their productivity and attain the desired result by focusing on these

determinants of JS.

Concerning the objective which is placed to examine the contribution of each determinant
variable of JSin table 4.11, it may be deduced from the R Square value of 0.884 that 88.4% of
the variance in JS can be accounted for by these ten independent variables. It should be noted
that the variance accounted for by these variables is relatively large, with the remaining 11.6% of
the variance being explained by factors other than those considered. From this, it can be
concluded that PB, WE, PO, RWS,TIL, and work experience are statistically significant at the
0.01 level.
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5.4 Recommendation
Based on the findings and conclusions of the study, the researcher forwards the following

recommendations to the management of the public sectors and suggestions for other researchers.

e Human resources are vital for the successful implementation of the HRM reform in public
service institutions. Therefore, particular attention should be given to bring about positive
changes in the lifestyle of the civil servants by designing adequate employee packages like
compensation and benefits, training, and social support.

e Management of public sectors and policy planners should consider PB, WE, PO, RWS, TIL,
and work experience.

e QGenerally, it is recommended that public sector top managers should effectively implement
the determinants of Job Satisfaction such as PB, WE, PO, RWS, TIL, and work position for

incremental Job Satisfaction.
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APPENDICES -1

Addis Ababa University
College of Business and Economics
MBA Program
Questionnaires to be filled by Employees of Akaki Kality sub-city Administration.
Dear respondents; this questionnaire is designed to gather information on the determinant of
job satisfaction at Akaki Kality sub-city administration employees. The purpose of the study is
exclusively for the academic requirement as a Master of Business Administration degree
requisite. I assure you that, all your responses will be kept in absolute confidentiality and you
will not be held responsible for the research outcome. Therefore, you’re genuine, frank, and
timely responses are quite vital to determine the success of this study. So, I kindly request your
contribution in filling the questionnaire honestly and responsibly.
NB.
v No need of writing your name.
v" Encircle the letter of your choice and put the [v'] mark in the box provided.
v" Please respond as accurately as possible and at your earliest possible time.
Thank you for your cooperation!
Part-I:Demographic Information of Respondents

1. Gender
A. Male O B. Female (@]
2. Age (in years)
A.18-29 O B.30-39 Q C.40-55 QP. +55 year (@)

3. Academic level

A. Primary level O C TVTor College (diploma)  CE. Second Degree @)

B. TVT Certificate O D. University Degree FQDthers (specify)
4. Your work experience in this organization
A. Lessthan 1 year Q B.1-3years (.4-6 years DQlore than 6 years
5. Your work position in this organization
A. SupervisoryB. Xn-supervisory (@)
Part-II: General Questions
Section 1. Issues Related to Job satisfaction
The following statement relates to Job satisfaction at your organization. Please indicate your
level of agreement/disagreement by ticking [V] in the box for your exact feeling based on the
scale below.

NBI. Extremely dissatisfied  3.Somewhat dissatisfied 5.Somewhat satisfied
2. Very dissatisfied 4. Neutral 6.Very satisfied 7. Extremely satisfied
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Scale

No. Items 112 (3 (4|5 |6

1 | Generally speaking, I am very satisfied with this job

2 | I am generally satisfied with the kind of work I do in this job

3 | I frequently think of quitting this job

4 | Most people on this job are very satisfied with the job

5 People on this job often think of quitting

Section II. Issues Related to Pay and benefits.

The following statement relates toPay and benefits at your organization. Please indicate your
level of agreement/disagreement by ticking [V] in the box for your exact feeling based on the
scale below.

NB 1. Disagree completely 2. Strongly disagree 3. Somewhat disagree4. Neither agreenor
disagree 5. Somewhat agree6.Strongly agree 7. Agree completely

Scale
No. | Items 1 12 (3 (4|5 |6
Salary
1 My salary is adequate for my living expenses.
2 The period between pay rises is reasonable.
3 I feel appreciated by the organization when I think about what they
pay me.
4 My organization has an appropriate salary scale.
Fringe Benefits
5 All necessary fringe benefits are provided in my organization (e.g.,

health insurance, accommodation, and allowances)

Section III. Issues Related to Work Environment of the Akaki Kality sub-city
administration

The following statement relates to the Work environment of employees at your organization.
Please indicate your level of agreement/disagreement by ticking [V] in the box for your exact
feeling based on the scale below.
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NB 1. Disagree completely 2. Strongly disagree 3. Somewhat disagree = 4. Neither nor
disagree 5. Somewhat agree  6.Strongly agree 7. Agree completely

Scale
No. | Items 1 12 (3 (4|5 |6
1 I am able to personalize by work space.
2 My work area has much visual destruction.
3 My workstation is large.
4 I can determine the organizational appearance of my work area.
5 My workplace provides an undisturbed environment.
Section IV. Issues Related to Promotion opportunity of employees
The following statement relates tothe promotion of employees at your organization. Please
indicate your level of agreement/disagreement by ticking [V] in the box for your exact feeling
based on the scale below.
NB 1. Disagree completely 2. Strongly disagree 3. Somewhat disagree 4. Neither agree
nor disagree 5. Somewhat agree  6.Strongly agree 7. Agree completely
Scale
No. | Items 1 |2 |3 4[5 1|6
1 Promotion opportunities are not limited and are fairly adequate in this
organization
2 My organization has a clear and fair promotion policy and strategy
that takes efficiency Performance and experience into account
3 My organization puts the right person in the right position
4 My organization gives proper attention to staff complaints and
grievances
5 Regarding promotion, I feel that I am treated fairly compared with

colleagues in my organization who have similar qualifications and
who have served a similar number of years

Section V. Issues Related to Relation with the supervisor of the Akaki Kality sub-city
administration

The following statement relates to the relationship with the supervisor at your organization.
Please indicate your level of agreement/disagreement by ticking [V] in the box for your exact
feeling based on the scale below.
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NB 1. Disagree completely 2. Strongly disagree 3. Somewhat disagree
nor disagree 5. Somewhat agree  6.Strongly agree 7. Agree completely

4. Neither agree

Scale
No. | Items 1 12 (3 |4 |5 |6
Supervisor style
1 My supervisor is available when needed.
2 My supervisor shows consideration for subordinates' feelings.
3 My supervisor allows me to participate in important decision-making.
4 I receive regular feedback about my performance.
Supervisor feedback
5 The feedback I receive from my supervisor is useful.
6 The form my supervisor uses accurately evaluates my performance.
7 My performance appraisal is conducted on time each year.

Section VI. Issues Related to trust in leaders of the Akaki Kality sub-city administration
The following statement relates to the trust in leaders at your organization. Please indicate your
level of agreement/disagreement by ticking [V] in the box for your exact feeling based on the

scale below.

NB 1. Disagree completely 2. Strongly disagree 3. Somewhat disagree
nor disagree 5. Somewhat agree  6.Strongly agree 7. Agree completely
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Scale

No. | Items 1 ]2
Affective trust in supervisor

1 I'm confident that my supervisor will always care about my personal
needs at work.

2 If I shared my problems with my supervisor, I know (s) he would
respond with care.

3 I'm confident that I could share my work difficulties with my
supervisor.

4 I'm sure I could openly communicate my feelings to my supervisor.

5 I feel secure with my supervisor because of his/her sincerity.

Thank You!!
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av 24 P @M 3 "104.909° TG AT L& T 19 T 0-0T LAMNTIAR ASFT1 PEPICh®-P S T AN N T C- BB hA

ao(14 L0 AT O 700NN O 22403 LALI°NA

a0 S LM ENADPSANNTALNWP LT TFATLPCO-P o J PTG+ L O 2T HINO TN OT 24,50

| OIN|—

Nao 26 LNEAD-PG TG LLBOL 1T 1N aohh-tHavAA BN P TIAT @G oo £,% a0 1A 10-A-ANTI D SL.C
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gog 5.hhaPEPALNFEANTIANTELCPNE5ANEICLAV/T/
271 ICH 2 1 AT @188 T

o+ 0CEA1ICThi s+ TR NACNE- AL IC LAY/ T/
DY ICH L O AT @ AP FIPACH I aoN 17D £.9° AdaoN 99991 £.4. B nhdE D
7Aoo HIPOL T A Too AN £h 3 Fh-HHAHS TN oo LT O-HH 2 E -0 20 3 [V]
AT LECr::

1. ao-A-Nao-A-HhAONTT779° 2. NNI°AANTT779° 3.NlaoM-hANTT7T9°
4.  ACIMETaLLAUV-I°5. NeomT-AO171AU-  6.0MI° AN V-

7. ao-(-Nao-A-A07T7770 V-

PPCANALMNTavAh-H( supervisor) 1123

Phaold-CTNN (Supervisor style)

PPCANIALENTEANINT0G T U215 N

PP CNINLELNNGATLT T W LA TR T O 7Aae MNP L6 1.9

PPCNINLEANLALNP DAL ANNTALATEAFGRILALAMT A

AlWIN|—=

NPCNIALE NI F LV IC A2 6-04.909° NN L-av N W15 A U-

Phavd-CINlav\0 (Supervisor feedback)

(6]

NPCNIALEL TN TP 2740 4.909° NN L-av AAM P71 10

(o2}

PP LANDALEANL L9097 HGPTLMPI N T aoaoHT PR h4.9078 70T\ 219077\

~

P /2 4-h4.909°9°HS NG oot U-ATLHNNGELhS OS A

go g
6.haPEPALNFRANTTIANTBLCATeL-CAL LAV AT 1T IC+ L £ 1T PAT @1 88T

oLt FOCET1ICTh AT/ T

+EI°haold-CAL LAV/MAT° 17 ICHL CAC1THFANT @ AN I AC O TP a0 29199+ £.9° hhao
09799+ L.L B NG N2 TA.a0 TP, T A Fov AN Ch AT h-FHEHS TN aog° LT N-HH 2 Em-0
2ng [N] ARt Cr::

1. ao-A-Nao-A-AANTT7T9° 2. NNI°hANNTT7T9° 3.laomrhONT1719°
4.  ACIMThLLAU-I° 5. Neomr-a0 71710 U~ 6.0MJ° A0 U-

7. ao-(-Nao-A-A0%71°70 V-

Nhavl-4-LATAI T (Trust in leaders) 112/3|4|5]|6

NPCNIALNVEL LAD-AI™1T (Affective trust in supervisor )

—

PPCNIALE U-NLHNA LALOAANTPIATA T T AT L2 1P ACIME T

LONTTTICTAPCNIALEN IE-DNATNATLILaANNThAD-PAU-
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LONTIC 22 EALTACTAPCNIAL AT DEACTIME T

AW

PILATTTINTLTAPCNIALLNTIAR TTIOADP A TLT ANACTIMT T

(63}

PP CNIALEao AN AN P HNACOHLV T FENT5 A

hGao( 7507
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