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ABSTRACT

This study attempts to evaluate job satisfactiorbafik employees in Commercial Bank of
Ethiopia (CBE) and Dashen Bank (DB). It focuseshanrelative importance of job satisfaction

factors and their impacts on the overall job saiision of employees, and also it tried to fill the
gap by empirically testing the variables includiRgy, Promotion, Supervision, Fringe Benefit,
Contingent Reward, Operating Procedure, Co-worké&ture of work, and Communications on
employees job satisfaction. It is a cross sectiaade study by using survey data collection
method. A quantitative methodology was used andtiqumaires were used as measuring
instrument. The result has been analyzed in terintescriptive statistic followed by inferential

statistic on the variables. The result indicatedttthere is a significant and positive relationship
between all of independent variables and dependadbles. The present study highlighted the
various dimensions necessary for motivating emg®ye improve the quality of service in the
bank sector. Findings showed that DB bank employ@®® more job satisfaction than CBE

employees. The study setting comprised only tw&syame private bank and one public bank;

future study could include other private bankshsat tesults could be generalized widely.

Key Words, Job Satisfaction, Pay, Promotion, Supervisiomdé Benefits.
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CHAPTER ONE

INTRODUCTION
1.1. Background of the Study

The sources of satisfaction or ways of gettingsatl depend, on what people think that will
make them satisfied. The phenomenon that bringsfaetion for someone could not make
satisfied the other. Researchers have found adttdie to individual differences, motivational
factors, ability of communication, working enviroant, etc, satisfaction varies among
individuals. Tietjen & Myers(1998) believe thatviveg lots of money might satisfy them, while
others can think accomplishing what they planne#tertaem satisfied, some on the other hand
get satisfied just by doing good things like hefpihose who are in need”.

The world is on a rapid and continuous change matel and expectations for quality service.
So for an organization to survive in this compegitenvironment, it has to focus on creating and
reinforcing employee satisfaction to get the most of their human capital. This becomes

essential for companies whether they are in sensigeoduction sectors.

Job satisfaction is very important because mosh®femployees spend a major portion of their
life in their work place. Moreover, it has impagct the general life of the employees because a
satisfied employee is a contented human begi@bahal, et.al.2013). Similarly, satisfied
employees have better physical and mental welldoeimployees’ satisfaction is important
because it enhances employee retention, increaskigiivity and customer satisfaction, and
reduces costs associated with turnover, recrugitraining (Locke, 1980).

Even if job satisfaction is very important, “themee many people who work in jobs that they
don'’t like simply because they guarantee them iadiin which they can enjoy life(Lawler,

1990) The effect of job satisfaction is linked withalitorganizational elements like its effect on
absenteeism, turnover, organizational citizenstapaior (OCB), organizational commitment,

and productivity.

The banking sector has undergone a change oveyetdrs, which has put new pressures and

realities in front of the bank employees. Bank adfs form a delicate link between the



management and the clerical staff. The succeskeobank to a large extent depends upon the
coordination, synchronization and cooperation of tank Officers with these two very

divergent entities (Beer, 1984).

In general, employees’ job satisfaction should kghllg considered since it affects the whole
business activity. Therefore, this study tries $sess those factors affecting job satisfaction of
CBE and DB Employees under North Addis districy titanches.

1.2. Statement of the Problem

Various theories like Maslow's Need Hierarchy Tlyeéterzberg's Motivation- Hygiene Theory,

and Vroom's Expectancy Model have been extendedeszribe the factors responsible for
affecting the job satisfaction of the employeeshi@ organization. Among those factors include
working conditions, opportunity for advancement) gafety and security, work load and stress
level, relationship with co- workers, organizatibpalicies, leadership behaviour, relationship

with supervisor, financial reward, the level of @ad benefits and the job itself (Steyn, 2002).

To ensure the achievement of their goals, orgapmsitmust develop policies that facilitate
employee satisfaction and create an atmospherenomitment and cooperation. Satisfaction of
human resource finds close links to highly motidatamployees. Motivated employees then
develop loyalty or commitment to the firm resultitggreater productivity and lower turnover
rates (Khan, 2010).

It is found that satisfied employees exert highfgrenance than dissatisfied employees (Rizwan,
2010). A person with high level of job satisfactibolds positive attitude towards the job while
a person who is dissatisfied with his/her job hatégative attitude about the joblgsammod
and Nurul, 2011).

Satisfied employees tend to be committed, wheressitisfied employees on the contrary show
absenteeism, soldiering (deliberately working awslpace), turnover, etc. To ensure proper
utilization of human resource available in thengamizations must continue research to identify
factors and their relative importance for shapialg gatisfaction of their employees (Medhin,
2011).



Nowadays the banking sector in Ethiopian is foundtiff competition. Hence, there is always a

need on the part of the management to raise tied ¢ésatisfaction of employees.

Hence, organizations should keep on monitoring leyeg satisfaction level in order to stay
profitable. Employee satisfaction surveys, themfq@rovide management with the knowledge
and tools to build positive relations and work eamiment. CBE has recognized the importance
of monitoring employees’ satisfaction level and adwocted a survey in 2014. The following

results were obtained from the survey.

According to TG Banking and Finance Consulting PIb@ overall satisfaction level of the
CBE’s employees was 74.1%. This result is much drighan the 40.4% level obtained in the
2012 survey. As far as many researchers try toesddiactors that affect employees satisfaction
whereas the employees’ attitude towards the factord which factors attribute to more
satisfaction and which factors attribute to ledsstction has not been studied. The purpose of
this study is therefore to assess factors like pgagmotion, supervision, Fringe Benefits,
Contingent Rewards, Operating Procedures, Co-wprlkerd Nature of the work and

Communications that affect job satisfaction of eoypkes.

1.3. Objectives of the Study

1.3.1. General Objective

The general objective of this study is to assessthenfactors affecting job satisfaction of

employees in CBE and Dashen banks.
1.3.2. Specific Objectives

> To assess the satisfaction level of employeedatioa to pay and promotion.

» To show the satisfaction of employees in relationfringe benefit and contingent
rewards.

» To assess the satisfaction of employees concermiith supervision and their
relationship with co-workers.

» To examinevhether employees are satisfied with the natutbeif work.

» To investigatdhe satisfaction of employees in relationship vaiferating procedures.



» To evaluate the satisfaction of employees reggrdith communication.

1.4. Research Questions

This study is designed to answer the following aesle questions

How does the nature of the work affect employeals’'gatisfaction?
What is the effect of Fringe Benefits on employgelk’satisfaction?

How does the contingent reward affect employeds's@tisfaction?

WD P

What is the impact of operating Procedure and comecations on employees’
satisfaction?
5. How much co -workers and supervision affect empbtg/ob satisfaction?

6. How much are employees satisfied with their pay @mdnotion Opportunities?

1.5. Scope of the Study

The study would be delimiteddonceptually, geographically as well as methodalaiyy
conceptually; this study only focuses on assessmériictors affecting Job satisfaction of
employees on both banks which are CBE and Dashek Barth District city branches.

Geographically; there are 19 commercial banks mdgia but this study delimit itself on only
two banks; one private bank and one governmerk b&arthermore, this study was focused on

some selected branches based on convenience sgmm@thod to select sample branches.
1.6. Limitations of the Study

The limitation of the study relates to the samgplprocedure i.e. convenience sampling, (to
select sample branches) which limits the genetailipaof the research findings. The limitation
relates to the sample size for primary data sourttesnumber of participants included in the
sample. The limitation Finance ,Time , Respondeitiingness, Distance of the branches
location.



1.7. Significance of the Study

The study is expected to provide information abehich factors and to what extent they affect
job satisfaction of employees for the respectivdyband give insight for policy makers of both
banks on how to establish policies that can enh#megob satisfaction of their employees. In
addition, managers also be benefited from thiglysin a sense that, the findings provide
informed suggestions on how to improve work plaeatment and practice their powers in order
to retain employees loyal and committed to their yehich in turn enables the baakhieve its
objectives.

1.6 Organization of the Study

This study would be organized in to five chaptdiise first chapter provides an introduction to
the study. It contains background of the studytestent of the problem, research questions,
objectives of the study, Scope and Limitation & 8tudy and significance of the study.

The second chapter would have the literature rewktthe study. In this part literatures related
to theories of job satisfaction, assessment ofofacaffecting job satisfaction are reviewed &
conceptual framework of the study. In addition pstudies were reviewed.

The third chapter would explain methods of the gtubh this chapter the type and design of the
study, the subjects and sampling of the study,qaores of data collection and the data analysis
technigues was discussed.

The forth chapter covers the result of the studye Tast chapter was provide summary of
findings, the conclusion of the study and suggesssible remedial recommendations.



CHAPTER TWO
LITERATURE REVIEW

2.1. Introduction

The aim of this literature review was providing maoinclusive theoretical concepts on
assessment of factors affecting job satisfactidre Iiterature review section discuss about job
satisfaction. Under this sub section issues likeoties of job satisfaction, determinants job
satisfaction, measurement of job satisfaction, #mel effects of job satisfaction would be

addressed.
2.2. Job Satisfaction

Job satisfaction is in regard to one's feelingstate-of-mind regarding the nature of their work.
Job satisfaction can be influenced by a varietyactors, for example pay practice, quality of
one's relationship with their supervisor, qualifytlte physical environment in which they work
(Tanjeen, 2011).

An attitude of great interest to managers and tesaders is job satisfaction. Job satisfaction
reflects the extent to which individuals find fidfient in their work. Job satisfaction is an
affective or emotional response towards variousetia@f one’s job. In other words job
satisfaction involves a person’s positive or nagafeelings about his or her jobiga&Timothy,
2004). The most used definition of job satisfactiororganizational research is that of Locke
(1980), who described job satisfaction as “a plestda or positive emotional state resulting
from the apprasalof one's job or job experiendestke developed three important dimensions
of job satisfaction. They are as follows: Job $atigon is an emotional response to a job
situation. As such, it cannot be seen; it can deynferred. Job satisfaction is often determined
by how well outcomes meet or exceed expectatioosekample, if organizational participants
feel that they are working much harder than otlnethe department but are receiving fewer
rewards, they will probably have a negative atgttmward the work, the boss and/or co-workers
and they will be dissatisfied. On the other hahthey feel that they are being treated very well
and are being paid equitably, they are likely tgeha positive attitude toward the job, and then

they will be job satisfied. Job satisfaction reprégs several related attitudes, Sowmyal &



Panchanatham (2011) defined job satisfaction as mowh employee’s like or dislikes their
work and the extent to which their expectations ceoning work have been fulfilled.
Understanding job satisfaction is critical to theeeess of an organization and continues to be a

major topic of research interest.

Job satisfaction refers to a collection of feelittgst an individual holds towards his or her job. A
person with a high level of job satisfaction ho&dpositive feeling about the job, while a person
who is dissatisfied with his/her job holds a negatfieeling about the job (Langt&nRobbins
2006). Job Satisfaction is simply how people fdsbwd their jobs. It is the extent to which
people like (satisfaction) or dislike (dissatisfan) their jobs, it can also be a reflection of doo
treatment and an indicator of emotional well-beiflge importance of enhancing job satisfaction
has been studied by many researchers and it islesossed in different literatures. The effect
of job satisfaction is linked with vital organizatial elements. The most important effect of job
satisfactions includes its effect on absenteeismmoter, organizational citizenship behaviour
(OCB), organizational commitment, and productivilpb satisfaction describes a collection of
factors that creates a feeling of satisfactiorralt be simply stated as a combination of how an
individual feel, thinks and perceive about his er Bob and it is affected by many internal and
external factors. A set of positive and negativ@ifgs that an employee have about his job is

known as job satisfaction (Rizwan, 2010).

2.3. Theoretical Review

A. Herzberg and job satisfaction

Armstrong (1991) showed that in terms of Herzbergi® factor theory of motivation,

employees need can be divided into two groups: harsatisfiers, or motivators, because they
are seen to be effective in motivating the indialdio superior performance and effort. The other
consists of dissatisfies, which mainly describe ¢hgironment and serve primarily to prevent
job dissatisfaction while having little effect ogitive job attitudes. These are called hygiene

factors, implying that they are preventive and emwvnent.

Robbins (1993) itemized that during his experimeHeszberg found that certain characteristics
tend to be consistently related to job satisfactibririnsic factors: such as achievement,

recognition, the work itself, responsibility, adeament and growth related to job satisfaction.



When respondents questioned felt good about thaikwhey tended to attribute those factors to
themselves. On the other hand, when they werettifisd, they tended to cite extrinsic factors
such as company policy, administration and supiermvis Herzberg deduced from the
experiments that the opposite of satisfaction tsdgsatisfaction, as was believed. He found that

removing dissatisfying characteristics from a jalesl not necessarily make the job satisfying.

He thus proposed a dual continuum, where the opgposisatisfaction would be no satisfaction

and the opposite of dissatisfaction would be neatisfaction.

La Motta (1995) designated that Herzberg's two dadheory of motivation; organizations
cannot begin to motivate employees until that whidsatisfies them has been removed.
Hygiene factors such as salary, working conditiansl supervision are not motivators even
when they are being met. Other types of hygientfadnclude, company policy, poor personal
relations and job security. The meeting of loweeleneeds of employees is not motivating, but
can have a demoting impact if not met. True motvabonly kicks in when an employee’s
higher level needs are met. Schultz (1982) founad fHerzberg’'s motivators are the factors that

motivate employees to the highest level of perfaroea

These motivators are an integral part of the weélfitand include factors such as the nature of
the work, the persons sense of achievement, Idvedsponsibility, personal development and
growth, recognition for a job well done and feedbalel et al (2001) emphasized that the
relevance of Herzberg’s theory to the discussioreafard and recognition is that a dis-satisfied
employee cannot be motivated. It is thus importaat an organization first give attention to
hygiene factors before introducing motivators itite work place. Barling et al (1987) found that
intrinsic to Herzberg's theory is the fact that yomhotivators cause true motivation since the
hygiene factors are of short-term duration, theuld@donever be truly associated with work
motivation. Rather they would be involved in redigchegative factors in the work environment.

B. Locke’s theory on job satisfaction

According to Tietjen & Myers(1998) Locke’s compeasitheory of job satisfaction is founded
from the many other concepts which Locke has dg@esldhrough study and research on related
topics such as goal setting and employee perforendnitially Locke’s job satisfaction theory is

developed by criticizing Herzberg's’ theory of jdatisfaction. After criticizing Herzberg’s’



work, Locke continued with his theory on valuesemtgevent factors, and finally an adjusted
view of job satisfaction. The two basic points ihigh Locke’s criticize Herzberg's two-factor
theory are summarized in brief as follows; thetfissthat Job satisfaction and dissatisfaction
result from different causes.

The second point is that two-factor theory is pek#o the dual theory of man’s needs, which
states that physical needs (like those of animatsk in conjunction with hygiene factors, and
psychological needs or growth needs (unique to Imngjnaork alongside motivators. (Tietjen&
Myers, 1998).The point of Locke’s criticisms is thencept of mind-body dichotomy,
unidirectional operation of needs, lack of paratletween man’s needs and the motivation and
hygiene factorsincident classification system, defensiveness, ube of frequency data and
denial of individual differences.

Tietjen & Myers (1998) added that, by distinguighiralues from needs, he also argue that they
have more in common with goals. Both values andlsgdeve content and intensity
characteristics. The content attribute answersgtiestion of what is valued, and the intensity
attribute, how much is valued. With regard to fimglsatisfaction in one’s job, the employee who

performs adequately on the job is the individuabwlecides to pursue his or her values.

As values are a point at which Locke’s theory df gatisfaction begins to separate from the
theory of Herzberg, so too are agent and evenbrf&@ source of divergence between the two
theorists. The comparison of needs and values bkd . described as follows. Primarily Locke

refers needs as innate, a priori, and the samallfdrumans. Locke mentioned that needs are
objective: they exist apart from knowledge of tHeeds confront man and require action.
Locke refers values to be acquired and posteriocké added that values are unique to the
individual, and Values are subjective: they areuaeg through conscious and sub-conscious
means; Values ultimately determine choice and ematireaction (Tietjen&Myers, 1998).

2.4. Empirical Review

Employee satisfaction is one of the most reseatehiabues in the human resource management
practice. Many scholars invest their time and epéogdentify the main factors for employees’
satisfaction, but their results may not alwaystmedame. Sehgal (2012) for example conducted



a study on job satisfaction of bank employees imm&h (town in northern India). It is a

comparative study of private and public banks. Woemparing public and private banks, there
is no much difference in the level of job satisi@ct but with regard to some factors like job
security, salary, benefits and experience, thesfaation level differs between the private and
public banks. Public banks employees were fountlhigatisfied with the level of job security

compared to the employees of private banks. Whewortes to salary package in relation to
experience, employees of public banks were moisfigat than employees of the private Banks.
Employees of the public banks were also happy ddggrthe benefits they get in terms of

promotions, appraisals, incentives, etc.

Usmanet al (2013) made a study on the determirainlsb Satisfaction among Employees of
the Banking Industry in Bahawalpur (a city in easteakistan). The purpose of this study was to
identify the determinants of job satisfaction amdnaine its impact on employees of the banking
industry in the city. The results concluded théattla variables including organizational policy
and strategy, nature of work, communication, jalesst, employee personality and recruitment
and selection procedures were found to have sogmfi association with employees’ job

satisfaction.

Kithuku (2012) studied employee satisfaction of @rcommercial bank and concluded that
level of absenteeism does not necessarily reflectavel of job satisfaction. This is because the
level of absenteeism is due to personal factoesdikkness and other family commitments, and
not due to the level of job satisfaction of empleyeThe study also concluded that there are
other factors that reflect the level of job satsifan, including staff turnover, job rotation, care
development, time management, job performance eardwork. Many researches indicated that
there is no strong linkage between satisfaction pratluctivity. Satisfied workers will not
necessarily be the highest producers although exrétical level, this is what organizations
expect. The method of performance appraisal usethdyank (Balanced Score card) and the
360 degree feedback also have an effect on employgwation and general job satisfaction.
This is because performance has improved as at restihe reward employees receive after

performance appraisal.

Iwu (2012) also carried out a study on job satiséacof Nigerian banks’ employees and the

results of the study shows that job satisfactioa fanction of the efficacy of incentive systems

10



in an organization. All subjects sampled were ef ¢iew that they could only be satisfied if the
job satisfaction facets were present. However,ahe-way analysis performed indicated that
staff of the banking industry identified more withterpersonal relationship than every other
facet of job satisfaction. This means that thefgadets have their own ranking in terms of like or
dislike. But the obvious fact is that job satisfastand incentives are related, bearing in mind
that a job condition in any organization cannotdbeated in isolation from other conditions.
Srivastava and Bhatia (2013) conducted a studyhercontribution of motivation on employee
performance in public sector banks in India. Tesutt showed that 64% of bank employees
were satisfied with their job and the top factdrattmotivated employees were job satisfaction,

promotion/ expectations, recognition, good pay, stiytes of organizations or management.

Every year, Danske Bank Group conducts a survegdoas a European model known as the
European Employee Index to ascertain the satisfacthotivation and loyalty of its employees
who are working in seven European countries — Dekntanland, Sweden, Norway, Northern
Ireland, Ireland and Baltic’'s. According to the @pss 2013 survey, the highest result was
observed in Denmark and the Baltic’'s with 76% optyees’ satisfaction level. About 73% of
its employees who work in Sweden and Northern metlare satisfied with their job. Similarly,
employees who work in Norway and Finland scoredatsfaction level of 74% and 71%

respectively.

The least employee satisfaction was observed landewith the satisfaction level of 61%MO

is a public-private partnership Dutch developmeanky with 51% of its shares held by the
Dutch Government and 49% held by commercial baal3utch union and other representatives
of the private sector. FMO has an AAA rating frotar®lard & Poor’s, Best Employer in the
Dutch Financial Sector by research company effectord publisher VNU Media and eighth
Best Employer in the Netherlands among companid¢ls up to 1,000 employees. The bank
conducts employee satisfaction survey every twasyedhe 2012 survey in which 92% of the
employees of the bank participated showed thatativeatisfaction score was 81%. This was
considered a positive improvement from the 2010es0b 78%. Employees also reported a score
of 73% for motivation, 89% for commitment and 82% £ngagement — all of which were
improvements from the 2010 scores.
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TG Banking and Finance Consulting Plc (2012) alzedacted an employee satisfaction survey
for the CBE. The study revealed that only 40.4%afhpled employees were satisfied, which
was below the average level. Among the attributes is used for the study, benefit and other
motivational schemes registered the least satisfadevel (22.2%), and relationship with

supervisor is the highest (71.8%). Table 2.1\Wweaboovides summary of survey results of some

of the empirical findings discussed above.

Table 2.1: summary of Empirical Findings on Employes Satisfaction

Overall Employee
Satisfaction
CBE 201 40%
Public Banks in India 20: 64%
Denmarl 76%
Finlanc 71%
Swedel 73%
Danske Bank Norway 74%
Group 2013 Northern Irelan 73%
Irelanc 61%
Baltic’s 76%
Danske Bank Grot 74%
FMO 201: 81%

Source: TG Banking and Finance Consulting Plc,&&tiava and Bhatia (2013),

2.5. Determinants of Job Satisfaction

The following are some of the major determinantgobf satisfaction — mentally challenging
work, equitable rewards, supportive working comhf, supportive fellow employees,

personality-job fit, company policies and prograi®Reaniram, 2007).
2.5.1. Factors that lead to Job Satisfaction:

(Rmaniram, 2007), stated that factors such as aweluworking environment, mentally
challenging work, equitable rewards, supportive kiray conditions, supportive colleagues, the
personality-job fit etc. are important factors whiwill enhance the level of job satisfaction.

These factors are described as follows.
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Mentally Challenging Jobs: employees tend to prefer jobs that give them oppdrées to use
their skills and abilities and offer a variety afsks, freedom on how well they are doidgbs

that have too little challenge create boredom.

Equitable rewards: employees who perceive that promotion decisionsnaade in a fair and
just manner are likely to experience satisfactiamftheir jobs.

Furthermore when pay is seen as fair and basedmdgmands, individual skill level and the
prevailing market pay standards, job satisfactisnlikely to result. Promotion provides

opportunities for personal growth, more responisiéd and increased social status.

Supportive Working Conditions: according to (Rmaniram, 2007) most employees prefer
working relatively close to home, in clean and tieidly modern facilities and with adequate,

safe and well-maintained tools and equipment.

This is because comfortable working conditions suah temperature, light and other

environmental factors facilitate to enhance satigba level of the employees.

Supportive Fellow employees:Employee’s satisfaction is increased when the imated
supervisor understands and friendly, offers praige good performance, listens to the

employee’s opinions and shows a personal intemetsigim.

Personality-job fit: it provided that high agreement between an employeefsonality and

occupation results in more satisfaction. Peoplé wérsonality type are congruent.

2.6. Measure of Job Satisfaction

A popular measure of job satisfaction used by degdions is measures of the five facets of job
satisfaction: pay, security, social, supervisorgd agrowth satisfaction. The sources of job

satisfaction and dissatisfaction vary from persopérson.(Qasim Cheema &Syed 2012)

As it has been reviewed above from different lit@ras (Qasim, Cheema &Syed 2012) summed
up the important sources of satisfaction for mampleyees include the challenge of the job, the
interest that the work holds for them, the physiaetivity required, the working conditions,

rewards available from the organization, the natdireo-worker’s, and the like.
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In most of recent researches job satisfaction iasmed by using scientific research methods
such as the questionnaire. According to Spectd®{)LIhe Job Satisfaction Survey (JSS); is a
36 item, nine-facet survey instrument designedsgess employee attitudes about aspects of
their jobs. Each facet is assessed with four itasisg a Likert-type rating scale format with six
ordered response options ranging from “stronglgglise” to “strongly agree and Descriptions of

the nine job satisfaction facets.

The Minnesota Satisfaction Questionnaire measwesty features of work which can easily be
responded by respondents in a paper-pencil ty@egfestionnaire. The Minnesota Satisfaction
Questionnaire can be implemented both individuatigl in group. It is estimated that responding
to this questionnaire usually takes between 15-Rites (Aziri B, 2011).

The 1967 version of the Minnesota Satisfaction Qoesaire uses five response categories: the
categories are; Not satisfied, somewhat satisfeatisfied, and very satisfied and extremely
satisfied. Whereas the 1977 version of the Minressétisfaction Questionnaire uses the
following response categories: Very satisfied, Seil, neither satisfied nor dissatisfied,

Dissatisfied and Very dissatisfied.

According to Aziri B, (2011) the 1977 version ofetiMinnesota Satisfaction questionnaire is
more balanced compared to the 1967 version. Th& @j@@stionnaire has the following aspects
of job: Co-workers, Achievement, Activity, Advancent, Authority, Company Policies,
Compensation, Moral Values, Creativity, Indepem#grsecurity, Social Service, Social Status,
Recognition, Responsibility, Supervision-Human Retss, Supervision-Technical, Variety,
Working Conditions.

The second job satisfaction measurement techniguieé Job Description Index. The Job
Description Index is one of the most widely usethteques for measuring job satisfaction. It is
a simple and easily applicable method. The measmeof strength and weakness within each

factor are a sign as in which field improvement ahdnges are necessary (Aziri B, 2011).

This questionnaire allows acquisition of information all major aspects of work and takes sex
differences into consideration. The factors consideby the job description index are: The
nature of work, Compensation and benefits, Attitudewvard supervisors, Relations with co-

workers and Opportunities for promotion.
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Descriptors on each of the five factors can beuatatl with three potential options by the
employees: 1 which means that the descriptionlévaat, 2 which means that the description is

not relevant and 3 that means that the employeg wiatehave an opinion (Aziri B, 2011).

2.7. Faceted vs. Overall Satisfaction

Job satisfaction is a positive emotional stateltegufrom the appraisal of one’s job or reactions
to work experiences, how workers feel about thadsj aspect of their jobs, and work situations.
It is the extent to which a worker feels positivelynegatively about the internal and/or external
domain of his/her job (Bhuian S. N. et al, 2002ndoyees evaluate their job and related factors
through their experience in the organization. Témult of this evaluation enables the employee
to know whether he/she is satisfied or not. Jobsfs&tion is generally recognized as a
multifaceted construct that includes employee femliabout a variety of both intrinsic and

extrinsic job elements. It encompasses specifie@spof satisfaction related to pay, benefits,
promotion, working conditions, supervision, orgatianal practices and relationships with co-

workers (Misener et al., 1996).

2.8. Job Satisfaction and Its Effects

Job satisfaction refers to the people’s feelingsuathe benefits they have received on the job.
Employee satisfaction as simply how people feelualtbeir jobs and various aspects of their
jobs suggested by Lawler (1990). Some definiti@isabout a discriminated attitude in which
job satisfaction is seen as consisting of satigfacith various dimensions of the job and the
work situation. By totalling the satisfaction iddied for many various dimensions of the job
and the work situation, in this approach job satisbn is measured. This type of assessment
gives an exact picture of the employee’s totalgabsfaction. Hence, in our study, we measured
job satisfaction using numerous aspects of theajabthe work situation. According to Locke, (
1976) job satisfaction as pleasurable emotion&é sesulting from appraisal of one’s job or job
experience (According to Rainey (1997), job satisfen is most frequently studied variable in
organizational research that is significant thatwkind of feeling people have about their job
and different features of their job. This is a éxaad best way to know about people liking or
disliking of their job (Spector, 1997) Rainey (19%aid that on studying employee fulfilment

the satisfaction of employees is extensively reatdmconsistent in managerial background, that
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is right that how individuals think about their Wptace or job and different aspects of the job.
Employee satisfaction is an enjoyable or positiwe#onal state resulting from the appraisal of
one’s job or job experience Locke (1976). Rice let(#989) proposed that “satisfaction is
determined, in part, by the discrepancies resulfrogn a psychological comparison process
involving the appraisal of current job experiencagainst some personal standards of
comparison.”"Employee satisfaction is a significeatiable that is able to give estimation about
general emotion and thinking forms of employeesuabibeir job and workplace. Thus,
employee satisfaction related to hopes of the eyagl@bout the workplace and his approaches
forward his job. Job satisfaction is a functiortloé extent to which one’s needs are satisfied in a
job (Togia et al., 2004).

The importance of enhancing job satisfaction ha&nlstudied by many researchers and it is also
discussed in different literatures. The effecfotf satisfaction is linked with organizational Vita
organizational elements. The most important efti#fcjob satisfactions includes its effect on

absenteeism, turnover, organizational citizenshkipalviour (OCB), and customer satisfaction.

A. Job Satisfaction and absenteeism

Robbins (2005), states that there is consisterdithegrelationship between Job satisfaction and
absenteeism, but the correlation is moderate. Absessm caused by low job satisfaction is

consistent with both the involuntary and voluntabgence schools.

B. Job Satisfaction and turnover

“Labour turnover rates provide a valuable meang@fchmarking the effectiveness of HR
policies and practices in organizations. They do tet the whole story, but if turnover is
significantly higher than in comparable organizasiothis should stimulate action to investigate
why this is the case and to do something abouAithstrong 2010).

According to Locke (1980), there is a moderate tiegaelationship between job satisfaction
and turnover. He also emphasized the importangebogatisfaction by in relation to turnover by
considering that the effect of turnover can goatevel of very costly and also disrupting the

organizations continuity.
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C. Job Satisfaction and Productivity

Locke (1980) suggests that the link between anviddal's job satisfaction and his or her
productivity is very slightly positive. It turns bthe productivity can be affected as much by
external conditions as it is by job satisfactiomeTrelationship between job satisfaction and

productivity is stronger when the employee’s bebawis not controlled by outside factors.

An employee’s productivity on machine-paced jolos,ifistance, will be much more influenced
by the speed of the machine than by his or hel [@Ev&atisfaction. The evidence also shows that

the satisfaction-productivity correlation is strendor higher-level employees.

Locke (1980) added thatpeived organizational support reflects the detweehich employees
believe that the organization values their contrdou and cares about their well-being. An
employee who believes the employer is supportivielgeto perform better and feel a much

stronger commitment to the organization.

According to Robbins (2005) at the individual lewsltisfaction and productivity are slightly
related. However stated that when satisfaction pratluctivity data are gathered for the
organization at whole, rather than at the individeeel, it is found that organization with more
satisfied workers tend to be more effective thaganizations with fewer satisfied employees.

They concluded that happy organizations are mardymtive.

D. Job Satisfaction and Organizational Citizenship Beaviour

Langton & Robbins (2006)efined oganizational citizenship behaviour (OCB) as disoraary
behaviour that is not part of an employee’s forjobhlrequirements and is not usually rewarded,

but that nevertheless promotes the effective fonatg of the organization.

According to Robbins (2005), satisfied employeesiaseem more likely to talk positively

about the organization, help other and go beyoadtrmal expectations in their job. In addition
to this satisfied employees are expected to gormeyle call of the duty in order to reciprocate
their positive experience. Examples of such behavioclude helping colleagues with their

workloads, taking only limited breaks, and alertotbers to work-related problems.

Langton & Robbins (2006)mphasizes that job satisfaction comes down tdief tleat there are

fair outcomes, treatment, and procedures in th&place. If an employee do not feel that his or
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her manager, the organization’s procedures, gpaispolicies are fair, your job satisfaction is
likely to suffer significantly. However, when an ployee perceives organizational processes

and outcomes to be fair, trust is developed.

When an employee trust his/her employer, his/bér gatisfaction increases, and the more

willing to voluntarily engage in behaviours that lgeyond the formal job requirements.

E. Job Satisfaction and Customer Satisfaction

Langton & Robbins (2006jtated that in service organizations the way hantfline employees
deal with customers, customer retention and defectre highly determined by satisfied

employees.

Accordingly if employees are satisfied then theg arore likely to be friendly, upbeat, and
responsive which customers appreciate. Becausdisdtemployees are less prone to turnover,
customers are more likely to encounter familiarefa@nd receive experienced service. These

qualities build customer satisfaction and loyaltgrigton & Robbins, 2006)
2.9. Employee Dissatisfaction

Langton & Robbins (200§)rovided that the tendency dissatisfied employeesrare likely to
miss work, however the correlation is moderate s@tisfied medical employees are also more
likely to quit their jobs, and the correlation tsomger than for absenteeism. However, a person’s

general disposition toward life moderates the jisgaction-turnover relationship.

According to Robbins (2005) employees express ti$aation by displaying four types of
behaviour result. The first behaviour is to exikitHBs a behaviour which is direct to actively
attempting to leave the organization, includingkiog for a new position as well as resigning.
This is a destructive action from the point of vieiwthe organization. The second behaviour is

voice.

Voice is a behaviour which is described by activalyd constructively trying to improve
conditions, including suggesting improvements, uksing problems with superiors, and some

forms of union activity llangton & Robbins (2006).
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Loyalty is another part of change in behaviour #@ployees can show. According to Robbins
(2005) employees will passively but optimisticallsait for conditions to improve, including
speaking up for the organization in the face okemxdl criticism and trusting the organization

and its management to do the right thing.

Finally neglect which is passively allowing condits to worsen, including chronic absenteeism
or lateness, reduced effort, and increased erterisaanother way of determining dissatisfaction

by employees.
2.10. Consequence of Job Satisfaction

The concern of management is the outcome of jolsfaetion. If an employee is satisfied or
dissatisfied, what is the effect? There is enowgHesmce that job satisfaction or dissatisfaction

have positive or negative effect on employees. Kegt980).

The following evidence stated by Arnold and Feldn{a@96) cited in Rmaniram(2007)will

briefly discus the outcomes of job satisfactiorgdissfaction.
Productivity

The saying of “happy worker is productive workesriot actually true. It's actually the reverse
that productivity is more likely to lead to satisfian (Arnold and Feldman, (1996) in
Rmaniram(2007)).

Four decades of research argues that a satisfiekkwis not a productive worker due to two
reasons. Firstly there exist a relationship betwebnsatisfaction and job performance. Second

there is sufficient evidence to indicate that j@pfprmance lead to job satisfaction.
Turnover

According to Mcshane and Glinow that is cited indnam (2007) the main cause of turnover
is job dissatisfaction. Job dissatisfaction thavel employees to leave their existing job has a

greater effect on turnover than incentives.

19



Absenteeism

According to Robbins (2005) there is a negativeati@hship between satisfaction and
absenteeism.

Workers who experience low satisfaction tend tabgent more. High rate of absenteeism will

result in huge financial crises for management.

2.11. Factors Affecting Job Satisfaction

Pay: is what an employee gets against his/her wor diifilling his/her duty include all types
of financial and non financial rewards A major detmant of employee productivity and
satisfaction arises from the degree of fairnessulfairness dissatisfaction can influence

employees feeling about their job (Bezuidenhou®120

Promotion: getting high status in work place by doing effeetiwork generally increase the

status, position and remuneration of an employe®enorganization Promotion and interesting
work are the most important factors that motivatgkeyees. According to Arnolds and Boshoff
(2011) Satisfaction in the workplace, by providprgmotional opportunities, has been shown to
impact positively on employee’s job performancecéding to steyn (2002), most educators
indicated that promotion to a higher post level was of their goals.

Contingent Reward: is the acknowledgement of an individual contribatichowing
appreciation and to reward the individual for ancmplishment of a task( osthuizen,2001) or in
recognition for good performance. Stroh (2001) aithds when rewarding individuals for good
performance, the element of recognition must begire Recognition by supervisor and peers
were desired by employees in order to perform weikaloui (2000) found that good work and
high quality performance are not often recogniZgds, according to Analoui (2000), may be a
result of traditional managerial styles, bureaucratrrganizational structures, or insufficient

interpersonal skills on the part of management.

Fringe Benefits: A benefit refers to employees’ satisfaction witmgien, medical schemes and

leave. Lam’s et al. (2001) research found that rdw@ncluding benefits) has a positive
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relationship with overall job satisfaction. In fathe variable ‘reward” emerged as the most

important factor in predicting overall job satidiaa.

Nature of the work: the work content refers to the doing of the worHl #éme type of work. The
job can be repetitive or changing, creative or ntonous, easy or difficult.” According to
Pearson (1991), jobs that are both motivating atidfging are said to be those that provide skill
variety, task identity, task significance, autonoamnd feedback. Osthuizen (2001) concurs that
the type of work individuals do influences theitis@action. He states that managers must make
the work content as interesting as possible inro@duild strong levels of motivation. Lam et
al. (2000) found that the job itself is an influahffactor in predicting overall job satisfaction.
They concur that a job itself should be seen allestging and interesting. Therefore, variety and

flexibility in managers’ work are important.

Communications: Lack of communication in the workforce is a majoontributor to
dissatisfaction. This is usually the result of ngeréal staff that is isolated and does not know
how to relate to their employees on a personal rofepsional level (Branham, 2005). Bad
communication leaves employees feeling disconndotaa the organization. This is detrimental
to the wellbeing of the company because when arnamee feels neglected, he or she will tend
to perform at a lower level. This employee becomesure of his or her position within the
company, and wonders what his or her purpose iBinvithe workplace. Employees may be
unaware of how their performance measures up toofttheir co-workers and have no sense of
how they can improve. Without communication, it @®es difficult for employees to make any

progress in their efficiency.

Supervision: Managers must learn to communicate better with fovexel employees.

Connection to the company gives staff a betterirfgebf belonging and worth. Supervisors
should set an example by promoting friendly relalips with the staff so the work
environment is healthier (Kaye & Jordan-Evans, 199%ey need to learn to listen to the
employees when they have a concern or a questioat dbe work that they are doing or the
direction that the company is taking. It is impemtthat managers show respect for all

employees, their opinions, and their work.
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Co-Workers: Another dimension which influences job satisfactisrthe extent to which co-
workers areFriendly, competent and supportive (Robbins et24lQ3). Research indicates that
employeeswho have supportive co-workers will be more safvith their jobs (Aamodt,
2004; Robbins, 1989; 2005). This is mainly bec&dtlse work group normally serves as a source
of support,comfort, advice and assistance to the individuatked (Luthans, 1995, p. 127).
Researcherfurther found that employees observe the levelsatisfaction of other employees
and thermodel these behaviors (Salancik & Pfeffer, 199¢itexl by Aamodt, 2004). Hence, if
an organization’s veteran employees work hard and tadkitively about their jobs; new
employeewvill model this behavior and be both productive aatisfied. The reverse can also be

true.

Operating Procedure: Perceptions of fairness are important determinahfseople’s behavior

and reactions to work (Spector 2008). AccordingMartins and Coetzee (2007), employee
motivation and organizational culture are affedbgdhow an employee’s needs and objectives
are integrated with the needs and objectives obtlganization, work—life balance practices and
physical work environment. Work fulfils an individls social factor need. Therefore, having

friendly and supportive co-workers leads to incegbgi®b satisfaction.
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2.12. Conceptual Framework

This study has assessed factors that affect jakfaation of employees in Commercial Bank of
Ethiopia North Addis district and Dashen Bank Nadiktrict . The factors investigated under

this study include Pay, Promotion, Supervisionn§ei Benefits, Contingent Rewards, Operating

Procedures, Co-workers, Nature of Work and Comnatiias.

-
./

Figure 2.1: Conceptual framework of the factors afécting job satisfaction of employees
Adapted and modified from Mehmood, Irum, Ahmed &t&oa (2012)
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1. Introduction

This chapter presents details of the organizatfdhestudy, the research design, source of data,
method and tools of data collection, target poputatsample size and sampling technique and
method of data analysis. The data collected fronth b6BE and Dashen bank using
guestionnaires are presented and analyzed inhhister and interpretation of the result making

use of SPSS version 20 software.
3.2. Background of Commercial Bank of Ethiopia

Commercial Bank of Ethiopia is the government owbadk which is playing the catalyst role
for the development of the country. Its historyasgaback to the establishment of the State Bank
of Ethiopia in 1942. It is the pioneer in introdogi modern banking system to the

country. WWW.combank.et.com.

It has now merged with the Construction Bank ofi&ta and has more than 1120 branches
operating across country with an asset of 359I®bibirr as of March 2016. The bank has more

than 12.4 million account holders and it's Mobifeddnternet users have reached 600,000.

CBE competes against 18 banks in the country.rmdef ownership of these competing banks,
16 are private commercial banks and the remainig are state owned. The share of

Commercial Bank of Ethiopia from the total capitéthe banking sector is more than half.

CBE offers professional banking services to itstauers backed by world-class technologies
and outstanding levels of service. It provides ipldtservice points such as Automatic Teller
Machines (ATMs), Point of Sales (POS) terminalsrelgn Exchange Bureaus and Banking
Kiosks. This is part of its distinctive Multi-Chael Banking model whereby it allow to its

customers the option of choosing from different kdiag service channels that suit customers
particular needs and circumstances. This moddnah€ial services accelerates the need to

satisfy customer need and serve to be competitivihe industry. In this regard Commercial

24



bank of Ethiopia has deploying 740 ATM and 4,450SP@achine in different corner of the
country.

Vision, Mission and Value Statement

Vision
“To become A World-Class Commercial Bank by thery2G25”

Mission

“We

are committed to best realize stakeholdersiues through enhanced financial

intermediation globally and supporting-national elepment priorities, by deploying highly

motivated, skilled and disciplined employees ad aglstate of the art technology. We strongly

believe that winning the public confidence is tlasib of our success”

Corporate Values

In order to validate the vision and nuasof the bank, CBE has given paramount importdace

the following values in communication and deeds.

v
v

Integrity- the bank firmly adheres to the highelgals of honour and integrity

Customer Satisfaction: the bank is committed teerothe highest quality service and
create strong brand

Learning organization: the bank is committed tacipaite and respond to internal and
external changes through constant improvement dapitation

Teamwork: the bank recognizes the importance gbpsting each other and working
co-operatively

Public Trust: the bank understands its busineserdépon its ability to maintain and
build up the public confidence

Value for money: the bank promises to deliver ddoetervice for the same amount of
money, time and effort

Decentralization: The bank empowers employees ahelgdte them during operations
and decision making

Corporate citizenship: The bank cares about sdsietglfare and the environment.
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3.3. Background of Dashen Bank S.C

Dashen Bank was established as per the intenteohéiv policy and the Ethiopian investment
code. It came into existence on September 20, E¥@5rding to the commercial code of
Ethiopia, 1960, and the licensing and supervisidoaoking business proclamation No. 84/1994.
The first founding members were 11 businessmenpaoi@ssional that agreed to combine their

financial resources and expertise to form this pewate bank. WWW.dashen.bank.com.et

The rationale behind its name, "Dashen Bank" "Rashen" is the highest mountain of Ethiopia.
It is also the habitat of rare wild animals; the IMibex, the Gelada Baboon, and the

Lammergeyer - the beautiful bone breaker eagles@humique characteristics of the mountain
coincided with the interest of the founders of Bemk and prompted them to adopt this great
name and epitomize their aspiration. Rightly, réagtihe top of banking business in dynamic
and competitive business environment symbolized Highest peak, while the unique and

efficient services the bank caters for the puliirotigh state -of-the-art computer technology and
carefully selected and trained man-power equatdl thie rare wild animals. Today, indeed,

reliability, efficiency and modernity are the halllk and the bank’s distinguishing features
which make them synonymous with Dashen Bank as ragdhe rare animals are synonymous
with Ras-Dashen Mountain. The Business PurposdefBank The business purpose of the
banks as enshrined in its basic documents is terecommercial banking activities both at the

domestic and international spheres. WWW.dashen.bamket
Vision

“In as much as Mount Dashen excels all other mamnstin Ethiopia, Dashen Bank continues to

prove unparalleled in banking services.”
Mission

“Provide efficient and customer focused domestiod ainternational banking services,
overcoming the continuous challenges for excelletcough the application of appropriate

technology.”
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Value

Develop banking habit in the community
Assist continuous growth of customers
Sustainable growth and stability

High integrity and accountability
Esteemed customers satisfaction
Non-stop openness for community access
Brightened and trained employees

Attend customers’ constructive outlook

© ©® N o g A~ DN PE

Normative confidentiality

10.Keen to consciously build professionalism and serguality

We are committed to the principals of responsiloigarate citizenship and take pride from our
active engagement in supporting social and econataielopment of the communities we

operate in. Being one of the major corporate @stitbhperating in the domestic economy, our
business activities have been impacting lives padjt In the review period alone, we have
created employment opportunities for 594 citizembjle channelling more than Birr 245.1

million to the government coffer in the form of porate profit tax. We have also invested a
staggering Birr 4.1 billion in the government bordsof 30 June 2014.

3.4. Research Design

According to Saunderst. al. (2009) mixed method approach is the general temwvfeen both
gualitative and quantitative data collection teciueis and analysis procedures are used in
research design. The study would have descripéisearch design, because it is fact finding and

describing endeavour about the dimensions of facbjob satisfaction.

3.5. Sources of Data

The study used both primary and secondary sourcdata for its successful accomplishment.

Primary data was collected from the employees tjiiostructured questionnaires. Secondary
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data was collected from sources like prior resezgcjournals articles, books, internet websites

and manuals etc.

3.6. Method and Tools of Data Collection

The research approach used in this paper was tptaugi Qualitative research is concerned with
gualitative phenomena, that is, phenomena relatiray involving quality or kind. On the other

hand, quantitative research focuses on ascertaitliegrelationship between variations of
independent and dependent variables. In this ssidytured questionnaires containing close

ended questions have been used to collect prinsey d

Secondary data was collected by referring diffeegtitles, books, and the company’s manuals.
3.7. Target Population

The target population of the study was staffs oftizen Bank and Commercial Bank of Ethiopia
working in North Addis District City Branches.

3.8. Sampling Technique and Sample size

In this study three types of sampling techniquegehaeen used. These are stratified random
sampling, simple random sampling and convenienaapkag technique. To select the
respondents’ population were divided into two sefmstrata. The 1st stratum was selected from
staffs of Commercial Bank of Ethiopia (CBE) and #rel stratum from staffs of Dashen Bank
North Addis District City branches. And also to es#l sample branch the researcher used

convince sampling method.

CBE North Addis district has 84 branches out ofalitd3 branches are located in the Addis. The
total number of employees in North Addis Distrittydoranches is 1200. On the other hand
Dashen Bank North district has 27 branches. Owvath 25 branches are located in Addis.
The total number of employees under this distscb20. Therefore, the total populations used
for the study were 1720. Then ten branches werectssl by using convenience sampling

method from both banks. So the sample size weerrdeted as follows
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n= N
1+Ng?)
Where, n=sample size
N=population size
e=the level of precision, sampling error
(Source: Yamne (1967)
So, n=1720
1+1720(0.05)2
= 1720
1721(0.0025)
n =400
Thus, the total sample size was 400. Since the rumbemployees in each sample banks was
not the same, it was necessary to proportionate firi each bank and calculate using the

following formula:

n=nN1

N
Where; n= total number of samples
N= total number of population

N1= total number of population in each bank

nl= 400(1200) n2=_400(%20
1720 1720
CBE n1= 279 DB n2= 121

Therefore, the sample of respondents was deterntimessing simple random sampling (lottery
method).
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Table 3.1 The number of population and sample Size each sample branches of CBE

Branches Number of Population| Sample Size
Abunepetros 13 11
Arada Giorgis 85 61
Arat kilo 78 57
Gedamsefer 15 12
Gulelle 45 22
Mahateme Ghandi | 52 38
Mehalketema 48 28
Sebarababur 19 10
Kidste Mariam 35 15
Silasse 52 25
Total 442 279

Source: Employee records in the Human resource geament department of CBE,2017

Table 3.2: The Number of population and sample siz@ each sample branches of DB

Branches Number of Population] Sample Size
Kazanchis meneariya 15 12
City council 9 12
Kazanchis 16 12
Taytu 18 8
Piassa 22 18
Amsit Kilo 28 22
Arada 18 12
Gulele 13 6
Tikur anbessa 19 15
Gola 12 7
Total 173 121
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3.9. Method of Data Analysis

Both descriptive and inferential statistics wereedudo analyze and interpret the findings.
Demographic variables of the respondents and meares of the factors of job satisfactions
dimensions are interpreted using descriptive siegisvhere as inferential statistics is used to
find out the relationship between factor of jobifattion and employees job satisfaction using

correlation and regression analysis via SPSS Vie2o

3.10.Ethical Considerations

There were certain ethical protocols that areofeid by the researcher .The first is asking
explicit consent from the respondents .This enstivaistheir participation to the study is not out
of their own will. The researcher also ensured thatrespondents are aware of the objectives of
the research and their contribution to its comptetiOne other ethical measure includes treating
the respondents with respect and courtesy. Thiertiekrespondents are at ease and more likely
to give honest responses to the questionnaire y Weee told about their right to refuse and
withdraw from participating in the research. Fog toncern of confidentiality ,the name of the
study participants was not included in the questicand data was kept safe and only for the
intended purpose.
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CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

Introduction

This chapter presents a summary of the findingstudy and a discussion of the final results and
the processes through which the results were daataimcluding the profile of respondents and

the statistical methods of analysis, descriptivaysis,

T-test and correlation analysis using SPSS veradifor computational statistics based on the

practices, analysis and determining the findingmmary and recommendations forwarded.
4.1. Data Analysis

Table 4.1: Profile of Respondents

Questionnaires Commercial Bank of Ethiopia Dashen Bank
Respondents Valid percentage Respondents Valieipege
Returned 242 87% 108 89%
Not returned 37 13% 13 11%
Total 279 100% 121 100%

Source: Survey result, 2017

4.1.1. Demographic Characteristics of Respondents

The demographic profile of the respondents includedollowing sex, age, level of education,
experience and salary level. This aspect of dedbysis deals with the analysis of personal data

on the respondents. These were summarized in lbg/fiog table.

Table 4.2: Demographic Characteristics of the Respmlent

Characteristics Frequency Percentage
DB CBE DB CBE
Age
20-30 65 194 60.2 80.2
31-40 40 35 37 14.5
41-50 3 11 2.8 4.5
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Characteristics Frequency Percentage

DB CBE DB CBE
Above 51 0 2 0 0.8
Total 108 242 100% 100%

Gender
Male 71 138 65.7 57
Female 37 104 34.3 43
Total 108 242 100 100
Experience
Less than 2 years 19 84 17.6 34.7
2-5 years 47 96 43.5 39.7
5-10 years 37 42 34.3 174
10-15 years - 10 - 4.1
More than 15 years 5 10 4.6 4.1
Total 108 242 100 100
Education level
Diploma 5 10 4.6 4.1
Bachelor Degree 90 212 83.3 87.6
Master’'s Degree 12 20 111 8.3
Above master's Degree 1 - 0.9 -
Total 108 242 100 100
Salary

Less than 3000 - 32 - 13.2
3001-6000 21 166 19.4 68.6
6001-9000 73 21 67.6 8.7
9001-12000 10 14 9.3 5.8
12001-15000 2 9 1.9 3.7
Greater than 15,000 2 - 1.9 -
Total 108 242 100 100

" Source: own survey, 2017

As have seen from table 4.3 out of the total D&pomdents 65.7% (71) were male while the

remaining 34.3% (37) were female. Similarly, in tteseof CBE out of the total respondents

57% (138) were male while the remaining 43% (10d)erMfemale.

The largest groups of DB respondents which cori@i2 % (65) were aged between 20 and 30.
And 37 % (40) of the respondents were between 3amD2.8 % (3) of the respondent were

between 41-50.
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Likewise, the largest groups of CBE respondentsivibbntain 80.2 % (194) were aged between
20 and 30. 14.5 %( 35) were between31-40. 4.5 %(kte aged between41-50. And 0.8 %( 2)

were above 51.

Regarding to educational level, the largest grotiDB® respondents which make 83.3% (90)
were BA holder, 11.1% (12) of the respondent haesters Degree, 4.6% (5) of the respondent
have diploma and the remaining 0.9% (1) of theaedpnt have above Masters Degree. In the
same way, the largest numbers of CBE respondentsinguded under BA holder group which
makes 87.6% (212). 8.3% (20) of the respondent Masters Degree and 4.1% (10) of the

respondent have diploma.

With regard to experience, out of the total DB wmextents 43.5% (47) have 2-5years work
experience, 34.3%(37) of the respondent have 5d#rsyexperience. 17.6 %( 19) of the
respondent have less than two years work experigkee 4.6 %( 5) of the respondent have
more than 15 years work experience. However, otlh@total CBE respondents 39.7% (96) of
the respondent have2-5 years work experience.%®4 94) of the respondent have less than two
years work experience. 17.4 %( 42) of the respankdawve 5-10 years experience. 4.1 %( 10) of
the respondent have 10-15 years of experience An%@10) of the respondent have more than

15 years experience.

With regard to salary level, the largest group & @spondent 67.6 %( 73) got 6001-9000 Birr.
19.4 %( 21) of the respondent got between 3001-@if00 9.3 %( 10) of the respondent got
9001-12 000. 1.9 %( 2) of the respondent got 12IB00 and 1.9 %( 2) of the respondent got
greater than 15000 Birr. On the other hand thesktrgroup of CBE respondent 68.6 %( 166) got
3001-6000. 13.2 %( 32) of the respondent got leaa 8000. 8.7 %( 21) of the respondent got
between 6001-9000. 5.8 %( 14) of the respondent9§@t1-12000 and 3.7 %( 9) of the
respondent got between 12001-15000 Birr.

Data Reliability

Cronbach’s alpha reliability test was run on th&adallected to determine the reliability of the
data. Results showed that all the values were aboi@indicating acceptable reliability (Table
4.2). Nunally (1978) cited in Abreham (2015) suggd<hat the minimum of 0.70 would be an
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acceptable level. Therefore the nine dimensionslai§ Satisfaction were found to be an

acceptable in their internal consistency and thenelmeasuring the dimensions of interest.

Table 4.3: Cronbach’s Alpha Reliability Test Result

Factors of the Job Satisfactions Cronbach’s Alpha
Pay 744
Promotion .740
Supervision .803
Fringe Benefits .815
Contingent reward .844
Operating Procedure .851
Co-worker 751
Nature of work 775
Communications 713

4.2Assessment of Factors Affecting Job Satisfactioof Employees in CBE North Addis
District City Branches

4.2.1Pay and Remuneration

As presented in Table 4.4 below, one of the mogbmant factors that affect job satisfaction is
salary. Companies need to have an instrument icepi@ assess employee performance and
provide salary increases. Prospect to earn specetives, such as bonuses, extra paid time off
or vacations also bring stimulation and higher galisfaction. There is no doubt that monetary
rewards play a very influential role in determinjod satisfaction. Pay is one of the fundamental
components of job satisfaction since it has a phweffect in determining job satisfaction.
Accordingly the mean value of pay and remuneratwere 3.10. This implies that the
respondents were nether agree nor disagree bydtganization pay and remuneration. As it
can be seen from the table the highest mean scaseoitained from | feel appreciated by the

organization when | think about what they pay mieatThad the mean value of 3.5 and relatively
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it was the highest score from other. The lowestnrszre is obtained in the statement which
asks Raises are too many and frequent.

Table 4.4: the mean value of Pay and Remuneration

| FEEL | AM RAISES ARE | FEEL | FEEL
BEING PAID A TOO MANY APPRECIATED BY SATISFIED Pay and
FAIR AMOUNT AND THE WITH MY Remuneration
FOR THE FREQUENT. ORGANIZATION CHANCES FOR
WORK | DO WHEN | THINK SALARY
ABOUT WHAT INCREASES
THEY PAY ME.
Valid 242 242 242 242 242
N Missing 0 0 0 0 0
Mean 3.13 2.83 3.50 2.97 3.10

Source: own survey, 2017

4.2.2Promotion Opportunities

Promotion provides employees with opportunitiesgersonal growth, more responsibilities and
also increased social status. Employees seek piamuoolicies and practices that they perceive
to be fair and unambiguous and in line with thexpextations. Research indicates that
employees who perceive that promotion decisionshvade in a fair and just manner are most
likely to experience job satisfaction.

Accordingly the mean value of Promotion Opport@stiwvas 2.98 (it was almost Neutral).
Relatively the highest mean score is obtained fitmenstatement People get ahead as fast here as
they do in other place. That had the mean valu2@8.The lowest mean score was obtained on
There is really high chance for promotion on my.jdbe respondents were disagree by this
statement and which had the mean value of 2.76refdre the general perception of CBE

employees related to promotion opportunities isna¢u
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Table 4.5: The mean value of promotion opportunitis

THERE IS THOSE WHO DO PEOPLE GET | | AM SATISIED

REALLY HIGH | WELL ON THE JOB AHEAD AS WITH MY PROMOTION
CHANCE FOR STAND A FAIR FAST HERE AS| CHANCES FOR| OPPORTUNI
PROMOTION CHANCE OF THEY DO IN PROMOTION TIES
ON MY JOB. | BEING PROMOTED| OTHER PLACES
Valid 242 242 242 242 242
N Missing 0 0 0 0 0
Mear 2.7¢€ 3.08 3.0¢€ 3.04 2.980¢

Source: own survey, 2017

4.2.3 Immediate Supervisor

People who enjoy working with their supervisorsiviié more satisfied with their jobs and
satisfaction with supervisors was related to orgaional and team commitment, which in turn

resulted in higher productivity, lower turnover aadreater willingness to help.

As it can be noted from the below table the meaoresof Immediate Supervisor was

2.78(Disagree). Relatively the highest mean scas @btained on my Supervisor shows high
interest in the feelings of subordinate which hiagl tnean value of 2.93. It is more related to
neutral (nether agree nor disagree). Relatively ltveest mean score was obtained on my
supervisor is fair to me which was (2.62). The cesfents were disagree by the statement.
Generality the mean value of Immediate Supervisas \#.78 which represent most of the

respondent were not happy by their supervisor).

Table 4.6: The Mean Value of Immediate Supervisor

MY SUPERVISOR MY SUPERVISOR | LIKE MY
IS QUITE MY SHOWS HIGH SUPERVISOR
COMPETENT IN SUPERVISOR INTEREST IN THE IMMEDIATE
DOINGHISOR | © "7 | FEELINGS OF SUPERVISOR
HER JOB ME SUBORDINATES.
Valid 242 242 242 242 242
N Missing 0 0 0 0 0
Mear 2.71 2.6z 2.9¢ 2.8¢ 2.786:

Source: own survey, 2017
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4.2.4 Monetary and Nonmonetary Fringe Benefits

It includes insurance payment and retirement galyment for time not worked, medical plans
and different allowances, extra cash payment dtieer bonus based on performance and cost of

service and so on.

Accordingly to Monetary and Nonmonetary fringe B&nhhad a mean score 3.11 (it is Neutral)
the respondent were nether agree nor disagredaitedeto fringe benefit. Relatively from this
factor the highest score was the benefits we recaire as good as most other organizations
Offer. That had a mean score 3.23 and relativetylthvest score on | am satisfied with the
benefits | receive. It had a mean value of 2.68.tl8s factors some of the respondents were

disagree. in general the total mean of this factere neutral.

Table 4.7: The mean value of Fringe Benefits

| AM THE BENEFITS| THE BENEFIT | THERE ARE NO| MONETARY
SATISFIED WE RECEIVE | PACKAGE WE | BENEFITS WE AND
WITH THE ARE AS GOOD HAVE IS DO NOT HAVE | NONMONE
BENEFITS | AS MOST EQUITABLE WHICH WE TARY
RECEIVE OTHER SHOULD HAVE.| FRINGE
ORGANIZATIO BENEFITS
NS OFFER
Valid 242 242 242 242 242
N Missing 0 0 0 0 0
Mear 2.6¢ 3.2¢ 2.9¢ 3.1( 3.119¢

Source: own survey, 2017

4.2.5 Contingent Rewards

According to Spector (1997), examples of contingemtards are appreciation, recognition and
rewards for good work. Employee dissatisfaction mesult if an employee perceives that their
efforts are not recognized or that their rewards raot equitable tied to their performance or
tailored to their needs (Robbins 1993). Contingemtards support the reinforcement theory of
motivation, in terms of which performance-relevdrghaviors will increase in frequency if

rewarded (Spector 2008). From these factors thenmalae was 2.60, which represent disagree.
Relatively the highest mean of this factor was 3&t were ‘when | do a good job I receive the

recognition for it that | should receive’. It indi® that most of the respondents were in between
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nether accept not reject the statement. And alatively the lowest score on 2.07 | feel that the

work | do is appreciated.

Table 4.8: The mean value of Contingent Rewards

WHEN | DO A GOOD | FEEL THAT THERE ARE | FEEL MY
JOB | RECEIVE THE THE WORK | MANY EFFORTS ARE
RECOGNITION FOR IT DO IS REWARDS FOR| REWARDED THE| CONTINGEN
THAT | SHOULD APPRECIATED.| THOSE WHO WAY THEY T REWARDS
RECEIVE WORK HERE SHOULD BE

Valid 242 242 242 242 242
N Missing 0 0 0 0 0
Mean 3.31 2.07 2.40 2.62 2.6033

Source: own survey, 2017

4.2.6 Operating Police and Procedures

Perceptions of fairness are important determinahtseople’s behavior and reactions to work
(Spector 2008). According to Martins and Coetze®073, employee motivation and
organizational culture are affected by how an elygdés needs and objectives are integrated
with the needs and objectives of the organizatimrk—life balance practices and physical work
environment. Work fulfils an individual’'s social d@r need. Therefore, having friendly and

supportive co-workers leads to increased

Job satisfaction (Robbins 1993). dlsserved in Table 4.9 the total mean value of dperaolicies
and procedure were 3.00 this also neutral. Mo#t®@fespondents nether agree nor disagree by the
statement. Relatively the higher score on | dohaee too much paper work. The mean valaes

3.28, and also relatively the lowest mean scorelwasnot have too much to do at work. Which

had 2.81 the respondents were disagree by this fact
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Table 4.9: The mean value of Operating Police androcedures

MANY OF OUR THERE ARE NO| I DO NOT HAVE| DO NOT
RULES AND OBSTACLES | TOOMUCH TO | HAVE TOO | OPERATING
PROCEDURES MAKE| THAT BLOCK DO AT WORK MUCH POLICIES
DOING A GOOD JOB| MY EFFORTS PAPER AND
DIFFICULT TO DO A GOOD WORK PROCEDURES
JOE
Valid 24z 24z 24z 24z 24z
N Missinc 0 0 0 0 0
Mean 2.95 2.98 2.81 3.28 3.0052

Source: own survey, 2017

4.2.7 People you work with

Another Factors which influences job satisfacti®thie extent to which co- workers are friendly,

competent and supportive (Robbins et al., 20033eRech indicates that employees who have

supportive co-workers will be more satisfied witteit jobs (Aamodt, 2004; Robbins, 1989;

2005). This is mainly because “the work group normallyvesras a source of support, comfort,

advice and assistance to the individual workertinkithis factor the highest mean score on there is

too little bickering and fighting at work, the mewaalue was 4.05 which is related to Agree and the

lowest mean score on | find | have to work equéadil my job because of the competence of people |

work with. That had the mean value of 3.10. In gahthe mean value of People you work whidd

a mean score of 3.73, which is the relatively hggieom all other factors. Even though which

also in the range of between neutral and Agree.

Table 4.10: The Mean Value of People you work with

| LIKE THE I FIND | HAVE |1 ENJOY MY CO| THERE IS TOO
PEOPLE | TO WORK WORKERS LITTLE
WORK WITH | EQUTIABLE AT BICKERING
MY JOB AND FIGHTING PEOPLE
BEC?;J:E OF AT WORK. YOU WORK
COMPETENCE WITH
OF PEOPLE |
WORK WITH
Valid 242 242 242 242 242
Missing 0 0 0 0 0
Mean 3.89 3.10 3.89 4.05 3.7324

Source: own survey, 2017
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4.2.8 Job Task Themselves

The content of the work performed by employees meagor predictor of job satisfaction. Not

surprisingly, “research is fairly clear that empmeg, who find their work interesting, are more
satisfied and motivated than employees who do nplyeheir jobs”. Employees tend to prefer
jobs which afford them the opportunity to applyitrekills and abilities, offer them variety and

freedom as well as jobs where they get constaabiesk on how well they are doing. From this
factor the total mean was 2.90 which is betweeaglee and neutral. Relatively from this factor
the highest mean score was | fell a sense of mmidi®ing my job, which had the mean score of
3.14 which also were neutral (nether agree norgdesg. The lowest mean in this factor were |
always feel my job is meaning full, which were 2.@6was totally disagree and implies that

most of the respondents were not fell their joimeaningful.

Table 4.11: The mean value of Job Task Themselves

| ALWAYS | LIKE DOING || FELL A SENSE MY JOB IS
FEEL MY JOB | THE THINGS | OF PRIDE IN ENJOYABLE JOB TASK
IS MEANING DO AT WORK | DOING MY JOB THEMSELV
FULL. ES
Valid 242 242 242 242 242
N Missing 0 0 0 0 0
Mear 2.6€ 3.12 3.1 2.72 2.909:

Source: own survey, 2017

4.2.9. Communication

The formation of specific goals, feedback on pregr®wards these goals, and reinforcement of
desired behavior all stimulate motivation and regwommunication. The fewer distortions,
ambiguities and incongruities that occur in comroation within organizations, the more
satisfied employees will feel with regard to theork (Robbins 1993). As mentioned in table
4.12 the total mean value of this factor was 3villlich represent neutral. Relatively the highest
score for this factor was the goals of this orgatan are clear to me. It had the mean value of
4.22; most of the respondents were agree by thenstat. And also relatively the lowest mean

was scored on work assignments are fully and sleagplained, this had the mean value of 2.53.
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Table 4.12: The Mean Value of Communications

COMMUNICATIO | THE GOALS | | OFTEN FEEL WORK
NS SEEM GOOD OF THIS THAT | KNOW | ASSIGNMENTS
WITHIN THIS ORGANIZATI VERY WELL ARE FULLY COMMUNICA
ORGANIZATION ON ARE ABOUT WHAT | AND CLEARLY TION
CLEARTO IS GOING ON EXPLAINED.
ME. WITH THE
ORGANIZATIO
N.
Valid 24z 24z 24z 24z 24z

N Missinc 0 0 0 0 0
Mean 3.25 4.22 2.89 2.53 3.1395

Source: own survey, 2017

4.3Assessment of factors affecting job satisfactiasf employees in Dashen Bank North
Addis District City Branches.

4.3.1 Pay and Remuneration

Payment is also referred as salary or remuneraisignificantly found to motivate individuals.
Arnolds and Boshoff (2001) found that managers emgloyees are significantly motivated by
monetary rewards. They added that remuneration gggsk of top managers and employees
should be linked to motivational interventions tlsatisfy the self actualization and growth
needs of top managers. For example, by linking'gahereases and performance bonuses to the

successful completion of challenging assignments.

As it can be noted from the below table the meamesof Pay and Remuneration is 3.95, which
represent the respondents were agree by theiriaegeom pay and Remuneration. Relatively the
highest mean score is obtained on | feel satisfigl my chances for salary increases, which
had the mean value 4.02.whereas relatively thedowean score is obtained on Raises are too
many and frequent, the mean value of 3.89. Gewearadist of the respondents were agree about

their organization pay and remuneration.
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Table 4.13: The mean value of Pay and Remuneration

| FEEL | AM RAISES ARE | FEEL | FEEL SATISFIED
BEING PAID A TOO MANY APPRECIATED WITH MY
FAIR AMOUNT AND BY THE CHANCES FOR PAY AND
FOR THE FREQUENT. | ORGANIZATION SALARY REMUNERATI
WORK | DO WHEN | THINK INCREASES ON
ABOUT WHAT
THEY PAY ME.
Valid 108 108 108 108 108
N Missing 0 0 0 0 0
Mear 3.9¢ 3.8¢ 3.94 4.0z 3.951¢

Source: own survey, 2017

4.3.2. Promotion Opportunities

Promotion opportunity means a chance to advanci igra chance to promote from lower

position to a higher or the next higher positioor Bny employee promotion opportunity is a

very essential term in his work. If the promotiopportunity of an organization is very low,
employees’ turnover of that organization will ber@ased.

Promotion is also known as advancement, is a motivand should therefore build strong levels
of motivation (Oosthuizen, 2001). His research¢atkd that this factor contributes significantly
to the dissatisfaction of employees. Accordinglg thean value of Promotion Opportunities is
3.92 which is relative to agree. The respondentse vi@ppy by their organization promotion
Opportunities. The highest mean score is obtaimethere is really high chance for promotion
on my job, it had 4.14 mean value. Which indicdtat tthe respondents were agree by their
organization chances for promotion. Relatively tbeest mean score is obtained on | am
satisfied with my chances for promotion; this hiael nean value 3.83.

Table 4.14: The mean value of Promotion Opportunits

THERE IS THOSE WHO DO PEOPLE GET I AM
REALLY HIGH | WELL ON THE JOB AHEAD AS SATISFIED PROMOTION
CHANCE FOR STAND A FAIR FAST AS THEY WITH MY OPPORTUNI
PROMOTION | CHANCE OF BEIING| DO IN OTHER | CHANCES FOR TIES
ON MY JOB. PROMOTED PLACES PROMOTION
N Valid 108 108 108 108 108
Missing 0 0 0 0 0
Mean 4.14 3.87 3.86 3.83 3.9259|

Source: own survey, 2017
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4.3.3. Immediate Supervisor

Supervisor support is one of the important factiorsemployee job satisfaction. Supervisor
support is defined as the extent to which leadars about their employees’ welfare and value
their contributions. A leader with high supervisaupport is one that makes employees feel
appreciated, heard and cared about. ResearcherBuikkingham & Coffman in Break All the
Rules, (1999) have found that the talented employag join an organisation for many reason,
but how long that employee stays and how produdta/she is while there is determined by the
relationship with the immediate supervisor. The meeore of immediate supervisor was 4.10,
which indicate that the respondents were agreddtatement. Relatively the highest score on
my supervisor is quite competent in doing his/ jodr, which had the mean value of 4.24.
Relatively the lowest mean score is obtained onsopervisor is fair to me, but it also in the
range of agree. This had the mean value 4.02 andhtist of respondents were happy by their
Immediate Supervisor

Table 4.15: The Mean Value of Immediate Supervisor

MY SUPERVISOR MY MY SUPERVISOR | LIKE MY
IS QUITE SUPERVISOR I§ SHOWS HIGH SUPERVISOR | IMMEDIATE
COMPETENT IN FAIR TO ME. INTEREST IN SUPERVISOR
DOING HIS/HER THE FEELINGS
JOB OF
SUBORDINATES.
Valid 108 108 108 108 108
Missing 0 0 0 0 0
Mean 4.24 4.02 4.13 4.03 4.1042

Source: own survey, 2017

4.3.4 Monetary and Nonmonetary Fringe Benefits

Benefit refers to employee’s satisfaction with pensmedical schemes and leave. Lam’s et al.
(2001) research found that that monetary and noetaoy fringe benefit has positive

relationship with overall job satisfaction. As miened table 4.16 the total mean value of fringe
benefit were 4.00, Which represent the respondeevagree about the benefit they receive
from their organization. Relatively the largest mealue was the benefits we receive are as
good as most other organization offer. That hadniean value of 4.05 which represent the
respondents were agree and also relatively thedomean score were | am satisfied with the

benefits | receive. That had the mean score 386 ,also indicate the respondents were almost
agree by the statement.
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Table 4.16: The mean value of Monetary and Nonmonaty Fringe Benefits

| AM THE BENEFITS THE BENEFIT | THERE ARE NO
SATISFIED WE RECEIVE ARE| PACKAGE WE | BENEFITS WE | MONETARY
WITH THE AS GOOD AS HAVE IS DO NOT HAVE AND
BENEFITS | MOST OTHER EQUITABLE WHICH WE NONMONET
RECEIVE. ORGANIZATIONS SHOULD HAVE.| ARY FRINGE
OFFEF BENEFITS
Valid 10¢ 10¢ 10¢ 10¢ 10¢
N Missinc 0 0 0 0 0
Mean 3.95 4.05 3.99 4.04 4.0069

Source: own survey, 2017

4.3.5 Contingent Rewards

Recognition is the acknowledgement of the contidsubf a person, to express appreciation or
to reward the individual for the accomplishmentdask. The mean score of contingent Reward
were 3.92, which indicate that the respondents \abr®st agree about reward system of their
organization. Relatively the highest score on treee many rewards for those who work here.

That had the mean value of 4.06, and also relgtitred lowest score on | fell my efforts are

rewarded the way they should be. That had the melaie of 3.77, it represent neutral.

Table 4.17: The Mean Value of Contingent Rewards

WHEN | DO A GOOD| | FEEL THAT THERE ARE | FEEL MY
JOB, | RECEIVE THE| THE WORK | MANY EFFORTS ARE
RECOGNITION FOR DO IS REWARDS REWARDED CONTINGENT
IT THAT | SHOULD | APPRECIATED.| FOR THOSE THE WAY REWARDS
RECEIVE WHO WORK | THEY SHOULD
HERE. BE.
Valid 108 108 108 108 108
N Missing 0 0 0 0 0
Mear 3.97 3.92 4.0€ 3.77 3.928:

Source: own survey, 2017
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4.3.6 Operating Policies and Procedures

Perceptions of fairness are important determinahtseople’s behavior and reactions to work
(Spector 2008). According to Martins and Coetze®073, employee motivation and
organizational culture are affected by how an erygdds needs and objectives are integrated
with the needs and objectives of the organizatimrk—life balance practices and physical work
environment. Work fulfils an individual's socialder need.

As observed in Table 4.18 the total mean value ofaipey policies and procedure were 3.96, this
also indicate the respondents were agree by ttenstat. Relatively the higher score on there are no
obstacles that block my efforts to do a good jble, nean valugvas 4.02 and also relatively the
lowest mean score on many of our rules and proesduake doing a good job difficult, this had

3.91 mean values, even if the respondent were agree

Table 4.18: The mean value operating Policies and&edures

MANY OF OUR | THERE ARE NO| | HAVE NOT I HAVE NOT
RULES AND OBSTACLES | TOO MUCH TO TOO MUCH OPERATING
PROCEDURES| THAT BLOCK DO AT WORK PAPER WORK | POLICIES AND
MAKE DOING MY EFFORTS PROCEDURES
A GOOD JOB | TO DO A GOOD
JOB.
Valid 108 108 108 108 108
N Missing 0 0 0 0 0
Mear 3.91 4.0z 3.9¢ 3.94 3.963(

Source: own survey, 2017

4.3.7 People you work with

Another dimension which influences job satisfactisnthe extent to which co-workers are
friendly, competent and supportive (Robbins et 2003). Research indicates that employees
who have supportive co-workers will be more saidfwith their jobs (Aamodt, 2004; Robbins,
1989; 2005)There is a natural desire of human beings to iotevéh others and so existence of
groups in organization is common observable fahts Tharacteristic results informal of work

group in the work place. The work group make usa tgmarkable influence on the satisfaction
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of employees. The satisfaction of an individuadlépendent largely on the relationship with the

group member, group dynamics, group cohesivenaskiarown need for affiliation.

As mentioned table 4.19 the total mean value opReygou work with were 3.98, it represent the
respondent were almost agree. Relatively the higgeese on | like the people | work with. That

had 4.18 mean values, this implies that most ofréspondents were agree they like their co-
worker and also relatively the lowest mean scoréamoy my co-workers it had the mean value

of 3.99 still the respondents were agree on thiestent.

Table 4.19: The mean value of people you work with

| LIKE THE | FIND | HAVE TO I ENJOY MY THERE IS TOO
PEOPLE | WORK EQUITABLE | CO-WORKERS LITTLE
WORK WITH AT MY JOB BICKERING
BECAUSE OF THE AND FIGHTING PEOPLE
COMPETENCE OF AT WORK. YOU WORK
PEOPLE | WORK WITH
WITH
Valid 108 108 108 108 108
N Missing 0 0 0 0 0
Mear 4.1¢€ 4.0: 3.9¢ 4.0z 3.988¢

Source: own survey, 2017

4.3.8 Job Task Themselves

This term describes the working condition of a givask; employees are highly motivated with
good working conditions as they provide a feelirfgsafety, comfort and motivation. On
contrary, poor working conditions bring out a fedbad health in employees. Employees prefer
work that is mentally challenging in that it progglthem with opportunities to use their skills
and abilities and offers a variety of tasks, freadand feedback on how well they are doing
(Robbins, 1993).

Accordingly the mean value of job task themselvas ®.83, which reflect the respondents were
between neutral and agree. The highest mean ssoobtained on | always feel my job is
meaning full. It had the mean value of 3.93, whictlicate that the respondents were almost
agree about the statement. Relatively the lowesinnseore was obtained | like doing the things
| do at work, this had the mean value 3.76.
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Table 4.20: The mean value of Job Task Themselves

| ALWAYS | LIKE DOING |IFEEL A SENSE| MY JOB IS
FEEL MY JOB | THETHINGS| | OFPRIDEIN | ENJOYABLE | JOB TASK
IS MEANING | DO AT WORK | DOING MY JOB THEMSEL
FULL. VES
Valid 108 108 108 108 108
N Missing 0 0 0 0 0
Mean 3.93 3.76 3.83 3.83 3.8380,

Source: own survey, 2017

4.3.9 Communication

The formation of specific goals, feedback on pregr®wards these goals, and reinforcement of

desired behavior all stimulate motivation and reguwommunication. The fewer distortions,

ambiguities and incongruities that occur in comroation within organizations, the more

satisfied employees will feel with regard to thework (Robbins 1993). As mentioned in table

4.21 the total mean value of this factor was 3v@lich represent agree. Relatively the highest

score for this factor was the goal of this orgatraare clear to me and work assignments are

fully and clearly explained both had the mean vaiti8.99, and also relatively the lowest mean

was scored on Communications seem good withindtganization, this had the mean value of

3.82.
Table 4.21: The Mean Value of Communications
COMMUNICATIO | THE GOALS OF| | OFTEN FEEL WORK
NS SEEM GOOD THIS THAT | KNOW | ASSIGNMENTS
WITHIN THIS | ORGANIZATIO | VERY WELL ARE FULLY [ COMMUNI
ORGANIZATION | N ARE CLEAR | ABOUT WHAT IS | AND CLEARLY [ CATIONS
TO ME. GOING ON WITH | EXPLAINED.
THE
ORGANIZATION.
Valid 10¢ 10¢€ 10¢ 10¢ 10¢
N Missinc 0 0 0 0 0
Mean 3.82 3.99 3.83 3.99 3.9097

Source: own survey, 2017
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Table 4.22: Descriptive Analysis about Comparisonfdvlean between each Factor of Job

Satisfaction

Factors affecting Commercial Bank of Ethiopia Dashen Bank

job satisfaction Mean Std. Deviation Mean Std. Deviation
Pay 3.10 74 3.95 50
Promotion 2.98 71 3.92 A7
Supervision 2.78 57 4.10 48
Fringe benefits 3.11 73 4.00 .53
Contingent Reward 2.60 72 3.92 .52
Operating 3.00 .64 3.96 .56
Procedures
Co-workers 3.73 .69 3.98 46
Nature of work 2.90 73 3.83 A7
Communication 3.13 57 3.90 42
Over all job
Satisfaction 3.03 3.95

Source: own survey, 2017

The above table shows that the overall Job Satisfamean score for the two banks (CBE and
DB) was 3.03 and 3.95 respectively which is in thege of between neutral and agree. This
indicates that respondents perceived the ovetalsadisfaction of the two banks was neutral for
CBE and agree for DB. It is perceived that reldyiV@B employees got better job satisfaction

than CBE employees.

As we have seen from the above table CBE paymetudrfacore the mean of 3.10 and DB 3.95,
which indicate that DB employees were almost datisby their organization payment structure
than CBE employees. When we come to the PromoS8ampervision, and Fringe Benefit the
mean score of CBE and DB were 2.98, 2.78, 3.11339®, 4.10, 4.00 respectively. This implies
that by promotion opportunity staff of CBE emplogegere neutral (nether agree nor disagree)
in the supervision factor of CBE employees wersatisfied by their organization. Whereas, DB

employees were satisfied by promotion opportungied supervision style of their organization.
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In fringe benefit CBE employees were neutral netiagisfied nor dissatisfied but DB employees

were satisfied by the benefits they receive froeirtbrganization.

The other factor Contingent Reward, Operating lokmd Co-workers CBE and DB employees
score the mean value of 2.6, 3.00, 3.73 and 3.98, &1d 3.98 respectively. It indicates that by
the reward factor CBE employees were dissatisfigdB employees were satisfied by reward
system of their organization. In operating policed aco-worker factor CBE employees were

between neutral and agree. On the contrary DB grapbowere satisfied by the two factors.

In the last factor Nature of the work and Commuinices the mean value of CBE and DB
employees were 2.90, 3.13 and 3.83, 3.90 respéctiVhis implies that by nature of the work
and communication factor CBE employees were neutriaéreas DB employees were between

neutral and agree.

4.2. Correlation

To find out the relationship between Factor of fedtisfaction and employees job satisfaction,
Pearson’s correlation coefficient (r) which measutke strength and direction of a linear
relationship between two variables is used. Valoksearson’s correlation coefficient are
always between -1 and +1. A correlation coefficieht+1 indicates that two variables are
perfectly related in a positive sense; a corretatioefficient of -1 indicates that two variables ar
perfectly related in a negative sense, and a atioel coefficient of O indicates that there is no
linear relationship between the two variables. # loorrelation coefficient; 0.1-0.29 suggests
that the relationship between two items is weakanr-existent. If r is between 0.3 and 0.49 the
relationship is moderate. A high correlation caméint i.e. >0.5 indicates a strong relationship
between variables. The direction of the dependariable's change depends on the sign of the
coefficient. If the coefficient is a positive nunibéhen the dependent variable will move in the
same direction as the independent variable; ifdbefficient is negative, then the dependent
variable will move in the opposite direction of thedependent variable. The table below

presents the result of the correlation analysisemesing bivariate correlation.
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Table 4.23: Correlation

Commercial Bank of Ethiopia Dashen Bank s.c
Variables Overall Job Satisfaction
Pearson Sig. ( 2- Pearson Sig. ( 2- tailed)
Correlation tailed) Correlation
Pay .568 .000 514 .000
Promotion 491 .000 516 .000
Supervision 446 .000 A74 .000
Fringe Benefits 489 .000 483 .000
Contingent Reward 418 .000 480 .000
Operating procedures .385 .000 444 .000
Co-workers A75 .000 481 .000
Nature of work 454 .000 .488 .000
Communications 430 .000 465 .000

Source: own survey, 2017

The result in the above table 4.23 shows that pay568, p<0.01) was strong and significant
relationship with employees job satisfaction in CH&wise in DB pay (r= .514, p< 0.01) was
strong and significantly relationship with emploggeb satisfaction. It means that increase or

decreases in pay will bring corresponding changamployee job satisfaction.

Result reported in the above table show that prmmoOpportunities also significantly
correlated with employees job satisfaction (r= ,4840.01) in CBE and (r= .516, p<0.01) in DB.
Which indicate that change in promotion resulthamge in Job Satisfaction of employees’.

As it can be seen in the above table supervisaoiof (r=.446, p<0.01) in CBE and (r= .474,
p<0.01) in DB. This indicates that there is moderand significant relationship between

supervision and employees job satisfaction on batiks.

A statistical moderate and significant relationsivgs also observed between Fringe Benefit and
employees job satisfaction (r=.489, p<0.01) in GBid (r=.483, p<0.01) in DB.

As indicated in Table 4.23 Contingent Reward haslenate and significant relationship with
employees job satisfaction with coefficient (r=.4p% 0.01) in CBE and (r= .480, p<0.01) in
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DB. Operating procedure was also moderate andfiigni relationship with employees job

satisfaction (r=3.85, p<0.01) in CBE and (r= .4@40.01) in DB.

A statistical significant and moderate relationshigs observed between co-workers, nature of

the work and communications with employees jobsgattion (r= .475, p<0.01), (r= .454,
p<0.01) and (r=.430, p<0.01) in CBE respectivelg &r.481, p<0.01), (r=.488, p<0.01) and
(r=.465, p<0.01) in DB respectively.

4.3. Regressions Analysis

Regression analysis is a statistical process fiamasng the relationships among variables. It

includes many techniques for modeling and analygegeral variables, when the focus is on the

relationship between a dependent variable and anenare independent variables. More

specifically, regression analysis helps one undatsthow the typical value of the dependent

variable changes when any one of the independenébles is varied, while the other

independent variables are held fixed. In this stuelyression analysis is used to identify the

Factors affecting job satisfaction dimension on lyges’ job satisfaction.

Table 4.24: Regression: Dependent variable (emplogs Job Satisfaction)

Commercial Bank of E Ethiopia | Dashen Bank S.C

Multiple Regression

R squared (R2) .708 .615
Adjusted R2 .696 579
Standard Error Sig F=17.361| Sig

228 | F=62.357| F=.000 .19832 F=.000
Variables B SEforB| T SEforB| T P
Payment 134 | .023 5.838 .000 .118 .053 2.028 .041
Promotion 137 | .023 6.048 .000 .116 .058 2.013 047
Supervision .087 | .029 3.044 003 .121 .048 2.540013 .
Fringe Benefits .98 .023 4.313 .000 .111 .048 2.323022
Contingent Reward .077| .050 1.532 127 1038 0.48 142. | .034
Operating Procedure| .090 .025 3.613 .000 .041 0.44 | 917 .361
Co-workers 125 | .023 5.393 .000 .103 0.55 1.887 2 .06
Nature of work 101 | .022 4.506 .000 .135 0.49 2.746.007
Communications .041| .064 .645 520 .064 0.56 1.134260

Source: own survey, 2017
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The result shown in table 4.24 indicate a relayivegh percentage of variation in employees job
satisfaction and can be explained by variablesredts the equation (R2=.708) and (adjusted
R2 = .696) in CBE and R2= (.615) and (adjusted F&9) in DB. Thus 69.6% of variance in
employees job satisfaction in CBE and 57.9% ofarare in employees’ job satisfaction in DB
can be explained by pay, promotion, supervisiomder Benefit, Contingent Reward, Operating
Procedure, Co-worker, Nature of Work, Communicatiorhe F ratio (62.357) (p<0.01) in CBE
and F (17.361) (p<0.01) indicate that regressionhendimensions assessed, expressed through
R2 are statistically significant. These variablescants for 69.6% of variance in employees job
satisfaction in CBE and for 57.9% of variance in.Diese findings suggest that unexplored

variables could count for the other variance in kyges’ job satisfaction.

4.4. The estimated Regressions model of CBE and DB

Yi =BO+B1X1+B2X2+B3X3+B4X4+B5X5+B6X6+B7X7+B8X8+B9X9

For CBE Employees Job satisfaction =
.222+.134pay+.137promotion+.087supervision+.098f&iBenefit+.077Contingent
rewards+.0900perating procedures+.125Co-workerdNafture of work+.041Communication.
For DB Employees Job Satisfaction = .856+.118pdyeptomotion+.121supervsion+.111Fringe
benefit+.103Contingent Reward+.0410perating Proaeet03co-worker+.135Nature of

work+.064Communications.

The standardized regression coefficient shows thpact of a unit change in independent

variable on dependent variable, employees’ jolstatdiion.
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Table 4.25: ANOV for Factor of Job Satisfaction andEmployees Job Satisfaction

Commercial Bank of Ethiopia Dashen Bank S.C

Sum of Mean Sum of Mean

squares DF | square F Sig. | squares| DF | square F Sig

Regression 29.423 | 9 3.269| 62.357.000 |6.146 | 9 .683 17.36]1 000

Residual 12.163) 232 .052 3.854 93 .039

Total 41.587| 241 10.000 10y

a. Dependent Variable: overall satisfaction
b.Predictors: (Constant), Factor affecting JobsEattion

F-test is used to test the impact of overall exgti@ry power of the whole model, or the joint
effect of all explanatory variables as a groupe.(kesting the overall performance of the
regression coefficients). It measures the stagéissignificance of the entire regression equation
rather than of each individual coefficient as thedt is designed to do the greater the value of F-
statistics, the more confident the researcher wbelthat variables included in the model have
together a significant effect on the dependentaide;, and the model has a high explanatory

power.

From the ANOVA table 4.25 it is identified that tlielue of F for CBE and DB was 62.357 and
17.361, p< 0.00lrespectively. This indicates tlmat overall model was fit and there was a
statistically significant association between fastalob Satisfaction and employees Job

satisfaction.
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CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND
RECOMMENDATIONS

5.1. Summary of Findings

By investigating the relationship between AssessmkRactors Affecting Job Satisfaction of

Employees’ in CBE and DB, the following findings meeeached.

» Descriptive statistic was used to indicate that iean of pay, promotion, supervision,
Fringe Benefits, Contingent Reward, Operating Ritaoe, Co-worker, Nature of work,
Communications. These are pay (mean=3.10), promofimean=2.98), supervision
(mean=2.78), Fringe Benefit (mean=3.11), Contingéetvard (mean=2.60), Operating
Procedure (mean=3.00), Co-worker (mean=3.73), Matof work (mean=2.90),
Communications (3.13) for CBE.

For DB, pay (mean=3.95), promotion (mean=3.92),esupion (mean=4.10), Fringe
Benefit (mean=4.00), Contingent Reward (mean=3.Opgrating Procedure (mean=3.96),
Co-worker (mean=3.98), Nature of work (mean=3.83pmmunications (mean=3.90).
The result has shown that DB employees were matisfisd by their job than CBE

employees.

» Correlation coefficient was computed for the pugpad determining the relationship
between factors of job satisfaction and employg#s’satisfaction in CBE and DB. There
was a positive and statistically significant redaship between the variables and the overall
Job Satisfaction of employees. For CBE, pay (r=.968.01), promotion (r=.491, p<0.01),
supervision (r=.446, p<0.01). Fringe Benefit (r-94p8<0.01), Contingent Reward (r=.418,
p<0.01), operating procedure (r=.385, p<0.01), Qoker (r=.475, p<0.01) nature of work
(r=.454, p<0.01) and Communications (r=.430, p&p.0

For DB pay (r=.514, p<0.01), promotion (r=.516, @0, supervision (r=.474, p<0.01),
Fringe Benefit (r=.483,p<0.01), Contingent Reward 480, p<0.01), operating procedure
(r= .444, p<0.01), Co-worker (r=.481, p<0.01), Naetwf work (r=.488, p<0.01), and
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Communications (r=.465, p<0.01). In both banksyvaliables show strong and moderate

relationship with employees’ job satisfaction.

» The present recommendations may be important fdE GiBher officials to be aware of
what factors were determined the level of employgds satisfaction .Because
employees job dissatisfaction is not only destugctor workers themselves but also for
the organization because ,when people fail to shpwfor work of quit their jobs,
valuable human resources are wasted and res@tanomic crisis .so CBE should
improve the observed gaps.

» 84ultiple regressions were done to ascertain tibenéxo which the variables mentioned
explain the variance in job satisfaction in botmks For CBE, ( adjusted R2= .696)
which indicates 69.6% of variance in job satisfactis explained by the variables pay,
promotion, supervision, Fringe Benefit, Conting&award, Operating Procedure, Co-
worker, Nature of work, and Communications. For D@adjusted R2= .579), in which
57.9% variation is explained by the variables gelcThe result indicated a relatively
high percentage of variation in job satisfaction b& explained by variables entered in
the equation.

» From the overall finding it is concluded that almbalf of the employees are satisfied
with their jobs and also from the demographic cbimm@stics marital status and
educational status have significant with job satgbn. Among the proposed
determinate factors it is concluded that naturgobf ,career advancement , pay and
benefit and interpersonal relationship are sigaificpredictor of the job satisfaction. If
these all factors become favorable for the empleyken job satisfaction level will be
enhanced.

The estimated model from the regression analysis:is

» For Commercial Bank of Ethiopia
Job Satisfaction = .222+.134pay+.137promotion+.0p&svision+.098Fringe Benefit + .077
Contingent rewards +. 090 Operating procedures2b Qo-workers + .101 Nature of work
+.041 Communication.

* For Dashen Bank S.C
.856+.118pay+.116promotion+.121supervsion+.111etegefit+.103Contingent

Reward+.0410perating Procedure+.103co-worker+.185Naf work+.064Communications.
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The standardized regression coefficient shows thpact of a unit change in independent

variable on the dependent variable: Employees db&faction.

ANOVA is identified that the value of F for CBE ardB was 62.357 and 17.361, p<
0.001respectively. This indicates that the ovenadidel was fit and there was a statistically

significant association between factors of JobsEattion and employees Job satisfaction.
5.2. Conclusion

Job satisfaction represents one of the most congrleas facing today’s managers when it comes
to managing their employees. Thousands of papetsregearch have been conducted on job
satisfaction all over the world. Many studies hdeenonstrated an unusually large impact on the
job satisfaction on the motivation of workers, whthe level of motivation has an impact on
productivity, and hence also on performance of ie&s organizations. There is a considerable
impact of the employees’ perceptions for the natfrdis work and the level of overall job
satisfaction. Pay and Remuneration has a greatcimpa the overall job satisfaction of

employees.

Factors affecting Job Satisfaction of employees waglored in this study including pay,
promotion, supervision, Fringe Benefit, Contingesvard, Operating Procedures, Co-workers,
Nature of work, and Communications. There was aifsogint and positive relationship between
in variables mentioned with employees’ job satisfac From the finding of the study, it can be
concluded that, out of nine factors of affecting J8atisfaction of employees’ dimensions,
relatively the highest mean score for CBE was Cokens whereas Contingent Reward had the
lowest mean score. For DB relatively the highesam&core was on supervision whereas Nature

of work had relatively the lowest mean score.

The study concluded that in order to gain competitadvantage and adapt to the dramatic
changing environment it is important for the orgations to achieve management efficiency by
increasing employee satisfaction. Therefore it osctuded that in order to keep employees
satisfied today, it takes an entirely different mggeh than it did just a few years ago. Now days
the relationship with co-workers and Supervisionthe most critical factor in keeping an

employee satisfied in today's business world.
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From the mean result of all dimensions we can $&ay the commercial Bank of Ethiopia
employees were neutral nether satisfied nor difsadi by the organization, whereas DB

employees were satisfied by their organization.
5.3. Recommendations

Based on the findings and conclusions of the stuldg, researcher forwards the following

recommendations.

» From the result the least job satisfaction levdtasn the Contingent Reward for CBE.
So the researcher suggests for top managemeng btk to provide sufficient level of
reward for its employees based on their performamgmin competitive advantage from
other bank and to keep their employees for longodenf time. For DB relatively the
least job satisfaction level is from nature of Wark, the researcher suggests that the top
management of the bank take innovative steps temakk more interesting in order to
increase the levels of job satisfaction of emplsydeurthermore, if a job is highly
motivating, employees are likely to be satisfiedhvthe job content and deliver higher

quality work.

» The overall Job Satisfaction of CBE employees wenatral; this means that they were
not satisfied. So that the bank management givh httention to their employees to
satisfy them in order to achieve the organizatioal gWith low employee’s motivation
and satisfaction level, it is very difficult to leeworld class bank by the year 2025 and

gain market share from other private banks.

» The banks management should also initiate mechantsmmprove communication
amongst workers in different units by developingoetter communication system.
Promotion should be regularly considered to rewgodd performance. However,
alternative forms of reinforcement should also h&oduced and used frequently,
including verbal reinforcement, letters of recogmtfor tasks performed well, priority
for short — and long term training for workers wégcel in their performance, and

creating an environment where good service gersesaé motivation for the workers.
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» Regarding the relationship between Factors jolsfsation dimensions with employees
overall job satisfaction the correlation analydiewss that there is a direct and positive
relationship between them. So, it is recommendatilihnks should give equal attention
for each component and improve them to increasdagmgs’ productivity. Appropriate
reinforcement should also be given for good serwil more focus on administering
positive reinforcement for work well done. In gemerbanks should have to make
improvement on all dimensions of job satisfactionarder to increase employees’
satisfaction .This will enable them maintain higkvél of competitiveness in retail

banking industry.
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APPENDIX

Addis Ababa University College of Business and Ecomics
Department of Public Administration and DevelopmentManagement

MASTER OF PUBLIC MANAGEMENT and POLICY

QUESTIONNAIRE TO BE FILLED BY EMPLOYEES OF COMMERCI AL BANK OF
ETHIOPIA AND DASHEN BANK S.C NORTH ADDIS DISTRICT

Dear Respondents,

This questionnaire is designed to gather infornmaéibout factors that affect job satisfaction of
employees in case of Commercial Bank of EthiopiBEL and Dashen Bank North Addis
District”. All responses will be used to conduct a study Fer partial fulfillment of Master’s
Thesis in Public Management and Policy. | woule lik assure you that you will be guaranteed
anonymity as | do not ask your name here and yespanses will not be used for any other

purposes other than the intended purpose. | arafgtdbr your cooperation in advance!
Section I1- Background information

Please indicate your choice by putting a thick marKv’) among the given alternatives

1. Age
A.20-30 ] B. 31-40 ] C. 41-50 ] D. above
2. GENDER:
A. Male[ ] B. Female]
3. How many years of experience do you have in youect organization?
A. Less than 2 yeafs] C. 5- 10 yeals] E. More than 15 Yeafs]
B.2-5yeard ] D. 10-15 yeprb

4. What is your educational qualification?
A. Diploma[ ] B. Bachelor Degrége] C. Master’s Degrefe |
D. Above master’s Degrée]
5. Monthly Salary Level (in Birr)
A. Less than 3000 ] B. 3001-6000[ ] C. 6001-9000]
D.9001-12000[] E. 12001-15000 F. Gredtant15,000
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Section |l

This part of questionnaire covers about factorsaiifig job satisfaction. Please indicate how much

you agree or disagree with each of the followiregeshentdy putting a thick mark+() that best

represents of your opinion. 1 indicates stronglgadree (SDA), 2 indicates disagree (DA), 3

indicates neutral (N), 4 indicates agree (A) amadicates strongly agree (SA).

No | Questions

| 1(SDAY 2(DA) | 3(N) | 4A) [ 5(SA)

Pay and Remuneration

6. | |feel |l am being paid a fair amount for the wouol

7. | Raises are too many and frequ

8. | | feel appreciated by the organization when | tt
about what they pay me.

9. | | feel satisfied with my chances for salary incess

Promotion Opportunities

1C | There is really high chance fpromotion on my jol

11 | Those who do well on the job stand a fair chanc
being promoted.

12 | People get ahead as fast here as they do in ddues

13 | I am satisfied with my chances for promo

Immediate Supervisor

14 | My supervisor is quite competent in doing his/her

15 | My supervisor is fair to m

16 | My supervisor shows high interest in the feelinfy
subordinates.

17 | Ilike my superviso

Monetary and Nonmonetary Fringe Benefits

18 | I amsatisfied with the benefits | recei

1S | The benefits we receive are as good as most
organizations offer.

2C | The benefit package we have is equit:

21 | There are no benefits we do not have which we st

have.

Contingent Rewards

22

When | do a good job, | receive the recognitionitf

that | should receive.
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No Questions 1(SDA) 2(DA) 3(N) 4(A) 5(SA)
23 | | feel that the work | do is appreciat

24 | There are many rewards for those who work

25 | | feel my efforts are rewarded tway they should b

Operating Policies and Procedures

26 | Many of our rules and procedures make doing a
job difficult.

27 | There are no obstacles that block my efforts ta
good job.

28 | I have too much to do at wo

29 | | have too much paperwo

People you Work with

30 | I like the people | work witl

31 | Ifind I have to work harder at my job becausehel
incompetence of people | work with.

32 | | enjoy my c-workers

33 | There is too little bickerir and fighting at worl

Job Tasks Themselves

34 | | always feel my job is meaning f
35 | I like doing the things | do at wol
36 | | feel a sense of pride in doing my |
37 | My job is enjoyable

Communication

38

Communications seem good within this organiza

3¢

The goals of this organization are clear to

4C

| often feel that | know very well about what s
on with the organization.

41

Work assignments are fully and cleeexplainec
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Overall Job Satisfaction

Please ticky\) on the overall job satisfaction

highly
dissatisfied (1)

Dissatisfied

(@)

Neutral

®3)

Satisfied
4)

Highly
satisfied (5)

Source: Spector, P. E. (1985).

Thank You for Taking Your Time To Fill This Questiaire!!!.
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