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Abstract

The purpose of the study was to examine the relationship of job satisfaction and turnover
intention in predicting organizational commitment, both overall and dimensional
perspectives. The study population was 1113(only technical personnel) and participants
were taken 260 (m=178, f=82) full time employees selected by stratified random sampling
from four locations. The study utilized adapted forms of GJSQ, TIQ and OCQ in order to
measure job satisfaction, turnover intention, and organizational commitment respectively.
The result of the study showed gender difference in general commitment and normative
commitment dimensions. The correlation result indicated that job satisfaction and
organizational commitment have inverse relationship with turnover intention. Furthermore,
selected socio-demographic, job satisfaction and turnover intention variables in explaining
the criterion variable (organizational commitment), showed an explanation power of 24.3%.
24.3% of the variance in organizational commitment was due to the variables included in
the model. However, when the independent contribution of each variable in the study was
examined, only job satisfaction and gender contributed significantly to the variability of
organizational commitment and the MANOVA analysis indicate that job satisfaction affect

significantly to the components of commitments (Affective, continuance and normative).

Vi
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Chapter One

1. Introduction

This chapter will provide the introduction of thissearch project, which consist of several
sections. The first section will share the backgobwand view of the research scheme.
Purpose of study, research questions, researclttivee and the significance of this

research are presented in the following sections.

1.1 Background of the Study

In this dynamic world organizations face multiplealenges and opportunities. For that
matter numerous researches were conducted to nmithe efficiency of organizations
working on different sectors but the focus of earlime researches were on non human
variables (Schermerhorn, Hunt and Osborn, 2002)yMainthe of traditional researches
done according to classical management perspertivaasguided in defining what
organization is and due to this the answer to tlablpms of the organizations faced is
believed to be either mechanistic or non-humanessindustries were worried about how
to increase productivity and they tried to solvie firoblem by giving due emphasis to hours
of working, structure of the organization, illumiiman etc. Most attention was initially on
physical working conditions, principles of admingion, and industrial engineering
principles. By the 1940s the focus had broadeneddade the essential human factor. An
organization is not a blend of chairs, structuremnething that non-human things mobilize.
At center of any organization human beings plagaaling role for the success and failure of
an organization (Schermerhorn, et al., 2002).

Among the many variables organizational commitmeart be mentioned. Despite hiring
employees needed for executing the organizatiokstasrganizations want committed
employees who are eagerly strive for the succes$etheir company. Organizational
commitment is the psychological attachment an epyg@o experiences towards the
organization and its goals (Mathieu &Zajac, 1990jganizational commitment has been
conceptualized and measured in a variety of differeays including but not exclusive to:
attitudinal commitment, calculated commitment, amormative commitment (Cooper-
Hakim &Viswesvaran, 2005; Mathieu &Zajac, 1990).eTbommonly used operational

definition of organizational commitment is in terwisidentification and involvement with a
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particular organization (Mowday, Porter, & Steeir882). More simply put it is the general
attitude or belief towards the organization as aoleth Similarly, Organizational
commitment (OC) is a psychological state that biadsemployee to an organization, and
the three-Component Model of organizational comraittn(Meyer & Allen, 1996) posits
that employees bind with their organizations agsult of desire (affective commitment),
need (continuance commitment) and obligation (ndk@aommitment). It is an important
postulation of the research that job satisfactiond arganizational commitment are
dissimilar variables even though a common sendealutvould suggest that they are "close
companions'. They have a separate lineage wittsgdisfaction coming from motivational
research based on psychological needs and infamatiocessing, whilst organizational
commitment developed later out of new perceptiohsrganizational functioning which
brought about a new prominence on keeping core evsrkiThe study of organizational
commitment has improved the study of job satisfectby introducing a variable with
external validity, the intention to leave or stBpth empirical traditions have, thus, come to
share it and both have adopted the measure. Whetiganizational commitment is a
variable overriding between job satisfaction ané thtention to leave or stay, or an
independent variable in its own right, is the sobjef empirical dispute (Graham,
1978).having this paradox in mind this study stdd@ganizational commitment as a
dependent variable as it is related to long tergawoizational goals and represent as whole

of organization (McMahon, 2007).

Hrebiniak and Alutto (1972), based on transactionabts and side-bets, formulate
connections with job satisfaction by alluding tce tldea of satisfaction as a gain. The
empirical evidence is conflicting and questionalfler the most part, the empirical studies
have attempted to link job satisfaction and orgatndnal commitment through performance
variables and through work values.

Meyer et al. (1997) found that emotional attachmemtrelated with work performance
variables, but that job satisfaction scores did Bteers (1977) found that performance was
not related to commitment. Commitment was moretedlao work values than to extrinsic
rewards and was, therefore, an influence on the lefyerformance.

When turnover is used as the performance varidile, empirical evidence is more

emphatic, but similarly inconclusive. The idea thatnover would be an indicator of
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commitment and satisfaction is based on the assomittat both concepts are determinants
of the intention to attend and remain in one compdrater research suggested that
organizational commitment mediates the influencesatisfaction on labor turnover. This
places satisfaction as a determinant of commitminti.satisfaction is a predictor of labor
turnover is confirmed by Taylor and Weiss (1972)t this does not help resolve the
problem of causal ordering. Ben-Bakr et al. (198)nd that organizational commitment
was a better predictor of labor turnover than jabs$action although both variables were
significant predictors. The notion that both valésbmight work together as predictors of
turnover was examined by Farkus and Tetrick (1989 concluded, from a longitudinal
study, that causal ordering was a reciprocal paesvhich the two variables exchanged
primacy in sequence over time. Hence this validatesse the concept of organizational
commitment as criterion variable with job satisfactand turnover intention.

Thus, the current organizational studies devotee tnd resources to the above mentioned
three variables namely job satisfaction, turnoveention and organizational commitment.
Among the many of human related issues, this statyely deals with job satisfaction,
turnover intention in relation with employees’ ongaational commitment. Moreover these
variables are studied by considering the businégbeni.e. in Ethio-Telecom -formation
technology as it is indicated in the flowing modéthe problem at hand.

Figurel:-Interaction between Dependent and Indepeneht Variables

job Satisfaction + Turnover intention

s

Organizational

Turnover Intention

A 4

Job Commitment

— RN
\ AC I
-‘1< CC >J!

NC
. .
Model one A model vmﬁ depicts the interaction and probleonnectedness and

independent shares.
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1.2 Statement of the Problem

Specific employee attitudes relating to job satiséen, turnover intention and organizational
commitment are major interest to the field of oigational behavior and the practice of
human resources management (Tella, Ayine, and Rap@d07). Commitment is a
multidimensional construct and that the antecedeotsrelates, and consequences of
commitment vary across dimensions. And it is a @sscthat is inculcated upon each
employee. An effective organization will make sthat there is a spirit of cooperation and
sense of commitment and satisfaction within theesphof its influence (Tella, et al.,
2007).in this regard many complains coming fromPlblic to Ethio-Telecom due to some
employees are not cooperative enough to respotitetdemands of the customers and they

lack sense of commitment and responsibility towaineg job.

As it mentioned earlier several variables contebtv the development of committed
employees. Organizations are worrying about asote to pound their values and how to
produce committed employees. Hence, Ethio-Telecomebliged to look at itself and
adjust the overall working environment. On the othand employees require different
benefit packages to be given in order to providertbkill. Turnover Intention becomes a
major obstacle towards the organization as it migtgact the productivity and long-term
plan of the organization (Abrahman, 2012).in thésec there evidences of much rate of
switchovers in technical employees of Ethio-telecamployees due to several reasons.one
can be mentioned as a significant factor i.e. tkistence of high job alternatives with
attractive salamis. In similar fusion job satisfactwill have an adverse or beneficial effect
on employees’ commitment to the organization. Imfation Technology Agencies such as
Ethio-telecom face high competition from extereavironment (Rahman, 2012).Studies
indicate that turnover intention and job satisfatthave got negative relation (Cho and Son,
2012).Thus, understanding how such variables a#agtloyees commitment is crucial to
study in Ethio-Telecom. This study will thoroughdyxpounds about how the two variables
(job satisfaction and turnover intention) affecgamizational commitment hierarchicallyp.

trying to assess these relationshtpg, following research questions will be addressed:

1. Is there a significant Gender difference in jobisdattion, turnover intention and

organizational commitment?
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2. Is there a significant relationship among job d$atigon, selected socio-
demographic variables, turnover intention and omgional commitment (affective,
continuance and normative)?

3. What are the joint and separate/independent coniiis of job satisfaction, socio-
demographic variables and turnover intention to tfaiability of organizational
commitment?

4. What are the joint and separate effects of indepatnariables, job satisfaction, and
turnover intention on the components of organizetiocommitment (Affective,

continuance, and Normative).

1.3.0bjective of the Study

The main objective of this is to assess the linetaraction of job satisfaction, turnover
intention, and organizational commitment by takjoly satisfaction and turnover intention
as an independent variable the relation, prediaiuh effect on organizational commitment

and its components are going to be assessed.

1.4. Delimitation of the Study

Even despite the fact that, organizational commitneaffected by different contingent and
behavioral factors, this study is delimited to assenly the role of turnover intention and
job satisfaction. Moreover, the part of job satitifan and turnover intention might differ
across jobs and industry groups. This is to meat thifferent job position require poles
apart qualities. Therefore, this study is limited ttvo occupational groups (information
system and Networking). In terms of study area, faur locations (head office,

Legihar,Microwave and Arada branches).

1.5. Significance of the Study

The outcomes of the study will be useful to empésyananagers and the organization as an
entity information technology area and related spet. For employees, this study will be a
significant endeavor in increasing their awareregsself and organizational behavior. They
understand the value of many variables importantthieir work behavior and consider

things from the point of view of themselves andensh
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The study not only serves employees but has mamgtins for managers as well. First,
effectively understanding and managing turnover mhdsatisfaction facets variables and
their impact on organizations. Second, it will ®rto guide working policies and
procedures more efficient since it will prove arderstanding of employees need and how
to boost work performance and more over human resguanagement practices.

With this understanding of the benefit of this stud employees and managers as an input
to the organization, the study also has many valoéke organization as whole. First, the
result of the study will enable Ethio-telecome taow turnover intention and job
satisfaction levels that predicted employees’ oiggional commitment across the already
mentioned occupational tasks in information tecbgplbusiness. In addition, the study will
provide understanding of the general trend of tigamization and will alert mangers to take
swift action to the concerns of employees.

1.6. Limitations of the Study

This study as most other scientific studies, islacking some shortcomings. Below listed
are the limitations of the present study

First, samples of the study were more or less lgghgnto relatively similar on the socio-
demographic variables (Educational background, mspee and marital status). For
example, most of the participants were with simiéaiucational background and mostly
single For thatreason, results of alternative studies wépresentative samples from
different setting may show different results in goways, from the present study.

Second, related to the first limitation, the indysthat Ethio-Telecom engaged (i.e.
information security) is unique as companies wakdvior and requirement. Therefore, the
most obvious limitation would relate to the ability draw inferential conclusions from
sample data obtained from Ethio to other orgaronati context, other jobs and occupational
groups.

Third, the present results are based primarily eli-report job satisfaction, turnover
intention and organizational commitment data. Trhight have affected the result of the
study through measurement error because peoplet ingyle been responded dishonestly

and people might lack accurate self-concept.
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Fourth the study used the general version of jdisfaation measure (GJSQ) so this might
have affected the study since it doesn't go dedp @&very facet of job satisfaction

dimensions that treat job satisfaction level ughegrass root level.

1.7. Operational Definitions

Job satisfaction- Having this concept as bench mark the studyzatjob satisfaction as a
general attitude towards once job such as satisfaebout promotion, whether the job is
pleasing, the chances that are given, etc thatateliemployees job satisfaction are the

defining factors. (Appendix A).

Turnover intention:-Behaviorally looking for a job, talking about ieag and even

thinking about quitting are major indicators.(ApdenB).

Organizational commitment: The multidimensional states were (1) affectivee(feeling

towards the tasks or the emotions or feelings tdavargiven organization), (2) continuance
(missing our friends if we leave), and (3) normatierganizational commitment (the
obligation that we have for the company such assyeé services expected from us), as
measured by the total subscale scores on the AggcContinuance and Normative

Commitment Scales (Appendix C).
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Chapter Two

2. Review of Related Literature

An Overview

In this section literatures with respect to aimttwé study thoroughly expounded. The first
variables, job satisfaction, turnover intention anganizational commitment are going to be
dealt starting from the conceptual framework upldoal studies with their expressive
dimensions are elaborated in detail. Several reBearare going to be discussed in relation

to the intended purpose will be expounded veryflgrie

2.1. Job Satisfaction:

2.1.1Definition of job satisfaction

Job satisfaction has been defined in a varietyiféérént ways. A general definition of job
satisfaction is how much one is fond of one’s jBpédctor, 1997). Job satisfaction has been
defined as an appraisal of one’s job (i.e. a cognitariable), an affective reaction to one’s
job, or an attitude towards one’s job (Spector 19ief, 1998; Weiss & Brief, 2001,
Weiss, 2002). Weiss (2002) has argued that jolsfaation is an attitude, and research
should distinguish the objects of cognitive evahratsuch as emotions, beliefs, and
behaviors. He argues that previous measures osatisfaction confound job cognitions
with job satisfaction, the former being cognitiveakiations and the latter being affective.
Job satisfaction can also be discussed in globtdaat aspects (Spector, 1997). Global job
satisfaction refers to the overall feeling towatitis particular job. Global job satisfaction is

a predictor of organizational citizenship behaviors

2.1.2Conceptual and theoretical Framework

One of the major tasks organizational psychologmtgorm is assessing employee job
satisfaction so that organizations can take stepsnprove it. Organizational researchers

have extensively studied the causes and consequehp® satisfaction since the beginning
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of organizational psychology (Graham, 1978 and bedrand Strauss,1966, and Hanlin,
1982). It is undoubtedly the most studied varialbleorganizational psychology. Job
satisfaction has been posited as a cause of inmpoetaployee organizational outcomes
ranging from job performance to health and longe{@pector, 2000).Job satisfaction is the
affective orientation that an employee has towdnés work. What makes a job satisfying
or unsatisfying does not depend only on the nabfithe job, but also on the expectations
that individuals have of what their job should pdev Satisfied employees tend to be more
productive, creative, and committed to their empltsySarah, 2013).

Theories of job satisfaction
Loche’s(1976) range of Affect theory as cited bya®é2013), suggested that the difference

between what we want and what we actually getenab determines our satisfaction level.
It is heavily reliant on how expectations are nre aur level of autonomy (and whether we

even want autonomy).
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Herzberg's two factor Theory

Two stage approaches to understanding staff satisfiawas the result of surveying

people’s reasons for feeling negative and / ortpasat work.

Figure 2: The motivating and De-motivating Factirdob satisfaction

) -varied work
Motivators

-sense of
achievement

-recognition

e

-poor pa:

De-motivators _
-company policy

-continual pressure

Figure 2: The motivating and De-motivating Factirdob satisfaction
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Hackman and oldham'’s job characteristics Model

This model describes 5 core job dimensions thailtréis 3 critical psychological states
which in turn influence outcomes of job satisfastio

Job Characteristics Critical Psychological Individual & Outcomes
States

= Dealing with Others = Commitment to Superviso

= Emotional Dissonance

= Work Significance - Self * Empowerment

* Feedback from Agents > - Career Maturity, Job &

(Coworkers
Worker
&Supervisors
Categories ofModerators = Perceived Improvement —
= Emotional Labor » |dentity as a Worker

Health & Mental Health
= Skill Match
= Job Strain
= Facet Satisfactions

= Needs Satisfaction

» Specific Issues for
= \Workers in Vocational

Programming

Figure 3:The Job Characteristics Model
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Dispositional theory

This theory suggests that our level of satisfacigo’part of us’ and has very little to do wi
the job that we do. Those of us wlower levels of neuroticisrand sel-concept report

higher levels of job satisfaction (Sarah, 2(.
Field’s job satisfaction mode

Field’s model describes ‘push’ factors that makiedf lissatisfied and ‘pull’ factors th
conversely make staff more satisfied. Given thaihmeason staff leave organization is
due to their level of satisfacti, this model can hold a great deal of personal

organizationasignificance. This model is more suitable to theent problem in that it set

commitment in wide was and the problem addressedenymuch relate

Factors leading to dissatisfaction:

*Poor pay

*Poor compensation
*Poor work conditions
*Lack of promotions
*Poor benefits offering
Lack of job security

When these factors are optimal,
job dissatisfaction will be

eliminated. However, these factors

do not increase job satisfaction.

Figure 4: Field’s Job Satisfaction Mode

Factors leading to satisfaction:

*(Good leadership practices:
*Good manager relatienship
*Recognition
*Advancement

*Persenal growth

*Feedback and support
*Clear direction andlebjectives

When these factors are optimal,
job'satisfaction will be
increased.




2.1.3 The nature of job satisfaction

Here the researcher treated how it is measuredpadtential causes, and possible
consequences are being discussed. Job satisfecaonattitudinal variablethat reflects how
people feel about their jobs overall as well asouar aspects of them. In simple expression,
job satisfaction is is the extent to which peolife their jobs; job dissatisfaction is the
extent to which they dislike them(Spector,2000)réhbave been two approaches to the
study of job satisfaction-the global approach amel facet approach. The global approach
treats jobs as a single overall feeling towardjtie Many studies assess people's overall
satisfaction, and many of the issues discussedigresearch reflect this globally. The
alternative approach is to focus on job facetsitberént aspects of the job such as rewards
(pay or fringe benefits), other people on the jslypervisors or co-workers), job conditions
and the nature of the work itself (Bruce and Blagkb 1992).

Although common sense might lead us to expectatvadrker who found his job satisfying
would produce more than one who was not satisfreggstigations have shown that it is
possible for any degree of job satisfaction to $spaiated with any degree of productivity,

that is, a satisfied worker may have low produgtior vice versa(Graham,1978).

2.1.4 The importance of job satisfaction

Human beings require high levels of egoistic aniftagualizing need satisfaction from
their jobs. The process of growing up involves atiogg more and more challenge and
autonomy and belonging more independent (LeonaddSéirauss, 1966 as cited in Jonathan,
Darroux and Thibeli, 2011).Those who don’t havesth@pportunities (in particular those
who are unable to express themselves meaningflilpugh work) never reach
psychological maternity. Since the average mandspararly a third of job doesn’t provide
challenge and autonomy he may suffer real frustnativith results that are costly both to
himself and his employer. Thus, in fact many indizals’ have boring,meaning less jobs
may lead to sever job dissatisfaction. Companiasdh satisfy employees’ desires for good
managerial relations, respect, fair and adequatgeasation and opportunities for growth

and development through training, are reaping besnefBruce and Blackburn
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1992).Moreover, the notion that satisfied employ@e&e a difference was spurred by what
has been called the “Third IR,” which began withe Hawthrone studies of the 1930s
calling for a humanization of work place. Designitemriched” jobs that created employee

satisfaction, as opposed to providing only a digpigfor a day’s work, become one part of
the work place humanization movement. This movemgebbased on the premise that “the
work force assures long term productivity if it vgell cared for”. This movement

presupposes the desirability of having satisfieglegees (Hanlin, 1982).
2.2 Turnover intention

2.2.1 Definition

Employee turnover has been defined as a permanaregment of the employee beyond the
boundary of the organization. Interest in the tdps gained momentum in the recent past
among organizational psychologists, economists, autiologists with different
perspectives being adopted to study the phenomg@twn&Griffeth, 1995) While the above
by large focuses on the behavioral expressionrabizer, on the other hand, components of
withdrawal cognitions include an employee’s thosgbt quitting, intention to search for
other employment, and intention to quit the currerganization (Dalessio, Silverman, &
Shuck, 1986as cited by Sean D. Robinson, 2011), Thusiover intention is defined as an
employee’s voluntary intent to find a new job wahother employer within the next year.
Generally, it is accepted that job satisfaction angployee turnover intentionare inversely
related (Medina, 2012).

2.2.2. Conceptual framework

An employee needs to be handled very critically skitlffully. Thus, organizations should
understand their employees and take care of themvaiys that are productive for the
organization and beneficial to employee’s valuesceSsive turnover can provide a very
reliable (but not perfect) indication that somethiis dreadfully wrong in a company
(Malone, and Petersen, 1979).This implies thati¢lsee either being ignored or treat as
insignificant to consider it as a problem. One oga$or this is many firms and their
management does not realize the extent of theiouwar problem. Obviously, if a manager

has no idea that a problem exists, he cannot dthiaigyto remedy it. On the other hand,
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organizational managers have got mistaken percefiat if one employee leaves, it will be
replaced with other new entry. But as Malonand Batkresen(1979) described it, they will
replace it with a less experienced person, whicly brang about a corresponding loss of
efficiency. This will increase the costs of recmiint and selection, job training, increases
accidents, inspection, selection, job training andmployment.

There is a question that we need to ask here "Homover costs a company? Turnover
costs vary widely. Some of the major componentsuafover costs involve recruitment,
selection ad hiring. Of course, it costs more wuk a professional or technical candidate
than unskilled blue collar worker(Robinson, 2011).Furthermore; most organizations
viewed the presence of a long serving group of egygas as an indication of internal
efficiency. However, with economic liberalizatiorpening up new career horizons for
professionals in most industries, and thereby tretoesly enhancing their prospects for
mobility from one organization to another, turnoti@s come to be understood as a negative
‘spill over’ effect of industrial growth. This phemenon commonly called turnover had
been of secondary interest to most researcherstngasingly more and more attention is
beginning to pour in this direction. Some employgesot go through the complex decision
making process and quit impulsively. It is recoguizhat other factors not included in the
model, such as occupational demand, work oriemtatmd family situations, may also

cause an employee to quit without securing anretere job (Robinson, 2011).
2.2.3. Extrinsic and Intrinsic causes of turnoverntention

Any simple explanation of various causes of turmaveuld be inadequate. Causes may be
broken up into two categories, "extrinsic and mgit”. The extrinsic factors deal with
situations outside of the individual and are natassarily job related; whereas, the intrinsic
factors are those feeling and attitudes employdeshnare job related (Medina, 2012).

The major extrinsic cause of turnover has traddilynbeen low wages (of course what
constitute "low" is relative).Age and Sex have alsmen related to turnover. Younger
employees and women employees will usually havé hign rates than older employees
and male employees (Mallon and Petersen, 1979,148R and Hanlin, 1982).

The intrinsic factors are not as important as tkgresic or psychological factors affecting
worker's perception of job and management. The fadors are responsibility. Some

managers seemed to be ordinary busy; the phone awsastantly ringing and his
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subordinates were dashing up him for his appromalarious pieces of work. Hence, in this
case, the subordinates’ need of responsibility matsbeing satisfied. The other factor is
recognition, was it could be a positive force feducing turnover, or wrongly used, it can
be a negative one for increasing them. A good mamagways recognizes the
accomplishments of his subordinates. Recognizing?Mh misused and use it for wrong
employees (poor performer), the company will facsirlg several key people (Medina,
2012; Susan, Mark, Melissa, Michael, 2D07

Final factor for turnover is advancement; in thegard employee likes to know the avenues
available for promotion. That is why some compatgasied towards a policy of promotion
from within. A wise manager learn understand asipinaof his subordinates and tries give
them as much as responsibility as possible aslgessi order to develop their potential. A
survey made indicated that most employees leavie ¢tinganization because of lack of
opportunity for growth and advancement (Taylor, 39@nce the causes for turnover
determined, the next step is to eliminate them ey as possible, this, of course is the
difficult part of the process. This requires undemging the physical, security, status and

social needs of employees (Hom&Griffeth, 1995).
2.2.4. Measuring Turnover

The commonly used formula to calculate a crudeowen rate for any given period is
described as shown below by the United Kingdom d&d=artered Institute of Personnel &
Development (CIPD).,2007 report.

Total numbededivers over a period X 100

Average numbgstaffs employed over a period.
However, Loquercio, Hammersley and Emmens(2006)gestgthat number of leavers
should encompasses all leavers, including people leth due to dismissal, or retirement,
but it typically excludes those leaving at the @idixed contract. The main purpose of
excluding fixed term employees from the calculatisrthat it does not indicate the real

problem of the organization.
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2.2.5. Factors Affecting Turnover

Employees move from one organization to the otherfeom one industry to the other for
different reasons. Sometimes it is the attractib mew job or the prospect of a period
outside the workforce which 'pulls’ them like higrsalary or better benefits; on other
occasions they are 'pushed' due to dissatisfaatidheir present jobs to seek alternative
employment. Sometimes it is mixtures of both pultl push factors (Schermerhorn, Hunt
and Osborn, 2002).

According to the recent research conducted by GHPRO07 in UK, push factors play a
major role in most resignations than pull fact@#?D also emphasized that it is relatively
rare for people to leave jobs in which they arepyapeven when offered higher pay
somewhere else.

In general, employees leave on their own standhey aire discharged. Each disjointing of
an employee from an organization whether intentionanvoluntary is serious problem for
the organization. Despite the fact that some degfstaff turnover is tolerable, it affects the
well-functioning of an organization if they haverglus turnover. Therefore, human
resource management is one of the most importactiins that should be carried out with
care and consciously in order to motivate staffs Better productivity and serve the
organization for long time. The cause of staff awer should be studied by management
carefully. From the control point of view the staffrnover may either be avoidable or
unavoidable. They also further elaborated that oimiable causes are not fault of
management but due to other factors which are malew organizations control like
employees personal betterment, domestic affaire siscmarriage and pregnancy, illness,
retirement, death, etc. and avoidable causeslkaeiployees dissatisfaction with job, low
remuneration, long hour of work and poor workingaitions, bad relation with supervisors

and fellow workers and redundancy of activities (ivha, 2012).

2.2.6 Types of Turnover

Though there are many causes for staff turnovanirorganization, all of them have not
negative impact on the well-functioning of an ongation. Organizations should
differentiate between voluntary and involuntaryntawwers and take actions on the one that

they have control. Voluntary turnovers are thosesed by the interest of the employee (e.g.
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to take job in other organization for better salamhile involuntary turnovers are the
decision of management to quit employees from wery. dismissal for gross misconduct).
In general, all resignations not formally initiategl employers are voluntary resignations.
Voluntary turnovers are further distinguished betwefunctional and dysfunctional
turnovers (Schermerhorn, et.al, 202

Functional turnovers are the resignation of sulmtech performers and dysfunctional
turnovers are refers to the exit of effective perfers. They also classified dysfunctional
turnover, which is the most concern of managememt @ its negative impact on the
organization’s general performance, into avoidaldignover (caused by lower
compensation, poor working condition, etc) and widable turnovers (like family moves,
serious illness, death, etc) over which the orgation has little or no influence. Therefore,
management should give special attention to avéedabnover (Loquercio, et al, 2007).
The following chart adapted from Loquercio et &{2) gives a clear picture of staff
turnover ladder.

Turnover
‘ v
v
Voluntary Involuntary
v
A\ B 4
Dysfunction Functional
v
v v

Avoidable || ynavoidable

Sourceloquercio, et al, 2007

Figure 5 Types of Turnover
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2.7. Voluntary Turnover Decision Proces

It is believed by literatures that employees madeigion for resignation after making some
analysis and there is a very wide variety of pdeséxplanations for their voluntary
resignations. People become dissatisfied with floés for a range of reasons; as explained
by Stephen, employees may become bored with theembof job, frustrated by lack of
promotion, fed up with their supervisors or irrgdt by changes in their working
environment. In some cases the job may simplystadirt of their expectations at the time of
appointment. However, Stephen also suggests thett, ghenomena are only half the story
in most cases, for a resignation to occur the iddad concerned must first perceive that
there are better opportunities elsewhere and tkeors another position (Schermerhorn,
2002).

The following ten steps are the decision proces#® voluntary turnover.

a. Evaluate existing job,

b. Experience job dissatisfaction,

c. Think of quitting,

d. Evaluate expected utility of search for a nelwand the cost of quitting,

e. Decide to search for alternatives,

f. Search for alternatives,

g. Evaluate alternatives

h. Compare best alternative with present job

i. Decide whether to stay or quit

J- Quit

It is therefore important, when assessing the reador turnover and devising remedial
plans, to take account not just of employee distatiion, but also of the possible
alternatives open to employees, as well as thetiveleease with which any such
opportunities can be taken up(CIPD,2007).
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2.2.8. Effects of Turnover

There is some argument in the literature about femwemployers should be concerned
about turnover levels. Some writers have emphadizedotentially positive effects of a
continuous transfusion of fresh blood into the aigation. As cited by Stephen Taylor,
Careell et al (1975), distinguish between functiaral dysfunctional turnover, and suggest
that the former serves to promote innovative ida$ methods and can renew a stagnating
organization, while Hom and Girffeth (1995) alsawrattention to research that has shown
functional turnover to be commoner than the dydfonal form. The net result is an
improvement in productivity as poorer employeed,daaving a higher proportion of good
performers to enhance organizational effectivengsey also note that high turnover gives
employers more opportunity to promote and develalped staffs and reduces the need to

make costly redundancy when there is a downtubusginess.

2.30rganizational commitment

2.3.1. Definition

A webester dictionary defines commitment as “tteesor an instance of being obligated or
emotionally implied”. By that definition, commitnmé is defined as a multi-dimensional
concept. Being “obligated” and being “emotionallmpelled” are two different reasons
for remaining in an interpersonal relationship. Heer, most interpersonal relationships
probably involve both of those dimensions. Humagreng much of their lives working and
living in groups. And as with interpersonal relasbips, there are many different reasons
why people join and remain in group (family, lovedeemotions, mutual benefit and safety,
etc.) and the relationships that members have thiir groups can be long or short term,
can be deep or superficial, and can change over fitme concept of commitment to a group
or organization are similar in many ways to comneitmto an interpersonal relationship-
including the multi-dimensional nature of the caoicgPattersone, 2010).Moreover,
researchers john Meyer and Allen (1997) definedawizational commitment as a

psychological state characterizing an employeelatiomship with organization and
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affecting his or her decision to remain with thgyamization. Similarly Mowday et al.
(1979) define organizational commitment as “as thktive strength of an individual's
identification with, and involvement in, a partiaulorganization,” Meyer and Allen (1997)
identified three types of organizational commitmeaitective, continuance, and normative

commitment.

Affective Commitment reflects commitment based orogonal ties with the employee and
develops with the organization primarily via posggtiwork experiences. It is rooted in a
member’'s emotional attachment to an organizatianfoims because the individual
identifies with goals of the organization and wiglly assets the organization in achieving
those goals. Continuance commitment is based ineleand perceived coasts and benefits
of leaving or remaining with an organization. Ldséndships and social interaction are
social costs of leaving an organization and coutebto continuance commitment.
Continuance Commitment reflects commitment based tloe perceived costs, both
economic and social, of leaving the organization.

Normative Commitment reflects commitment based ercgived obligation towards the
organization, for example rooted in the norms ofpecity. Feeling that * that you “owe”
the company something in return for what it hasedfor you or sense that you have moral
obligation to remain with the organization charaeeethis form of commitment.

In general according to Allen and Mayer (1997) Eogpe commitment can become a
vehicle by which individuals manifest loyalty todardentification with the organization.
Committed employees identify with and feel loyalvéod the organization; they share the
values of the organization and have a personalesehsmportance about the company's
mission. Affective, continuance, and normative cdatmmants refer to “want to,” “have
to,” and “ought to” orientations toward organizatal membership. They suggest that all
three types of commitment operate on organizatiom&mbers simultaneously. An
employee can be committed to an organization becadisaffective, countenance and

normative senses at the same time.
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2.3.2 Conceptual frame work
Organizational commitment on the other hand, fosusetheir attitudes towards the entire
organization (Tella,et al.,2007).In an organizatiemployees are likely to exhibit affective
commitment when they have a strong identificatioithwheir organizational goals and
values, or have a strong willingness to work hawd their organization (DeCotiis and
Summers, 1987 as cited by Hung and Cheng ,2012gTbethis is a kind of commitment
that hope to see flourished and understanding lit ivelp Ethio-Telecom a lot. On the
opposite side, Individuals become committed to rttegganizations because the costs
associated with leaving are too high not becausg llave an affective commitment to their
employing organization (Hung and Cheng, 2012).Eygés stay in organization for long
and show a kind of great commitment but the undwgglyeason for their staying is not
because they love the organization rather they havewvere to go as an alternative.
Organizational commitment has three major companent

1. A strong belief in and acceptance ofdiganization's goals,

2. A willingness to exert considerable gfftin behalf of the organization, and

3. A definite desire to maintain organizaibmembership.
Committed employees have a stronger sense of balphg the organization and a greater
desire to remain organizational members; they aténgyto make extra efforts for the
organization; and, in most work situations, they i@ organization's interests before their
personal concerns. There has been, of course, tensexe stream of academic research
providing evidence that committed employees are liggly to leave the organization and
more likely to make extra efforts on its behalf rthather, less committed employees
(O'Reilly & Chatman, 1986, pp. 492-499).
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2.3.3 Types of Commitment

According to Meyer and Allen's (1991) there aree¢h*mind sets"” this can characterize an
employee’s commitment to the organization.

Affective Commitment: is defined as the employee's emotional attachmentthe
organization. As a result, he or she strongly idiestwith the goals of the organization and
desires to remain a part of the organization. Bmgployee commits to the organization
because he/she "wants to".

Continuance Commitment: The individual commits to the organization becabséshe
perceives high costs of losing organizational mestbp, including economic losses (such
as pension accruals) and social costs (friend#spatith co-workers) that would have to be
given up. The employee remains a member of thenargiion because he/she "has to".
Normative Commitment: The individual commits to and remains with an oigation
because of feelings of obligation. For instances tirganization may have invested
resources in training an employee who then feelsldigation to put forth effort on the job
and stay with the organization to 'repay the déitriay also reflect an internalized norm,
developed before the person joins the organizatwough family or other socialization
processes, that one should be loyal to one's argtom. The employee stays with the
organization because he/she "ought to".Meyer antenAl(1991) assert that these
components of commitment are not mutually exclusareemployee can simultaneously be
committed to the organization in an affective, natie, and continuance sense, at varying

levels of intensity.
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2.3.4 Impact of Organizational Commitment on Turnower and

Performance

Meyer et al (1989) explain that organizational catmmant has been stimulated largely by
its demonstrated negative relation to turnover: @iated employees have been found to be
less likely to leave an organization than those awl®uncommitted. Because turnover can
be costly to organizations, commitment is generatigumed to be a desirable quality that
should be fostered in employees (pp.152-156).

Moreover, according to Meyer et al (1997) organtet! commitment correlates positively

with individual and group level of performance @hdy concluded that, employees who are
committed to the organization tend to perform dtigher level than those who are not.
(p.152). Balfour and Wechsler (1991) claim that hieig levels of performance and

productivity result when employees are committedthe organization, take pride in

organizational membership, and believe in its gaal$ values.

2.3.5 Relationship between study variables (job sataction,

turnover intention, and commitment)

It is not irrational to assume that the potency aadure of the commitment someone
experiences in a personal relationship informs renner in which that same person
commits to an organization or work group. If an arigation were to request that
employees direct their efforts toward long-termlgothhe message may be better understood
by workers who have been engaged in strongly cotadhielationships over a long period
of time (McMahon, 2007).0One of the major tasks @famizational Psychologists perform is
assessing employee’s satisfaction so that orgamimatcan take steps to improve it.
According to studies job satisfaction and in facany constructs have an impact on
organizational commitment. In terms of relation jsdtisfaction have got appositive and
significant general effect employees on motivatol job satisfaction (Henry, Casius and
Motena ,2013).This relation in which when job dation is higher, it will resulted in
increment of the general satisfaction is evident omgn many

researchers(Marsden,Kallberg,Cook,1992,andToby a@dtley,2007).when particular
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dimensions of commitment viewed, job satisfactiad ha significant positive effect on
normative commitment and affective commitment wijle satisfaction dimensions had no
effect on continuance commitment. It is suggestetk hthat, as job satisfaction levels
increases, organizational commitment (affective amanative) increases as well but it does
not alter the level of continuance commitment (Guel al, 2009).with regard to turnover,
various factors influence turnover through theipaat on organizational commitment and
job satisfaction, which in turn influence intent lkeave, which then leads to voluntary
turnover. First, less satisfied and less committagployees think about leaving, look for
alternative jobs, are more likely to quit, and @zle of these to a greater degree when they
believe that desirable job alternatives exist (] and Son,J.M,2012).

2.4. Local studies on job satisfaction, turnover athcommitment

Under this section the researcher treated locdligfitan) studies that are related to this
research. Though, these are not the only studieduoted, the researcher selected few and
presented them logically beginning from critericarigbles (job satisfaction and turnover
intention) to organizational commitment respectvel

Unless employees are satisfied by the job theyaasegned to work, the output of the
organization will be affected either directly odirectly (Sebisibe, 2002).In one local study
by Desalegn (2010) affirms that human resource |ldpwant can be realized by
employees’ satisfaction. On this study determirdaators that leading to Ethiopian electric
power employees dissatisfaction were identified mmésured as to how it affect the entire
success of HRD practices. The study finds out ¢ingployees are not satisfied because the
management’s unfair provision of opportunities tprit few sections of employees. In
similar study by Abdu (2011) which compares nursesl midwives job satisfaction
regarding BPR(processing re-engineering) in Hawbseersity teaching Hospital, though,
there is no huge gap in the dissatisfaction levethe two job sectors, still they are
dissatisfied regarding the way such systems aresegband implemented.

The issue of employee turnover is among the baaiagerial decision area, as employees
constitute the cornerstone of an organization. indy investigate the nature and extent of
employee turnover in case of academic staff of Addbaba University, considering the

department, professional rank, gender, and seyiofian employee. The result indicates
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that in Addis Ababa University, academic staff watihank of lecturers and female academic
staff left the university more frequently duringetipast five years (Meskerem, 2010).
According to one local study by Yared(2007) tha¢ tbauses of staff turnover are a
combination of factors. Family problems, poor leatig, dissatisfaction with the job, better
opportunity in other organizations, dissatisfactiath the area, and educational opportunity
are some of the causes. Professional employeesiver in organizations is more common
than other organizations (Asmamaw, 2011).

Finally regarding the studies related to organaral commitment. Many studies indicated
important findings. The quality of service deliveoy any organization depends on the
presence of committed and talented employees. Bmes are main sources for
organizations in meeting objectives in organizaiomherefore, giving emphasis for
employees become a big issue particularly for dagaions.

In one study, entitled as impact of intrinsic andriesic factors of motivation towards
organizational Commitment in Private Colleges,raffi that instructors in private colleges
were satisfied with intrinsic factors of work su@s opportunity for achievement,
challenging work, responsibility, and opportunity firowth and development. On the other
hand, instructors were generally dissatisfied veittrinsic content of work such as salary,
fringe benefits, incentives, job security, oppoityrfor training, and post employment
security. Moreover, there was also structural intgowhich is a perception of employees
that they are required to do too much work for $mpal. Consequently, employees were
not committed to their organization which implidge tavailability of high turnover and

lower performance (Birhanu, 2007).
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Chapter 3

3. Research Methodology

This chapter describes the research design andodeetfor analyzing the linear and
combined relationships between job satisfactiod, tannover intention with organizational
commitment. The research instruments are descrdratithe study population and sample
size are discussed. A discussion of the statisticathods used in analyzing the data

concludes the chapter.
3.1 Design of the Study

This research was designed in cross-sectional avggther, analyze and interpret data. This
is to mean that, data was collected regarding theeables (i.e. job satisfaction, turnover
intention and organizational commitment) at onénpm time and inferences was made
based on the findings. The reason for choosing tlesign was, first of all, its
appropriateness to the research problem, to getdalmi amount of data and also cross-
sectional design has an advantage of being cordleetsly and relatively quickly (Thisted,
2006).

3.2 The Study Setting

The introduction of telecommunication in Ethiopiaates back to 1894. Ethiopian

Telecommunications Corporation is the oldest puliétecommunications operator in

Africa. In those years, the technological schematrdouted to the integration of the

Ethiopian society when the extensive open wire $imgtem was laid out linking the capital

with all the important administrative cities of tbeuntry.

After the end of the war against Italy, during whitelecommunication network was

destroyed, Ethiopia re-organized the Telephoneggraph and Postal services in 1941. In
1952 the- Imperial Board of Telecommunications [ TWas established by proclamation
No. 131/52 in 1952. The Board had full financiabladministrative autonomy and was in
charge of the provision and expansion of telecomoations services in Ethiopia.

The Imperial Board of Telecommunications of Etha&pivhich became the Ethiopian

Telecommunications Authority in 1981, was placedcharge of both the operation and

regulation of telecommunication services in the avakthe market reforms.
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In 1996, the Government established a separatelategy body, the Ethiopian
Telecommunication Agency (ETA) by Proclamation 498, and during the same year, by
regulation 10/1996, the Council of Ministers set tlng Ethiopian Telecommunications
Corporation (ETC).

Under the supervision of the ETA, the principalydat ETC is maintaining and expanding
telecommunication services in the country and mliog domestic and international
telephone, telex, and other communicate on servioethis respect, currently ETC is the
only operator of any telecommunication relatedwts replaced by Ethio-Telecom on
December 2, 2010.

3.3. Participants and Sampling procedure

Assuming that the attribute to be measured indhidy (job satisfaction, turnover intention
and organizational commitment) are normally distriddl among employees, such
employees fall under two broader sub categories ehametworking employees and
information system employees. The total number wipleyees under technical work
division is 3775 over all the country. SpecificAddis Ababa region the number would be
reduced to 2213.Again excluding regional zonesttii@ number of employees would be
approximately 1113.Based on this final cumulativember of employees who are
geographically dispersed in four working areas rngmeada, head office, Legihar and
Macro-wave, the samples are selected using sedtdampling. Stratified sampling is used
due to the researchers need to incorporate pastisased on department,sex and location
work(Loh,1999).The total number of sample size, oltl113 employees, is determined
using a sample size calculation technique formulejgiie and Morgan, 1970) S3P(1-p)
+d? (N-1) +%p (1-p), where

S=required sample size
X2=the table value of chi-square for 1 degree eéfiom at desired confidence level (3.841)
N=the population size

P=the population proportion (assumed to be .05esith¢s would provide the maximum

sample size)
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The degree of Accuracy expressed as proportion(.05)

Therefore the maximum number of samples need @stidy is 285 employees.

Table 1: stratified selection of representative saple (N=1113)

Female Legihar 74
IS 84
210 | Head 63 60
office Networking | 126 121
Micro 52
wave
Arada 21
Male 903 | Legihar 316 362
Head 217
office IS 20 180
Micro 225 | Networking| 541
wave
Arada 90
Sum(N/ | 1113 - 11183 - 1113 27 300

The proportion females from the total number of Exypes about 20% and the rest 80% are
males. Having this in mind the research selectestdan the distribution of employees,
gender and departments that would be necessatlydaesearch purpose. Accordingly from
the total of female employees (210) from both depeants and scattered locations 60%
employees were taken as a sample. This is becausethe number of females are small
and to get the calculated sample size and simifaoiy the total of male employees (903)

from both departments and scattered locations 208mployees were taken as a sample to

41



meet the required sample sized amount only. Thtstahof 300 samples (121 females and

180 males) were taken as a representative sample.

The researcher distributed the 300 hundred questices with the help of capacity building
officers according to the above mentioned way tduithe variety of qualities. But, from the
total of questionnaires distributed (300), only @3 females and 178) questionnaires
retuned back to the researcher due to displaceofidrgad office and Legihar employees to
different locations (some are gone to microwave atiers changed offices in that same
building) which characteristically information sgat female employees. This makes it very
hard to find the whereabouts of the participantsioAg the reasons why the researcher
selected these 4 locations other than others:Eiistfor the researchers convinced that on
those locations there will be availability of neddsupport in data distribution and
collection. The nature of employees distributecbssrin Addis Ababa and other cities are
more or less similar to the employees who are wgrkin those locations. This means that
the employees are engaged in same field of workjoHtelecom working procedures,
polices are same and also the same payment anthals@ge distribution and educational
background also same. Thus, taking the 4 locatessepresentative sample would be
legitimized and also the researcher can find sSigamt amount of participants from

information and networking department employees.

42



3.4. Data collection Instruments

3.4.1 Measures

The following instruments (tools) were used to nueashe variables involved in the study.

General Job satisfaction Questionnaire (GBSQ): general job satisfaction assessment
tool was used to measure the satisfaction levelngfloyees. This job satisfaction measure
was developed by Warr, Cook and Wall (1979) as lausb instrument that is easily
completed by employees at all levels and is psy@&tocally sound. It can be scored to
provide a single index of overall Job Satisfactibhe number of items presented to samples
is 16 in the form of likert scale in five ratingstdrting from strongly satisfied upto strongly
dissatisfied).' Overall, | feel | am pleased with my job.”, ‘‘the way my job provides for
steady employment’’, etc are some of the items used in study.

Turnover intention: - Turnover Intention Questionnaire (TIQ) was usednteasure
employees’ future tendency to leave and this tedbken from Medina (2012) with slight
modification. The number of items used 15 presentelikert scale in 7 scale ranging from
strongly disagree to strongly agree anldwould be very happy to spend the rest of my
career in this organization'’ ,.....and the like items are involved in the measure of turnover

intention.

Organizational commitment-this questionnaire is adopted from Mayer ande&b
which is based on Three Component model(1991).Affec continuance and normative
commitments are included and the total numbereshstis 17.Presentes in the form of likert
scale in 7 scale ranging from strongly disagmestrongly agree and presented by
including the three components. To mention sdnreally feel as if this organization’s
problems are my own (Affective)”, | feel that | have too few options to consider leaving
this organization (Continuance) and “this organization needs nygalty (normative) are the

items used in the study.

Socio-demographic data: -to measure the socio-demographic variable (agedagen
educational level, work experience and maritalusfas questionnaire was prepared by the

researcher and administered together with the ainsteiments.
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3.4.2 Validity and Reliability of Instruments

Depending on the pilot study and several mechanisinteo amendment procedures, the
instruments validity and reliability has been chetlas follows:

The GJSQ has 16 items used and the Cronbach alpha coeffiofethe instrument in the
present study was 0.762. The Cronbach alpha cmeftiof the TIQ instrument in the
present study was 0.628.agiain According to thetmtudy, Organizational commitment
(OC) has 17 items with reliability of 0.771.In furthanalysis Meyer, Stanley, Herscovich,
and Laryssa(2002) in their meta-analysis regardmegthree components of commitment,
described that the components ASC,NSC and CSC ¢aiva reliability of 0.82,0.73 and
0.76 respectively.

To maintain the validity of the instruments attem@s made to adapt the GJSQ, TIQ and
OCQ measurement tools to our cultural situatiorstFassessment of relationship between
the instruments and their underlying concept in thiginal setting was examined. In
addition assessment was conducted to check iftéinesiwithin the instrument are equally
appropriate and acceptable in the study populam®ithey are in the original population.

This was achieved by through literature review.

3.5. Data collection procedure

First, Ethio-telecom human resource capacity bagddepartment was contacted to get
permission and gather information about employed® are working in technical

section(Information systems and networking divi3idbhe researcher met with the capacity
building coordinators and explained the purpose #ra importance of the proposed
research. The researcher gave the sample instrsnwath explanation to them and

appointed me for another day for confirming thenmission. Than the head of the capacity
building office gave the researcher the permisgmrcontinue and told coordinators to
provide needed support for the researcher whiltiloliging the questionnaire. Since this
research is targeted towards information technolemployees, the researcher took the
record of employees from human resource and idedtdnly technical employees. In order
to gather information related to this researchngis self-administered technique together

with the coordinators, the questionnaire was diigted to samples. Having this in mind, the
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data administration was conducted into stage,itBeviias to collect data for the pilot study
which is done around 40 employees and then afterndment done the second stage
administration was conducted in such a way thatraportional to get the needed and
amount qualities. With help of coordinators or odfis, while administering the

guestionnaires, the researcher will give custodycalfecting the questionnaires to each
branch one employee or head and then by the tinsellgiction the researcher contacted the
assigned employees and received the questionnaiftes.being collected all the data, the

researcher use8PSS version 180 manage and analyze the data.

3.6. Data Analysis Procedures

To address the first research question, which lete@ to gender difference in the study
variables t-test was computed. Analysis of variafmee-way ANOVA) was employed to
find out the difference in educational backgroumdoas demographic variables and the
study variables. Then, To determine the linear tiglahip among selected socio-
demographic variables, job satisfaction, turnoveention and Employees commitment,
Pearson Product-Moment Correlation technique was.uRegarding the research question
i.e. the joint and separate/independent contributd socio-demographic variables, job
satisfaction and turnover intention to the vari&pilof employees organizational
commitment, multiple and stepwise regression amalygas computed. For the final
guestion regarding the effect of gender, jobstattion and turnover intention on the
combined and separate impact of dependent variabddtective, Normative and
Continuance commitment), multivariate analysis ANDVA and Several ANOVAs were
used respectively. The aforementioned statistinalyges were conducted using statistical

analysis package for social science (SPSS ver&pn 1
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3.7. Ethical consideration

The informed consent of all participants was oladibefore starting the study. Respondents
were given a clear explanation about the natutée®ttudy and advised that they were free
to withdraw from the study any time. In additionrggapants were informed about data
collecting procedure. The anonymity of the subjestss protected and guaranteed by
preventing to write their names and providing cleastruction. Furthermore, the
information obtained thorough the aforementioneztedure was only used for the research

purpose and the confidentiality was maintained.

46



Chapter Four

4. Results

This section presents the results of the statlsacalyses (both parametric and none-
parametric tests) carried out to answer the ba&siearch questions forwarded in the study.
First, descriptive statistics of the study variable presented, followed by chi-square
goodness of fit test and gender difference analgsesng the variables were conducted.
Then, Pearson correlation among the variables ensthdy, one-way analysis of variance
(one-way ANOVA) , multiple regression analyses anaultivariate analysis of MANOVA
were undertaken involving job satisfaction, tur@ointention, selected socio-demographic
variables and employees’ organizational commitntenfind out the joint and separate
contribution and effect they have for predictingpoyees commitment towards their

organization.
4.1. Background of the Respondents

Under this section the selected demographic chenatits of the study respondents such
age, work experience, gender, educational statepartment and marital status are

presented as follows:
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Table 2: Background of the Respondents

Gender Male 178 68.5
Female 82 315
Age 19-27 100 43.3
28-36 50 40.8
37-45 32 2.3
46-55 78 4.2
Marital status Single 150 57.7
Married 92 35.4
Divorce 18 6.9
Educational Certificate 4 15
status Diploma 90 34.6
BSC 90 34.6
MSC 76 29.2
Work 0-5 154 59.2
experience 511 -5 570
12-17 16 6.1
18-23 14 5.4
24-29 6 3.3
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Department Information 144 55.4

system

Networking 116 44.6

As it is indicated in the above table, the percgataf female (68.5%) and females
(31.5%).when we see their age distribution 85 %hef people are youngsters with age
range of 19-36.Again almost more than half the eyges are single(58%) and 53% of the
are at least degree and masters holders. More5bf#nof them are with work experience
ranging (0-5).

4.2. Descriptive Statistics of the Study Variables

The descriptive statistics (mean, standard deviadad range) of the scores of the measures

in the study are presented in Table 2 below.

Table 3: Descriptive Statistics of Study Variables

Measures Mean Std.Deviation N

Job satisfaction 46.21 13.67 130
Turnover intention 22.29 4.28 130
Organizational commitment 47.88 13.54 130
+ Affective commitment 19.45 7.61 130
¢ Continuance commitment 93,35 587 130

* Normative commitment
22.06 7.99 130

4.3. Gender Difference among Variables in the Study

Two types’ Of tests were computed to find out wkeththere were both significant
distribution among male and female employeesi-¢quare goodness of fjt and

independent sample t-test carried out to assederatite between male and female
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participants in terms of job satisfaction, turnoirgention and organizational commitment
including the dimensions namely affective, contmegand normative commitment scores.
The results are shown in Table 4 below.

Before conducting independent sample t-test, theareher tested whether gender is evenly

distributed in the sample and the chi-square gosslonéfit used.

Table 4 :( Chi-Square Goodness of Fit-testand gendBistribution)
GENDER

Hence, there is significant difference in the disttion of males and femalés (1, N = 260)

= 35.446,p < .05) in samples. Which indicates that femalesuader represent in sample.
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Table 5:(T-Test and Descriptive Statistic for Gende Difference Among Variables in
the Study)

Job satisfaction | Male(M) 47.16 12.72 1.645 | 258 | 0.101 260

Female(F) 44.17 15.43
Turnover M 22.00 4.36 -1.625 | 258 0.105 26(
intention F 22.92 4.07
Organizational M 49.56 12.41 2.782 | 258 0.006 260
commitment F 44 .23 15.16
Affective M 26.41 14.40 1.074 | 258 0.284 260
commitment F 24.30 15.25
Continuance M 23.24 5.41 258 260
commitment . 23.61 6.81 -0.440 0.661
Normative M 23.24 7.73 3.199 | 258| 0.002 260
commitment . 19.86

8.26

As it is clearly shown in the table above (tablethgre was significant difference between
males Mean = 49.56,3D = 12.41) and femaledfean = 44.23,3D = 15.16;t (258) = 2.782,

p < .05) in overall organizational commitment. Simja on organizational commitment

sub-element, Normative commitment, there was dmgmt difference between males
(Mean=23.24, SD=7.73) and females (Mean=19.86, SIB}&n contrary, Males’ score on

turnover intention lean = 22.00,SD = 4.36) is no significantly different from females’
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score Mean = 22.92,9D = 4.07;t (258) = -1.625p < .05). Regarding gender difference on
employees’ general job satisfaction, males’ scdiea( = 47.16,SD = 12.73) was not
significantly different from females’ scor&lgéan = 44.17,SD = 15.43;t (258) = 1.645p <
.05). Likewise, males Affective commitment scofdeén = 26.41, SD = 14.40) and
females’ scoreNlean = 24.3,D = 15.25;t (258) =1.074,p > .05), and males score on
continuance commitmenidgan= 23.23,3D = 5.41) and females scoreléan = 23.61,3D =
6.81;t (258) = -0.440p < .05), were not significantly different.

4.4.Difference in Educational status

One way analysis of variance (one-way ANOVA) wagdiso compare means of the
educational status across other impendent varigdgsartment, work experience, age, job
satisfaction and turnover intention). The resultha$ analysis is presented in the following
table.
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Table 6: Analysis of Variance (one-way ANOVA) betwen Independent Variables i.e.

Educational Status and with other 1V’s,

Gender Between 4.144 3 1.381 | 6.802
Within 75.709 256 .203 -
.000
Total 56.138 259 -
Age Between 1097.874 3 365.958 8.125
Within 11531.187 | 256 45.044 -
Total 12629.062| 259 - - .000
Work experience Between 835.916 3 278.639  9.358
Within 7622.484 256 29.775 -
.000
Total 84.58.400 | 259 - -
Department Between 10.932 3 3.644 17.49)
Within 53.315 256 .208 - .000
Total 64.246 259 -
Job satisfaction Between 1258.45( 3 419.483 1.298
.080
Within 47174.054| 256 184.2744 2.276
Total 48432.504| 259
Turnover intention Between 39.532 3 20.551 .710
544
Within 4718.054 256 130.758
Total 4757.785 259 184.043
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As it is shown on the table above (table 10) ong-W&lOVA was used to test mean
differences of educational status across demogragtd major study independent variables.
The data shows that only major demographic var&alpgender (F(3, 256) = 6.802p
<.05),Age F (3, 256) = 8.125p <.05),work experienc&( (3, 256) = 9.38p <.05) and
departmenf (3, 256) = 17.497p <.05)) differed significantly across educationatss,
respectively. Mean differences in major study Jazda (job satisfaction and turnover
intention) due to educational status categoriegwet significant.

Tukey post-hoc and Scheffe (only for Gender congoa) comparisons among the
significant demographic variables across educdtietetus were computed. The result
indicated that there is significant gender diffaen(F (3, 256) = 6.802,p
<.05).Consequently, the Scheffé test was used mopace pairs of educational status in
order to assess where the difference lie. Thudificate male holders (M=.033,) differ
significantly with Masters female holders (M=.34211.2557, .9400] ).There were no
significant difference observed among other edooaticategories.

As to the main effect difference in ade (@, 256) = 8.125p <.05), Tukey test was compute
and Masters holders (M=.308) significantly differénom other educational categories
(Certificate, BSC and diploma holder employs) whietve no significant difference among
them. Related to marital status the Tukey-HSDitesitated that only diploma (M=.19298)
and BSC (M=.11813) holders differ significantly. d@eding work experience again the
Tukey-HSD test indicated that significant differenexisted between MSC(M=.308) and
BSC(-.11813) and again MSC(M=.308) and diplomadé{M=.19298),p<.05).Finally in
relation with department certificate holder emples@I1=.033) differ significantly with
masters holders(.308).Diploma holders(M=.19298) fedif significantly with both
Bsc(M=.11813) and Master holders(M=.308).SequdmgtialBsc holder(M=.11813)
employees differ significantly with Masters holdemployees(M=.308).The other major
study variables job satisfaction and turnover ntiten were not statistically significant in
their mean differences.
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4.5 Relationship among Variables in the Study (Predtor Variables and the Criterion Variable)

In order to see the strength of relationship betwpeedictor variables (job satisfaction, turnovetention, and selected socio-
demographic variables) and the criterion variablagloyees’ commitment), Pearson’s correlation ¢ciefit was computed. Table 6

below indicated the inter correlation matrix amaingse variable.

Table 7: Inter-Correlation Matrix among Variables in the Study

1
128 |1
-.269** | .154* 1
-326 | .193* | .279° 1
-143* | -.088* | .259* 2317
1
401*  -.039 124 | 155 | -.064 1
101 014  -077]-067| -.011| -.127 1
183 | -.119 .032| .119| .064| .473 |-149 1
067 | .180* | .141% 84 [.19¢ | 228~ | 5€ 106 |1
.030 134 .092]-.012| -.060].060 .066 .017 .070 1] .030
195 | -.056 .081 .049| -.071| .207 | -.031| .125 |.091 | .076 1

**correlation is significant at 0.01(2-tailed)

*correlation is significant at 0.05(2-tailed)
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The results displayed above indicated that jobstgatiion is positively correlated with
Affective commitment(r= .228, p<.01), organizatibnammitment (r=0.473, P<.01), age
(r =.155, p<.05), educational status(r=.124,p<.05ndge (r=.401,p<.01) and normative
commitment{ =0.207, p<.01) .

There is a positive relation between continuancenmiment(r=.134,p<.05);Age and
Marital status(r=.193,p<.01);department and edaonati status(r=.259,p<.01);age with
department(r=.231,p<.05) and educational statu(8;p<.01) and Affective

commitment and Department(r=.198,p<.01). Gendernégatively correlated with

normative commitment(r=-195, p<.01), and departifrentl43, p<.05).Similarly and

most importantly, job satisfaction is negativelyrretated with turnover intention(r=-
127, p<.05) and same is also organizational comarit with turnover intention(r=-1.49,
p<.0.05.

4.6. The Contribution of Predictor to the Variability of the Criterion
variable/s

The joint and separate contribution of the predigtriables on the criterion variable was

explored using multiple regression analysis (& shown in Table 7, 8 and 9 below)

Table 8: Summary of Regression Model

Model Summary

The regression model shows that the joint contidoutof predictor selected socio-
demographic ,job satisfaction and turnover intentrariables in explaining the criterion
variable (organizational commitment) was signifi¢Bn’=.243),which means 24.3% of

the variability is explained by the regression miode
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Table 9: Regression Coefficients for Predicting Jolerformance from the Predictor

variables

Turnover -.255 | -.081 173 -1.471 142
intention

Job satisfaction 454 458 .056 8.164 .000
Age -.023 -.012 .166 -.139 .890
Educational status-1.324 | -.082 975 -1.358 176
Work experience| .105 .044 .209 501 .617
Gender -3.511 | -.121 1.755 -2.001 .047
Marital Status -1.531 | -.071 1.269 -1.207 229
Department 2.118 0.78 1.643 1.289 199

The multiple regression analyses revealed thatntloelel involving selected socio-

demographic variables, turnover intention and jabsgaction (Predictor variables) on

criterion variable (employees commitment) was statlly significant (F=11.75, P

<.0.05), accounting for 24.3% of the variance imaatment. Yet, when the independent

contribution of the variables was examined usirgpwise multiple regression analyses,

only job satisfaction and gender significantly pegetl the variance in employees’

commitment (Table 9 displays the result).

Table 10: Independent Contribution of Predictor Variables on Criterion Variable

1 Job satisfaction A73 224 221 544 11.9 A4474.308| .000

2 Gender .183] .101 .0300 -5.330 13.34 -183 -2.9903.

3 Work experience 04 |.02 .014 | .318 13.45 134, 2172 031
4 Age 119 | .014 .010 231 13.47 119 1.929 .055
5 Turnover intention 149 .002 .019 -472 13.41 49.1 -2.426| .016

6 Educational status .032 .001 .-0( 524 13.56 2 .03.518 .605

7 Department .064] .004 .000 2.118 13.54 .095 1.03604
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8 Marital status 119 .014 010 -2.572 13.4Y -.119.918

.056

As it is clearly visible from the table above jodttisfaction added significantly higher to
the prediction of organizational commitment (F B82=74.308, P<.001), explaining the
largest share (22.1%) of the variance on commitm@mhilarly, Gender (F(1,258)=-

2.994, P<.001,work experience(F(1,258)=2.172) andlotver intention(F(1,258)=-2.426,
P<.001) have got relatively significant contributio

The addition of Age (F (1,258) =1.929, P<.001), edional status (F (1,258) =518,
P<.001,), department (F (1,258) =1.030, P<.0014, marital status (F (1,258) =-1.918,
P<.001), have no significant contribution on theataility of organizational commitment

score.

4.7 .Multivariate Analysis (the effect of IV on DV)

Under this section a multivariate and univariatalgsis of was computed to observe the
joint effect using MANOVA effect and independentéoto one) effect using separate
ANAVAs of the independent variables (turnover irten and job satisfaction) against
the components of organizational commitments (Aifec continuance and Normative).
First, the impact of job satisfaction on organizaél commitment components were
computed using a Multivariate Analysis of MANOVA sva&computed and result is
displayed as follows:

58




Table 11.The Effect of IV's on DVs’

Roy's Largest Root

intercept Pillai's Trace 941 1.113E3a 3.00 208.00000
Wilks' Lambda .059 1.113E3a 3.00 208.000 .000
Hotelling's Trace 16.046 1.113E3a| 3.00 208.000, .000
16.046| 1.113E3a 3.00 208.000 .000

Job Pillai's Trace .668 1.228 147.000 630.000 .049
satisfaction
Wilks' Lambda 463 1.246 147.000 624.355 .0B39
Hotelling's Trace .899 1.264 147.000 620.000 .Q30
Roy's Largest Root | .490 2.098c 49.000 210.000 .00O

a. Exact statistic b. The statistic is an ugymmd on F that yields a lower bound on the sigguifce level.c. Design:

Intercept + jobtotald.Computed using alpha = .05

As it clearly indicated in the computed MANOVA tegemployee’s job satisfaction
didhave a significant effect on the three differemtnmitment variables (Pillai{3, 256)

= 1.228,p< .05).

To go to deep into the above result, the relatmeartance of job satisfaction on separate
effects of affective, continuance and normative cotments, the following ANOVA

results were founded as follows:
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Table:-12. Test of between independent variablesfett on the DV

Job Affective commitment 16116.972 49 328.918 1.721 500
satisfaction Continuance commitment 1777.253 49 36.270 1.072 036
Normative commitment 2965.622 49 60.523 921 .6

a. R Squared = .287 (Adjusted R Squared = .12Gpmputed using alpha = .05
c. R Squared = .200 (Adjusted R Squared = .013)8qgRared = .177 (Adjusted R Squared = -

.015)

As it is indicated in the above table, the indialdependent variables were subject to
ANOVAs in order to assess whether the three depgndariables showed the same
trend. For the measure of the difference in theoefbf job satisfaction on combined
scores of the components of commitment, job safisia were superior in the
contribution of the general effect (M=25.355,F(3R721p < .05).To assess the effect
of gender and turnover intention on combined corepts of commitment MANOVA
were computed but no significant difference onctfieas founded.
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Chapter 5

5. Discussion

Under this section the researcher is going to dsdhe major results of the study in
contrast with other similar supportive or antagbaisstudies. General contextual

explanation will be given as logical to the reshagaestion.

5.1. Gender Difference with in the Study Variables

The independent t-test computed as to test whetieze is gender difference between
males and females. Hence, across the tested \emiti® researcher found out that there
Is statistical difference between males and femateseasures of general commitment
and normative commitment dimension. But, no siatistdifference existed between
male and female regarding job satisfaction and owen intention, affective and
continuance commitment. To add up one point, Asyn@ganizations in the world, this
study,though,it may not the major concern for thelg, females are underrepresented,
this might happen in ethio-telecom because of trelable number of female students
graduated from computer science is lesser thansmBlg internationally, there are many
explanations for the women in which women are umiteed in profession tasks and the
major one is for the matter that women are beirghipited from schooling, cultural

biases that supports women to left in home, etdbeamentione@Kaiser, 2002)

5.1.1. Job satisfaction

Job satisfaction is an organizational construct tlas been described as a pleasurable or
positive emotional state resulting from the apm@iaisf one's job or job experiences
(Locke 1976 cited in Jonathan, Darroux and Thil#i] 3).With this point in mind, the
finding of this study showed that there is no d#fece between male and female
employees. However, many studies will support fimding while many others refute it
by saying the reverse. Thus, we can't find constsfiading across the world. This will
put as a paradox of sex vs. job satisfaction. Agiogrto Cabrita and Heloisa(2007) in
their national survey, the paradox will be summegimto twoworldwide perspective, the
first group of researchers, the information prodidsy the national correspondents does

not indicate a straight forward correlation. Thare no significant differences between
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the job satisfaction of women and men. In otherdspgender does not play a key role in
job satisfaction in many countries. On the handminy researches, women are more
satisfied than men with their jobs despite the thet there exist a clear disadvantaged
position in the labor market in terms of earningsruitment/dismissals, promotions and
career prospects (Kaiser, 2002; Litton, 2012).Ciesglie above mentioned paradoxes,
men and women use qualitatively different critémigheir assessment of work. From this
point of view, a woman focuses on the social aspkatjob than men, and men value the
opportunity for self-expression in their work mdran women (Billy, Norazah, Suki,
2010).

5.1.2. Turnover Intention

According to the finding there exist no significargriation between males and females
with regard to turnover intention. This findingparallel with other studies that showed
that there was no significant relationship betwgender and turnover intention. But
there are many others researchers that support waneemore tend to have intention to
leave than men and also others have supported raenddined to leave (Heydarian and
Abhar, 2011).But in actual behavior of leaving wonage the first. Women tend to have
higher turnover rates than men and lower orgamimaticommitment levels. This link
can be demonstrated through the consistent pogilationship between absenteeism
and attrition (Thompson, 2008).As to the underhe@soning why men and women have
the intention to leave? The answer remains diffefen both groups. This is because
females and males differ in the value they givethair work. According to one study,
females will have the intention to leave when worbegin to recognize a failing of in
the social aspect of their job. When this happezy thegin to consider leaving the
organization, thus, this asserts that females roonsider the social value of their work.
Unlike females, men understand their work intermhsupport they get. When the feel
they lack the support from the organization, thalf eonsider leaving (Susan, Mark,
Melissa.Michael, 2007).
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5.1.3. Gender differences in general and aspects afrganizational

commitment

Coming to our main point of discussion, when exang, gender differences in three
components of organizational commitment (OC) ad welOC as a whole construct,
there is significant difference between males @miaies in general commitment and also
on normative component of organizational commitreent

According to the general commitment finding men anere committed to their
organization than females but this is not consisteith some studies. According to
studies women are more committed to an organizatianmen(Marsden, Kallberg, and
Cook,1992 ;Fink,1992).But this happen due to Re$etrgeting various industries does
not show consistent results because of the diffeckaracteristics of the industries and
their work forces(Cho and Son 2012.).These studreived to their conclusions by
statistically adjusting, job family and career fast When this not done by research
finding is also consistent with the finding of (Mden, Kallberg, and Cook,1992).When
we see dimensional findings regarding on which disien of commitment the major
difference between females and males lie in orgdioizal commitment. Sex differences
in organizational commitment particularly its dinsens have gained significant
attention but no conclusive evidence has beenedettith regard to levels of affective,
normative and continuance commitment. In this stowiles have got higher level of
normative commitment, based on perceived obligatighich is by implication men
trying to be committed to their work because of perception that they owe to the
company. Clearly, highly obligated employees witheh with goals of the enterprise,
have stronger tendency to belong to the organizatad are willing to exhibit greater
behavior and attitudes. In contrary, to this firgdimccording to Khalili and Asmawi,
(2012) women have a greater level of normative cament than men. For instance, it
has been reported that women score higher on nmer@mmitment than men
Meanwhile men score higher on affective and comiime commitment, with only the
latter being significant. But the researcher’s iimdis in line (Demir, 2013 cited in
Jonathan, Darroux and Thibeli, 2013) i.e. Male aypés had more normative
commitment than female employees. Finally in otfiertensions of commitment namely

affective and continuance commitment, there weresigmificant difference between
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males and females. With this finding, the researdbesimilar one study except the
overall organizational commitment, which conclutiest men and Women have the same
level of affective commitment, continuance committpeand an overall organizational
commitment (Khalili and ASmawi, 2012).

In conclusion, men tend to have slightly higher rallelevels of organizational
commitment than women, this primarily attributedgender differences in commitment
related jobs and attitudes. In fact this study ifgdis consistent with Marsden et.al,
(1992), that didn’t deny the men outsmart femateganeral levels of commitment.

5.2.Differences in educational status

In this section the ANOVA summery result indicateatt there are no significant

differences across educational status in job satisin, turnover intention and over all

commitment. This is highly inconsistent with theidt of Jonathan, et.al, (2013) that
found statistically significant differences in theean scores for affective, continuance,
and normative commitment based on Degree holdetsnan-degree holders at work.) .
The higher the education level is associated wtwel affective and continuance

commitment among employees.

Nonetheless, statistically significant differences the mean scores for affective,

continuance, and normative commitment based onewsity graduates and non-

university graduates employees proposing highemaiomment to latter group because the
earlier group faces little obstacles in findingeatiative jobs.

5.3.The Relationship among Variables in the Study

Under this section the relationship among demodcaphe independent variables (job
satisfaction and turnover intention) and organaal commitment will be discussed as

follows.
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5.3.1 The Relationship between Selected Socio-demagghic variables

and study variables

Gender

As it is asserted in independent t-test analyseyethexist no significant difference
between males and females. But, in terms of relatiith their job, there exist significant
correlation between job satisfaction and gender.bbth cases their satisfaction
increase/or decrease in the same direction depgrafintheir satisfaction level on the
organization or the tasks they do. Gender as @lederof turnover has been inconclusive
as a factor in understanding the development oiotter decision. Hence, with regard to
gender relation with turnover intention there existcorrelations depending on gender.
This also in contrary to the above explanationesfdger difference analysis result in other
studies which disconfirms Gender doesn’'t have irlat effect with regard to the intent
to leave or stay in an organization. As Susan| @097), describe it what matter is what
the organization has to offer in accordance wittndkes and males need. If females
provided the social elements of the job, they Wal/e lower level intention to leave and
whereas males if provided the chance to prove tekms and get support they needed,
they will also have lower level of intention to \ea With regard to commitment, this
study is consistent with many studies (Marsdenl,el892; Jonathan, Darroux and
Thibeli, 2013;Khalili and Asmawi, 2012, and Marsddfallberg, and Cook,1992)that
asserts there exist gender correlation with orgdiozal commitment. The above
mentioned studies and this study have confirmedettigtence of relationship between
the two constructs. But, the difference in argumieeg in what kind of commitment
between males and females observed still remaiim pbargument and further debate.
In the researcher opinion, this variation may be the reality in underground than in
conceptual differences. This to mean that the femate fewer in such kind professional
area in our country than western organizations e high level educated female
employees. Thus, this has to be in control befaaking any kind of generalization as to
whether there exist difference among males and lésria their level of organizational

commitment.
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With regard to relation of gender with componensavanalysis of commitment, as it if
found out earlier investigation, there exist pesitisignificant relationship between
normative commitment and gender which is by lafgedharacter of males in this study
These studies have identified already that malesrare of normatively committed than
females and also it is this finding contradicted arlso supported with many other
researches (Darroux and Thibeli, 2013).

Marital status

This study analysis result revealed that thereoisignificant relation between marital
status and job satisfaction. This finding is alsmsistent with that of Samuel and
Uchenna, 2013).But, many studies relate married evowr men have got greater job
satisfaction than those who didn’t get married iopcted. This assertion that there exist
difference and relation between marital statusjahdatisfaction may require contextual
view of organization. Of course, according to ortadg by Ebrahimi, Nafar and
Keramati,(2013),have found that there exist sigaift relation between marital status
and job satisfaction. According to the research@intpof argument, this may be true
when excluding other form of life satisfaction fa&. Their point of argument lies seeing
the marital status issue with narrow binocular anglied that there are two major life
areas namely job and family. This will lead ushe tonclusion that employees who are
formed a family are happier than to who didn’'t havarriage. What about those who are
not happy about their family? In the researcheniopi, the researchers put this fact out
of the equation of discussion. In conclusion, salveariables might have intervened in
this finding of the researcher. One reason mighit lbecause Ethio-telecom employees
those are by large young and non-married ones.nAts study doesn’t get significant
relation between marital status and intention t@véethe organization.consquently.in
trying to find evidences for this non-significaetsult, the researcher get one study which
is contrary the finding at hand. According, thes@es for the variation, plentiful studies
are conducted on the relationship between the deapbiy variables like marital status
and Intention to leave. Regarding the marital stasingles (unmarried) particularly men
are more vulnerable to switchovers than the mampesons. The study revealed that
female, those who are married, with higher academuaification, occupying permanent
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position and having advanced increments with hagjarg packages are eventually more

likely to stay in the institution. In terms of miali status, singles especially men are more
exposed to switchovers than married. It seems dimafles are more tilted towards the

change than others. Divorcees in this regard are mommitted as their social status

demands financial and professional stability (KHdawaz, Khan, Yar, 2013).

As for the relation between commitment and manstatus, the study analysis result
indicate that there is no significant correlatioeteeen marital status and overall
commitment but this marital status indication @ that much worrying because there is
significant connection across dimensional aspdot®mmitment. the study revealed that
there is significant relational effects among nardtatus with continuance commitment
and affective commitment, this finding as a comeelaf marital status vs continuance and
affective commitment is supported by many empirmadtiences (Jonathan, Darroux and
Thibeli, 2013).In this case and other supportivadevces indicate that married
individuals have got affective type of commitmehan single ones. This is may be
because of the fact that, they tend to be nurtugind for human relation because of the
emotional state of mind they develop as a familyisTis more of the characteristics of
female employees. And, in terms of continuance cimemt which is by large gain the
characteristics of (as the literature indicate) dé¥m, will be portrayed by single
employees. As Mayer and Allen (1997) describeth#,source of these individuals with
high level of continuance commitment, will emergeit perception of commitment in
relation with the costs the associate with whewy teave the company.

Age

As the analysis of this study portrayed, thereigaiicant relationship between age and
job satisfaction. As to the question regarding ughmore satisfied employee? In terms of
age, there exist contradicting evidences. Accortingne finding Litton (2012) there was
a positive relationship between commitment behavage and gender; women and
younger employees showed higher commitment thanandrolder employees.
Regarding the correlation between age and the tioterto leave a job, the finding
indicated that there is no significant relationvetn the two constructs. In fact, age is a

span of life and within this span a lot of complexanges occur. This will make age
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difficult and very complex demographic variablegptedict in with this construct (Khan,
Nawaz, Khan, and Yar, 2013).Similarly age as aetate of overall commitment and
dimension wise relation with commitment is not #igant. The implication of this

finding will lead us to the conclusion that age slgeplay a vital role for an employee to
be committed. The age factor implies that younget kess experienced would have
lower of organizational commitment. this means thaty have relatively young age and
work experience is a pointer to their tendency iilgt lower of organizational

commitment(Anthony, Akinykes, and Jelil,2014).Thhugother researchers find a
significant correlation under the context of Etfielecom, it is difficult to find

differences and correlation between the two coo&(Balam,2008 as cited in
Anthony,et.al,2014).In connection with this studytput displayed no significant
difference between age and specific componentowinmdtment. Anthony, et.al (2014)
has found consistent evidence with this study ly avith Affective commitment.

Accordingly researchers have found out that yourgeployees displayed significantly
lower continuance commitment compared with the moldmployees. Organizational

commitment increases as age increases.

5.3.2. Relationship between job satisfaction and tonover intention

Job satisfaction and Turnover intention

When expanding the relationship between the tweatroats, analysis result indicate that
there is negative or inverse relationship betwdentwo variables. As job satisfaction
boosted in one company, the level of Turnover imbenwill depreciate (Medina, 2012).
Consequently, the voluntary switchover will takagd when employees’ job satisfaction
is lowered. The higher the intent to leave, thedothe job satisfaction will be displayed
IS prominent. But this relationship has no caudtdce in dealing with organizational
issues(Salleh, Sivadahasas and Harun,2012).Buthong should be put in mind that
satisfied employees are not free from intentionléave. Therefore, job satisfaction cant
grantee or prohibit employees from leaving(Henrgi@s and
Motera,2013;Marsden,et.al,1992;Toby and Catly,2007)general, this finding is
consistent with  Studies involving professionall monprofessional employees indicate a
negative relationship between overall satisfac@on turnover although the variance
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accounted for is less than 14 per cent(Studiedvimgpprofessional and nonprofessional
employees indicate a negative relationship betweegrall satisfaction and turnover
although the variance accounted for is less thampddcent.(Lum, Kervin, Reid and
Sirol,1998).

5.3.3. Relationship between job satisfaction and oomitment

In this study there exist strong relationship betweob satisfaction and overall
commitment. When down to earth analysis is madard#gg this finding implication, the
positive relation in overall commitment resideslamgely due to the summative effect of
affective and normative commitment(Choand Son,20é&8erey,et.al,2013).Furthermore,
this study found significant correlation betweerb jgatisfaction and continuance
commitment. And this finding is consistent with tireding of Gunulu et.al, (2009) that
asserts no connection between the two construdtenVénalyzing the general and the
two significant relationships, as opposed to masgearchers that found negative
correlation between job satisfaction and contineacemmitment. If so, it will be very
difficult to find strong positive correlation betere job satisfaction and overall
commitment as this research did. When we come tdyaing the implication, the
specific aspects of relation, by the researcheellef understanding from review
literature, job satisfaction and affective commihtse correlated due to the intrinsic
connection between the two constructs. Like jobstattion depends on both external
(like payment) and internal (task purpose) factaféective commitment is something
internal value driven towards the organization. §huhen we talk about the connection
between job satisfaction and affective commitmdre,connection between the two is by
large internal to internal attraction. Similarlys 0 the significant relationship between
job satisfaction and continuance commitment, adhese there correlation is highly
dependent on external factors. The external factdrgob satisfaction will pull or
correlate with to the external cost dependent camemt that forms continuance

commitment (Darroux and Thibeli, 2013).
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5.3.4. Relationship between turnover intention andommitment

As a final correlation observation, the study asadyindicate that there is very much
weak negative correlation between the two variallesn,et.al (1998) have reported a
significant association between organizational cament and turnover intentions. As
an implication to this finding, though, it is weak this study, we can infer that the
relationship between variables such organizatiooammitment and turnover is
nonlinear, that is, termination represents a diBoaonus change in withdrawal behavior,
occurring only after certain levels of tension aminmitment are exceeded. Hence, the
path of relation between turnover intention andralecommitment, in fact with job
satisfaction also very complex and shall be expedngery careful. As much as we like
to understand the variables in combination, we h&veexpand the horizon of
understanding them and we shall develop holistictb@at exactly scrutinize the path of
each variable in terms of causal, relational, amgiaict wise understanding.

As a concluding remark about the relationship altloaitthree variables (job satisfaction,
turnover intention), as Cho and Son (2012) expthimbout the interaction, when
employees level of job satisfaction and commithreduced, than they will they will
have the intention to leave. As to this study, plagh of analysis indicated that when
employees level of job satisfaction and the le¥glmover intention increases, than this
will lead to deteriorating employees’ commitmenttheir organization. Whatever the
path of relationship among these variables, itaesdgto understand the relationship in
inclusive manner. As summarized point, Lum,et.&9@),concluded that although both
satisfaction and commitment are related to turnoeeganizational commitment is more
strongly related to turnover intentions. Which anewhat inconsistent with this finding
in the manner that turnover intention is strongbyrelated with job satisfaction rather
than commitment as opposed the above mentionedrobselhis makes it unique as an

additional path of looking at the big picture abthé interactive effect across each other.
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5.4 Selected Socio-Demographic variables, job sdistion and turnover

intention as predictors of organizational commitmem

5.4.1 The Joint Contribution of Predictor variablesto the variability of

organizational commitment

The study revealed that the model consisted ofctalesocio-demographic variables
(Age, educational level, marital status, gendepadenent and work experience), job
satisfaction, and turnover intention have statidiycsignificant power to predict over
organizational commitment. 24.3% of the variabiliim overall organizational

commitment of employees in the study setting wderdgned by the variables included

in the model.

This finding is consistent with many studies thaffler organizational commitment is
predicted by demographic, job satisfaction andduven intention (Marsden et.al, 1992;
Jonathan, Darroux and Thibeli, 2013). Studying cament has continued since it has
been shown to be consistently related to employebkawors such as turnover,
absenteeism, and performance; attitudinal, affecawnd cognitive constructs such as job
satisfaction, job involvement, and job tension;relsteristics of the employee's job and
role, and task identity; and personal charactegstf the employee such as age, gender,
need for achievement, and job tenure (Lum et.a819hus, in this research it is
expected that the demographic and the major vasasthould be able to predict overall
commitment approximately equal to each other. B, strongest predicator of overall

commitment remains job satisfaction than others.

5.4.2 The Independent Contribution of Predictor varables to the

variability of overall commitment

When the separate contribution of selected socionodeaphic variables (Age,

educational level, marital status, gender, departma&nd work experience), job
satisfaction and turnover intention is examinea fihdings of the study portrayed that
all of these variables did not contribute at thensaate to the variability of overall

organizational commitment. Out of the 24.3% valighijob satisfaction on its weight

contributed to the variance in overall commitmegt22.1%. The remaining variables
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contributed 2.1 % to the variability of job perfance. Thus, the expectation that
selected socio-demographic variables and turnaention will contribute relatively the
same to the prediction of job performance of emgésywas not held true in the current
study. This might happen due the condition of Etelecom employees’ status as
compared to previous studies stated (Marsden @88R; Jonathan, Darroux and Thibeli,
2013).

Having this form analysis will not suffice to ma&econcluding remark in generic manner
without taking the findings stated above in deegsjpective and also without connecting
it to the reality of the organization under thisearch scrutiny. As MANOVA, analysis
indicate to assess the relative effect of job fati®on on components of job satisfaction,
it found that there is significant relationship amggob satisfaction, affective, normative
and continuance commitment. As to other varialdiesMIANOVA analysis indicates no
significant effect of each IV's on components ofgamizational commitment. This
finding contradicts with Lum et.al, (1998) whiclkdinate that overall satisfaction is not a
cause of commitment but rather a result of it. Thaye suggested that commitment may
be a construct that is neither simultaneous with am@onsequence of job satisfaction.
Under this notion, the current study will come tmclusion that the model of association
is very complex than as previously thought and epgm many loops to scrutinize and

visualize the case in-depth.
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Chapter Six
6. Summary, Conclusion and Recommendation

6.1 Summary

The crucial career path that employee organizatiom@amitment plays in organizational
efficiency and effectiveness directed the presemysto assess the source of variation in
this wide construct across targeted variables. shifsfaction, turnover intention and
selected socio demographic variables, which arekdlyeindividual difference variables,
were used to predict employee’s organizational cament. Thus, the main aim of the
study was to predict, and explain organizationanatment from job satisfaction,
turnover and selected socio-demographic variables. achieve this objective the
following four research questions was raised arsivaned in the study:

1. Is there a significant Gender difference in jobdssattion, turnover intention

and organizational commitment?

2. Is there a significant relationship among job sfatition, selected socio-
demographic variables, turnover intention and omgdional commitment

(affective, continuance and normative)?

3. What are the joint and separate/independent cariits of job satisfaction,
socio-demographic variables and turnover intentionthe variability of

organizational commitment?

4. What are the effects of independent variables,s@tisfaction, and turnover
intention on the components of organizational cotmant (Affective,

continuance, and Normative)?

By employing a cross-sectional research designwagacollected from 260 samples by

using GJBQ instrument to measure job satisfacflo@, to measure turnover intention,
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OCQ instrument to measure commitment questionraaiceself- prepared questionnaire
was prepared and administered together with theeabwstruments to collect selected
socio-demographic data.

To answer the first research question raised irsthdy, t-test was computed and it was
found that gender difference happen between mal$esmales. Hence, across the tested
variables the researcher found out that thereatssital difference between males and
females on measures of general commitment and tiwem@mmitment dimension. But,
no statistical difference existed between male fanthle regarding job satisfaction and
turnover intention, affective and continuance cotmment.

Pearson product-moment correlation technique wad ts answer the second research
question and the study found that job satisfacisopositively correlated with Affective
commitment, organizational commitment, age, edooati status, gender and normative
commitment. Similarly there is a positive relatibetween continuance commitment;
Age and Marital status, department and educatistetus, age with department and
educational status and Affective commitment and ddpent. Gender is negatively
correlated with normative commitment, and departm®&milarly and most importantly,
job satisfaction is negatively correlated with twar intention and same is also
organizational commitment with turnover intention.

To answer the third research question multiple eegion and stepwise regression
analysis was computed and it was found that thet joontribution of the predictor
variables in predicting the joint contribution akgictor selected socio-demographic, job
satisfaction and turnover intention variables inplaiing the criterion variable
(organizational commitment) was significant@®.243), which means 24.3% of the
variability is explained by the regression modelowdver, when the independent
contribution of each variable is considered outhef 24.3% variability, job satisfaction
on its weight contributed to the variance in oderammitment by 22.1%.when

component wise effect is weighted job satisfactshighly significant.
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6.2. Conclusion

From the above findings of the study the followimgncluding remark can be
summarized as follows:

The existence of significant difference in malesd @emale on measures of general
commitment and normative commitment dimension, batstatistical difference existed
between male and female regarding job satisfagmhturnover intention, affective and
continuance commitment. This result attributedh® ¢urrent status of the organization
under stated in that it mainly men dominated arso #he needs to be inculcating other
variables to extract the actual difference betwewles and females. As to the non-
significant resulted displayed, the contextual ahteristics of the organizations shall be
taken since there are no universally asserted evedeas to where the real difference
lies. As to the component wise differences conakrrte normative commitment
displayed by males resulted due the reason fofe#fleng of obligation that existed in the
mind of male workers.

With regard to relational differences, as a conicigademark about the relationship about
the three variables (job satisfaction, turnoveemtibn), when employees level of job
satisfaction and commitment reduced, than theythdl will have the intention to leave.
As to this study, the path of analysis indicatedt tivhen employees level of job
satisfaction and the level of turnover intentiocreases, than this will lead to falling
employees’ commitment to their organization.

As it was found that the joint contribution of theedictor variables in predicting the joint
contribution of predictor selected socio-demographob satisfaction and turnover
intention variables in explaining the criterion iadnle (organizational commitment), there
was significant variation(R=.243), which means 24.3% of the variability is expéd by
the regression model. But the larger position efvhriability is taken by job satisfaction
when the independent contribution of each selectehbles being weighted. Again the
researcher went far to see how the IV is affectmghe variability of components of
commitment. it was again founded that there exighiicant difference across all

DV’s(Affective ,continuance and normative commitrf)ahis prediction, relation and
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effect, will lead us to conclusion that job satctfan is very vital for the company’s
development of committed employees. Again, thid ledd to a new way of looking at
the variables in a different manner than the limesadel assessment conducted in this

research.

6.3 Recommendation

6.3.1. Theoretical and Research Recommendations

Static correlation analyses of the relationshipMeen commitment and its presumed
antecedent still did not help to catch up the hittture. Further study yet important
discrepancies exist concerning the relative coatidm of job satisfaction and
organizational commitment to the withdrawal processygesting the need for further
study. The results reveal a model of associatioiciwis more complex than assumed by
previous researchers. As many researchers indacatatradicting as well as supportive
evidences across each other, regarding their staogt commitment ,job satisfaction and
turnover intention, some points shall be understoefibre dealing with those variables
using universal way of dealing with them, as redeaand theory strives to propose
arguable evidences to the world of science, fortbimgy the nature of the three variables
might differ across industries nature operatingvorld, and in other way they might be
culturally bounded and the underlying reason mayy vacross the behavioral
characteristic of employees. Therefore, if neeaestiidy it again with different context,
one has to fully grasp the path of relation acemssh other, in a cultural and contextual
manner of the organization under scrutiny. Obvipdstther researchers shall focus the
study of these variables in terms of path analged deal them in a non-linear way by
including other important factors in the study.

6.3.2. Practical recommendations

Organizations need to recognize the uniquenessrdrgtion employees' work attitudes,
and develop appropriate talent strategies to retaimake their job satisfied, meaningful
and motivate this new generation employees. Oriigghaalue — The paper highlights the

new generation employees and forwards plausiblgesiong the need for the turnover
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reduction and job satisfaction models by integatime perspectives of job satisfaction,
career satisfaction and work commitment to makeotlezall commitment to be realized.
As it is clearly indicated in this study there i: airge to develop affective
commencement through various mechanisms. Thoughnéinmative commitment is
essential for the organization, more than this cdmant type, a given organization
should have to inculcate affective commitment idesrto maintain and Spread the values
and mission of its existence. Without affective Igies it is impossible to the
organization to maintain its structural and orgatianal flavor as employees’ loss the
internal driven forces that coupled with the orgation prior needs. The normative
qualities are the best gate ways to transform thwo affective values through group
formation and synergy by that the organization daange the feeling of obligation to the
feeling of responsibility and service orientatianthe public. As a concluding remark,
managers of this organization need to foster jdisfaation and affective commitment

within their organization to reduce turnover intens.
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