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Abstract

The objective of this research study was to investigate the effects of” employee’s job
satisfaction on the turnover intentions in the Ethiopian mining industry, focusing on the
cluster of the north and north eastern Ethiopia’s large scale Mining companies. Census
survey was conducted out of all the estimated population of 152 employees of the stratified
mining companies in the selected cluster. The correlation data analysis showed that the
extrinsic factor, the ‘company policy’ has a significant negative impact on the effects of
employee’s job satisfaction in the selected mining companies of the target areas to the

turnover intention.

Based on the regression analyses of the data, ‘the company policy’ was high and negative in
the regression expression but there was no independent variable that made unique
contribution to the prediction of the turnover intention of the employees of selected mining
companies of north to northeastern Ethiopia.

It is suggested the management of the case study mining companies to take appropriate
attention and measures in addressing the factors of employee’s job dis- satisfaction with the
turnover intention which have shown statistically significant correlation as well as high beta
values of the regression analyses. It would be also good to further study on few of the
selected independent variables in similar clusters and other parts of the country’s mining

activities.

Key words: Job satisfaction, turnover intention, Mining operations, Large scale Mining
license, Ministry of Mines and petroleum



CHAPTER ONE

1. INTRODUCTION

The introduction part of this research proposal consists of different sections that have been
discussed in detail about the background of the research and the case study organizations,
statement of the problem, objective (s) of the study and research questions, significance of the

study, scope and limitation of the study, and organization of the proposal, and few others.

1.1 Back ground of the study

There is a level of job satisfaction for each person and each job performed. Problems occur
when people are not happy with their jobs. In this research proposal the effects of employee’s
job dissatisfaction on turnover intentions has been investigated in the selected target mining

companies which are geographically located in the north to north eastern Ethiopia.

Employee job satisfaction was found to be a good predictor of retention of a highly skilled

and experienced labor force in an organization (Alexander et al 1988).

Although job satisfaction is under the influence of many external factors, it remains
something internal that has to do with the way how the employee feels. Thus job satisfaction
presents a set of factors that causes a feeling of satisfaction (Aziri B, 2011). Job satisfaction is
manifested as a mix of positive or negative feelings that employees have in relation to their
work. Job satisfaction represents the extent to which expectations are matched with the real
awards. Job satisfaction is closely linked to that individual's behavior in the work place
(Davis, K. & Nestrom, J.W., 1985).

In the literature of organizational behavior and organizational psychology, job satisfaction is
considered the most extensively researched area (Keung-Fai, 1996; George and Jones, 2008).
There are a number of factors and impacts addressed by literatures on employee job
satisfaction such as an appointment and recruitment procedures, bureaucratic culture, and

organizational structure and etc. Organizations strongly desire job satisfaction from their



employees (Oshagbemi, 2003). Due to the important role of human resource on organization
performance, organizations try to keep their employees satisfied because of the fact that
human resource is the key in organization’s performance, and satisfied employees would
produce superior performance in optimal time which leads to increase profits and survival of
the firm. On the other hand, low job satisfaction has negatively consequences, for instance
leaving behavior and increased costs, declining profits and ultimately, customer
dissatisfaction, (Zeffane et al. 2008 cited in Shami, Ali and Rehman, 2015, p. 189). Detailed
analysis showed that the connection between job satisfaction and organizational performance
is stronger than the connection between organizational performance and job satisfaction, (R.
L. Mathis et al, 2011. , Danica Bakoti¢, 2016).

When employees are satisfied with their work, they would be more creative and innovative
and offer advances that allow company to evolve positively over time with changes in market
conditions. On the other hand, a lack of job satisfaction results in a low level of employee
commitment that, in turn, affect performance and the achievement of organizational goals
(Sadegn Rast & Azadeh Tourani, 2012).

Robbins et al, (2009, p.496) also argues that employees in most South African organizations
are not satisfied with their jobs and this has resulted in a low level of employee commitment
to performance and achievement of organizational goals. Robins and colleagues also
provided symptoms of job dissatisfaction to include low productivity, high absenteeism, labor

unrest, industrial action, and high labor turnover.

Employees are the backbone or the most precious and decisive asset of any business success
and, they need to be motivated and maintained in organization at all cost to support
organizations to be competitive in terms of providing quality products and services to the
society they are working in. Organizations invest much on their employees in terms of
induction and training, developing, maintaining and retaining them in their organization, for
which the returns from investments on the employees would be achieved. Therefore, as job
satisfaction is a combination of psychological, physical and environmental circumstances that

cause employees to say that it is the end state of feeling (Mirza S Saiyadain, 2004).

Job satisfaction happens when an employee feels fulfilled by their job and it allows them to
have a sense of achievement. When this does not happen, job dissatisfaction may result

(Wendy Bloisi, 2007). Job dissatisfaction matters to organizations, to managers, to customers



and perhaps most of all to employees. Job dissatisfaction by definition is unpleasant, and
most individuals are conditioned, probably even conditions by searching for mechanisms to
reduce the dissatisfaction (Joseph G. Rosse & Stacy L. Satury, 2004). Thus, dissatisfaction of
all employees with their jobs/works is very dangerous, because Job dissatisfaction is a part of
life dissatisfaction. It is the discomfort or unpleasant within which employees view their
work. It expresses the amount of disagreement between one’s expectation of the job and the
reward and work conditions that the job provides. The effects of this dissatisfaction could
have relationship with the intention of leaving the employer that is known as turnover

intention.

The other important findings of the research is that, low job satisfaction has negatively
consequences on leaving behavior and increased costs, declining profits and ultimately,
customer  dissatisfaction, (Zeffane & others, 2008). According to Herzberg (1966)
satisfaction and dissatisfaction are driven by different factors classifying as motivational and
hygiene factors, respectively. So, this study will investigate the effects of employee’s job
satisfaction and their relationship with the turnover intention in the Ethiopian mining
industry, specifically the case study companies with large scale Mining License operations in
North to North Eastern Ethiopia.

In the South African mining industry, strikes and industrial actions (both legal and illegal) are
some of the major threats. This has been particularly problematic because of the increase in
radicalism of trade unions (and militant workers) as well as the influence of political factions
(Seseane, 2014). For example, the 5-month-long strike in the platinum sector resulted in a
catastrophic loss for both mine investors and mining workers, with an estimated total loss of
R24 bn. Now the platinum sector is considering retrenchments to try and recover some of the
losses (Steyn, 2014). Furthermore, the double-edged sword of technology (automation) in the
industry could have an additional impact on future employment numbers indicating the
potential for further job losses. Although the impact of job insecurity on employee attitude
and behaviors as well as important organizational outcomes has been well explored, research
regarding the implications of job insecurity on employee safety is still relatively unexplored

within the mining environment of South Africa (Masia & Pienaar, 2011).

The nature of mineral and mining operation is characterized by capital intensiveness. It also
engages unskilled, semi-skilled and skilled workforces or employees. Even though, the

mining projects have been executed by the support of intensive capital, equipment and



machineries, they require less labor intensive but highly skilled labor, i.e. geologists,
Geochemists, mining engineers, Mineral process engineers, technicians and operators.
Almost all mineral and mining works are temporary based works, i.e. they are project
natured, having a starting and finishing points as mineral resources are extractive (non-
renewable) resources, (own knowledge and experience). So, understanding the factors
contributing and effects or outcomes of employee job satisfaction, and its proper handling or
managing is one of the vital tasks of management. The management of company has to work
to maintain the stability of workers to achieve the established objectives of the organization.

Thus, the most challenging issue facing managers, especially human resource managers of
today is employee retention and satisfaction of their needs towards organizational objectives.
Employee job satisfaction has a positive and progressive implication on the successful
achievements of organizational goals. It has been observed that employee’s satisfaction with
certain conditions of their job causes high level of employee productivity, loyalty to their
organizational business objectives and low turnover issues, for which it can enhances the

competitive advantages of the organization.

Turnover among professionals still remains a challenge for many companies. Professionals in
mineral industry suffer from high stress levels. This, in turn, may lead to burnout and result in
quitting their jobs. Knowing the factors that affect the quitting decision of professionals is
important for companies to decrease the turnover rate of qualified employees. This study will
investigate the impact of stressors, job stress organizational commitment, and focus of control
and job satisfaction on intention to leave among professionals in the selected large scale

mining companies.

A large number of researchers and research bodies have claimed variance in the factors
affecting job satisfaction and turnover across different cultures (Spector, 2008; Kirkman and
Shapiro, 2001; Diener et al., 2003; Vecernik, 2003; Kanungo and Wright, 1983; Lincoln and
Kalleberg, 1985; Huang and Van de Vliert, 2004; Diener et al., 1995).

Employee turnover is often an indicator of company presentation and without difficulty be
noted as a negative factor towards company competence and effectiveness (Bax and
Glebbeek, 2004).



1.2 Background of Large scale mining companies and employees in

Ethiopia

First of all, in accordance with the Mining Operations Proclamation No. 678/2010 of Ethiopia
(as amended), the term Mineral ‘mining operation’ is defined as “... any activity associated

with or connected to reconnaissance, exploration, retention or mining” of minerals.

The scale of operation of mining license (to be classified as small or large) is also depending
up on the amount of minerals produced per year (or annual run off mine ore extracted) and
this amount varies on the type of mineral commodity, as per the definition article 2/ 35 of

Mineral Operations Proclamation No. 678/2010 (as amended) of Ethiopia.

The responsibility of issuing and administering the large scale mining licenses such as for the
industrial, precious, base metals and associated minerals is the federal Ministry of Mines and
Petroleum. On the other hand the artisanal mining of any type of minerals, small scale mining
license as well as large scale construction minerals for Ethiopian’s license holders (domestic
investors), are issued and administered by the respective regional mines bureaus and agencies

according to these proclamations.

The Mining business that could be constituted with many employees of both temporary and
permanent is mainly large scale Mining licensed operations in comparison with other mineral
operations license types such as exploration license operations. Based on the technical nature
of the mineral exploration, especially the precious and base metals and associated minerals
exploration works are conducted mainly by foreign direct investment consisting of few
international mining experts, and few local geologists, field assistances support staffs for
limited period, not even for permanent job employments, (Mekonen GE and Chris Hinde,
2011, p.2). Whereas the place of work for the large scale mining licensees mine sites is
known, and the duration of the mining license and the operation is for a minimum of ten
years for small scale, or twenty years for large scale mining license as per the mining
legislations of Ethiopia, and so long as the reserve of the mineral resource is mineable at a

profit.

In order to conduct the case study on selected mining licenses operations it would be
therefore, reasonable if the nature of the mineral Operations is similar type of mining license

company, or similar scale of operation of mineral production to address the attitudes of



employees towards their job, job satisfaction, and then to study the “effects of employee’s job

satisfaction on turnover intention”.

Therefore the researcher has collected and assessed the relevant data from Ministry of Mines

and Petroleum, especially the exploration and Mining Licenses particularly the large scale

mining license holders issued by the Federal Ministry of Mines in order to understand the

number of employees engaged in these mining companies. The Geographic distribution of the

mineral licenses, as shown in table-1 below, are mainly in the Southern, western, central and

north to north-eastern Ethiopia.

Table 1.1: Summary of licenses issued by the Federal Ministry of Mines as of end April 2019

No. | type of licenses No. of licenses in Geographic region in Ethiopia
North-North east | West-South Central South East
west
1 Exploration 27 40 24 10 1
2 Small scale | 2 (Tigray) for gold | 4(1Gold +3 | 18 (Cement 2 (1 1
Mining (SSM) (not active) + 1 Marble) Industry) Tantalum + 1
cement Industry gold)
3 Large Scale | 6 (Afar) +2 Tigray | 9 (1 Gold 0 Metallic + 1 Gold 6
Mining (LSM) for gold (not active) | not active) + | 22 LSM for | (Legedembi) | (Cement)
+ 1 Cement 8 Marble cement &
Industry Mines construction
4 Other licenses 0 0 0 1-Special 0
(Retention,  or S.S. Mining
special small for Gold
scale/SSS)
Status of the| Onesmallscale None None None None
active Mining gold mine and 3 producing producing producing | producing
large scale salt mineral

mining are

producing

Source: Ministry of Mines and Petroleum, May 20109.

6




As shown in Table 1, there are dominant operational large scale mineral miners in the north
to northeastern Ethiopia, mainly the Afar region. But there is no active mine in other part of
the country at the time when this research was conducted except in construction materials
operations such as aggregates, dimension stones or industrial materials like the cement

industry raw materials/ minerals.

In order to focus on the good standing status of the active large scale miners, as best example
of orientation survey evaluation, among the other large scale mining license holders, one of
the business company that has relatively high number of employees’ company, Afar Salt
Production Share Company (ASPSC), was selected at the inception of this research proposal
and had brought attention to be closely studied in relation to the larger picture of employees
job satisfaction and the turnover intention. There is already observation of a fairly high rate
of turnover of human resources mainly at the salt mine production site which could show a
sign of dissatisfaction of employees of the company as per the information from the
management of the company. Job satisfaction is thus a subject that has been observed as a
challenge in this company and this research would like to investigate which influential factors
of employee’s job satisfaction contribute to turnover of employees, mainly skilled and semi-

skilled personnel at the operation site.

Most of the large scale mining company’s head quarter are based in the capital city and their
operation sites are situated outside of the city in some of the remote areas of the country.
ASPSC’s production site is at Afdera, in Afar National regional State as it has acquired a
large scale Mining license, for the production of industrial (Large) scale common salt, from
the Federal Ministry of Mines of Ethiopia on 11 July 2002.

This company is engaged in extraction of naturally occurring salt containing brine as input
from the lake and conversion of the brine from liquid to solid crystals of sodium chloride
through natural evaporation process and crystallization process. Its vision is to be the
preferred and leading in the salt industry in East Africa aiming at producing iodized edible
salt to address the health of the society resulted from iodine deficiency as well as supplies
other type’s standardized salts for leather industries and hospitals. The company was
established with capital of Birr 60 Million in 2002 G.C.



The industrial processing plant at the factory, which is located nearby the lake Afdera, has
been producing iodized edible salt since 2007.The industrial processing plant at the factory
has daily production capacity on the basis of 8 working hours/day having 85% efficiency of
210 tons of iodized salt production. The final crystallized salt granules have three types of

end product mixes for the market.

The major share of the product, about 97.8 % of the product is in fact iodized edible salt. The
second product, which is about ~ 2% of the total product is non-iodized salt product used for
inputs of leather factories that helps as catalyst for the chemical process of raw leather in to
semi-finished leather product. The third product type, about 0.2 % of the product, is very pure
premium quality sodium chloride which is specialized and purified salt granules to be used

for dialysis purpose in hospitals with limited demand.

ASPSC has operational processing plant at the production site with total of 81 employees
based at that remote area, and 20 employees in the head quarter as of 2018. The annual
production of raw material (salt production) depends also on the amount given by the quota
system, which is imposed by the joint Salt producers’ Marketing board. The turnover of
employees at the production site is fairly high due to the reasons not well understood by the
Business Company rather than assumptions. For instance 13 employees resigned out of 31,
17 employees resigned out of 49, 15 employees resigned out of 46, 11 employees resigned
out of 46, 17 employees resigned out of 79 employees, respectively who left their job at the
operation sites during the last five years (from 2006-2010 E.C) as compared to 4 employees
resigned out of 20, 1 employee resigned out of 21, 3employees resigned out of 21, 2
employees resigned out of 21, [Tno employee resigned out of 22 from the company’s s head
office in the same period, Source: Annual Performance reports (Internal): 2013 and 2014,
Summary of annual report of 2015 and 2016: Afar Salt Production S.C. submitted to the
Board of directors and Shareholders, viewed May 2019.

This research will investigate the effects of employees’ satisfaction with their jobs, as well as
the relationship on turnover intention for this organization together with other similar large

scale license mining companies in the north- north eastern Ethiopia.



1.3 Statement of the Problem

As mentioned in the background of the study, job satisfaction has been extensively studied
globally in different sectors including limited case studies in the mining industry. In earlier
times/ages, many researchers have been directed on job satisfaction but this still remains an
issue for many organizations (Javed et al 2014, p.120). Job satisfaction presents a set of
factors that causes a feeling of satisfaction (Aziri, 2011). Susanty and Miradipta (2013)
indicated that job satisfaction has been found to be positively related to work-related

outcomes, such as organizational commitment.

For a given project or the business company frequent turnover of employees could cost the
company in terms of productivity (performance), money and time as stated by Aman (2015),
cited in G. Hiwot, 2017. In addition, Aberra S. (2007) stated that along with loss in
productivity, money and time, the organization also losses in terms of some indirect costs like
lowering of existing employee morale that may be due to increased work or due to the

arousing dissatisfaction with the organization.

The effects of employee’s job satisfaction in the mining industry could cause the loss of
revenues in billions of dollars like any other huge businesses (Steyn, 2014). Employee
turnover intention has been a concern for all businesses, especially in the 21st century (Long
& Thean, 2013). Employee replacement costs range from 90 — 100% of an employee’s annual
salary (Wilson, 2012).

It can be cited for instance in the case of the south African platinum mining industry, the 5-
month-long strike in the platinum sector resulted in a catastrophic loss for both mine
investors and mining workers, with an estimated total loss of R24 bn (~ USD 1.6 Billion),
(Steyn, 2014). Furthermore, although job satisfaction has been researched thoroughly in other
contexts, there is a lack of research on job satisfaction in the mining sector (Masvaure,

Ruggunan and Maharaj, 2014).

Robbins et al, (2009) provided in their study that the symptoms of job dissatisfaction to
include low productivity, high absenteeism, labor unrest, industrial action, and high labor
turnover. Danica Bakoti¢ (2016) also mentioned in the research that the connection between
job satisfaction and organizational performance is stronger than the connection between

organizational performance and job satisfaction. Employee turnover has been responsible for



the failure of many small businesses in the United States; business leaders do not always

understand the reasons employees choose to leave an organization (Reukauf 2018).

Plenty of researches are also available that the relationship between job satisfaction and
turnover intention is negative such as Arnold and Feldman, (1982). According to
Thorsteinsson, Brown and Richards (2014), less workplace support (i.e. supervisor support,
perceived organizational support) was associated with adverse work outcomes (i.e. high
turnover intentions, less organizational commitment, less job satisfaction), and high

depression levels.

However, there is a lack of research on job satisfaction in the mining sector, Masvaure,
Ruggunan and Maharaj, (2014), cited in Walt et al. , 2016.

This shows that there is a need for more empirical research to be conducted in this sector,
Walt et al. (2016). The purpose of this study is thus to explore and describe the levels of job
satisfaction of the employees of the selected cluster large scale mining companies in Ethiopia

and also the relationship to the turnover intention.

Therefore, we can say that few or no research works are available in most of the rest of
African nations in relation to Mining sector’s employees’ job satisfaction and related
variables such as performance, turnover and others where the mining business is not their

major source of national economy.

Thus the focus of this research is to try to investigate the “effects of job satisfaction on the
employees turnover intention” in the Ethiopian mining industry taking a comparative
study on selected Large scale Mining Licensees, companies mainly at their Mine

production plants operation sites, in north and Northeastern Ethiopia.

Specifically, this research will find out and report the outcomes of the main research
questions that addresses as to how is the level of employees’ job satisfaction, which factors
(and the most relevant factors) of employees job satisfiers/dissatisfies are affecting
employees in the mining industry, and the comparative case study mining companies, and
among the factors, Do the employees’ job satisfaction have relationship with turnover
intention? and Which is the effect of employee’s job satisfaction on the turnover intention in

the selected Mining companies’ employees?
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1.4 Objective

1.4.1 General Objective

The principal objective of this research is to investigate effect of employees’ job satisfaction
and turnover intention in the selected large scale mineral license operations in North to the

North eastern part of Ethiopia.

1.4.2 Specific Objectives

Thus the specific objectives are:-
1) To investigate the level of employee’s job satisfaction in the mining companies,

2) To identify the factors (job dissatisfies) affecting employees job satisfaction in the

selected case study companies.

3) To examine the relationship between employee’s job satisfaction and turnover

intention.
4) To investigate the effects of on turnover intention.

1.4.3 Research Questions

The main question in this study is to research which factors of employees job satisfaction
have effect on turnover intention in the case study mining companies?. The specific questions

include:-
1) What is the level of job satisfaction in the case study mining companies?

2) which factors (and the most relevant factors) of employees job satisfiers/dissatisfies

are affecting the case study mining companies?

3) What is the relationship between employee’s job satisfaction and employee’s

voluntary turnover intention?

4) Which of the factors of employee’s job satisfaction are most affecting the turnover

intention at the selected mining companies?
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1.5 Significance of the study

Based on actual assessed data, there is gap in studying the factors and effects of employee’s
job satisfaction, and turn over intentions in the mining industry in Ethiopia, which need to be
addressed mainly at the mining operation sites. Since this research is proposed to be
conducted primarily on clustered and selected large scale mining companies of the north-
north eastern Ethiopia the investigation would have findings to inform the management of the

selected companies for their informed decision, and courses of actions.

e The findings of the study could help the management of the case study companies,
especially the respective Human Resources Department to use the practical research
outcomes in retaining employees and improving the human resource management
practices towards the sustainable success of their business objectives of the mining

companies.

e Although the issue of turnover of employees in mining industries may varies from one
working environment to others due to many factors of job satisfaction the case
specific research findings could be important input for the given mining company,
and also be shared and useful for similar industries and for all others which may not

necessarily be the mining operations.

e The research will be a chance to identify the theoretical foundation of the practices
which will provide future academic research on the investigated factors affecting job
satisfaction of employees in the mining industry in Ethiopia.

e |t can contribute to the existing knowledge and practice of retaining of employees

through job satisfaction in the context of different sector firms.

e It will serve as a base for continued researches on the impacts of job satisfaction on

employee’s turnover intention in the overall Ethiopian mining industry.
1.6. Scope and Limitation of the study

1.6.1 Scope of the Study

The scope of this research is to investigate the job satisfaction of employee as to what extent
the identified independent variables have relationship with the dependent variable, turnover
of the employees. The study targets the large scale mining license holder companies, and the

focus is the large scale mining (Production) companies, which are located mainly at
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production site employees as the problem is highly significant at the mine site in the north-

northeastern region of Ethiopia.
1.6.2 Limitation

The primary data was collected through questionnaires based on the practices of the
employees of the selected large scale mining license companies both from their operation
sites, and their head offices in Addis Ababa. The analyzed data were fully dependent on the
views of the respondents of the employees of the company. In such case there could be
limitation to take as it is, and apply the outcomes of the study in another scale and type of
mining (artisanal/exploration or small scale holders) or other business companies with
different geographic location and business practice except taking the lesson from this

research study.

This research study is also limited and related to only the employee’s job satisfaction areas
than other broader areas of Human Resources Management, such as motivation, job

performance or other areas.

The research study findings are also dependent in the intended duration of study that could
have limited perceptions in relation to the extension of the temporal dimension. If such study

would be conducted in other temporal dimension the result might not be of similar findings.

Thus the research findings would also be limited to factors and conditions existing at these
selected companies, as at the time of the study, and the conclusion of this research study

would be limited and constrained to unique factors associated with these companies.

1. 7 Organization of the research Proposal

The organization of this research proposal is prepared as per the guideline given from the
lecture materials of the course Business research Methods (MBA-611) of the MBA Graduate

study program, and the guideline how to prepare the research proposal in Jimma University.

The first chapter consists of the background of the study, Statement of the Problem or
(Justification for the study), Research Objectives, Research Questions, and Research
Hypothesis, Significance of the study- Benefit of the study, Definition of terms, Scope and
Limitation of the study. The second chapter consists of the existing practical and theoretical

background on factors those affect job satisfaction by reviewing the previous studies
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particularly empirical literatures related to the job satisfaction and relationship with
employees’ turnover intention. The research methodology and data collection that include the
data type and source, research design, data collection, data processing and analysis are
mentioned in chapter three of the research proposal as well as final study. After conducting
the research additional two chapters: chapter four: The results of the research study and
discussion, and chapter five: The main findings, conclusion and recommendations of the
study have been discussed. The study also include others titles such as like Bibliography,
Appendices, etc.

1.8 Ethical considerations

Ethics is defined as a set of moral principles which are suggested by an individual or a group
Strydom, H. (2011c). subsequently, these moral principles are widely accepted and they may
offer rules and behavioral expectations about the most correct conduct towards experimental
subjects. Therefore, respondents involved in their study or in general as a principle have
been treated with dignity and with no wrong doing conducts during the process. The
researcher also assures the respondents of the anonymity and confidentiality of the

information they are providing through questionnaire.

1.9 Definition of key Terminologies and Concepts

Definitions of Key words:

e Job satisfaction: Job satisfaction is positive feelings an employee has toward his or
her job (Sailaja & Naik, 2016).

e Turnover intention: Turnover intention is consideration to voluntarily leave an

organization (Issa, Almad, & Gelaidan, 2013).
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Mineral mining Operations: It is mineral reconnaissance, exploration and mining
activities as per the applicable mineral legislation No. 678/2010 (as amended) of

Ethiopia.

Large Scale Mining License holders: The Mining licensees whose amount of minerals
produced per year (or annual run off mine ore extracted) exceeds the small scale and
depends on the type of mineral commodity, as per the definition article 2/ 35 of

Mineral Operations Proclamation No. 678/2010 (as amended) of Ethiopia.

Afar salt Production Share Company (ASPSC): A share company which was
established in 1998 with majority (~87%) shareholder of Federal government with the
objective of supplying locally produced pure and fine grained iodized edible salt to
the people of Ethiopia. It has been granted Large Scale common sat production
license from the Ministry of Mines of Ethiopia, and is structured under the Mineral,
petroleum and Biofuel Corporation of Ethiopia and supervision of the Ministry of

public enterprises.
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CHAPTER TWO

2. LITRATURES REVIEW

In this literatures review chapter, the theoretical as well as the empirical aspects of the
literatures in relation to job satisfaction, and turnover intention were reviewed in to the
synoptic view and details aiming to the interest of the study. The studies in relation to job
satisfaction and turnover intention were investigated in detailed from literature including the
definition, theory of job satisfaction, the conceptual framework, types of turnover and
research framework and such studies in detail. Many of the researches findings were also

discussed in relation to the intended purpose in this literature review.

2.1 Theoretical Literature

2.1.1. Definition of Job Satisfaction: There are abundant definitions of job satisfaction.
According to Moorman et al. (1993) there are three practical points of view that illustrate the
meaning of job satisfaction: First, is a valuable product of the society; second, is an early
warning indicator at an early stage for an organization and third, can serve as a predictor of

organizational behavior.

Job satisfaction is simply explained as to how people feel about their jobs and different
aspects of their jobs. It is the extent to which people like (satisfaction) or dislike
(dissatisfaction) their jobs (Spector, 1997). It is defined as positive feelings about one’s job
based on one’s evaluation of the characteristics of the job (Robbins & Judge, 2007). It can be
also defined as a positive emotional state that results from the evaluation of the experiences
given by the job (Locke, 1976), or as a set of feelings and beliefs that a person has about his
job (George & Jones, 1999).

The most-used research definition of job satisfaction is by Locke (1976), who defined it as
“. .. apleasurable or positive emotional state resulting from the appraisal of one’s job or job
experiences” (p. 1304). The nature of the work itself generally emerges as the most important
job facet (Judge and Church, 2000; Jurgensen, 1978). This is not to say that well-designed
compensation programs or effective supervision are unimportant; rather, it is that much can
be done to influence job satisfaction by ensuring work is as interesting and challenging as

possible.
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In another literature, since VVroom has focused on the role of the employee in the workplace,
he defines job satisfaction as affective orientations on the part of individuals toward work

roles which they are presently occupying (Vroom, 1964).

Not everyone can be satisfied with their job. In a 2012 survey conducted by Right
Management, 65% of individuals that were surveyed were either somewhat or totally
unsatisfied with their jobs. Now, you might be thinking that this is a problem somewhere in
developed country like in the U.S., but it is a worldwide problem. In a Mercer (2012) study of
30,000 workers worldwide, between 28% and 56% of workers around the globe wanted to
leave their jobs.

With all these unhappy people, one would think there have to be causes that drive these high
percentages. Additionally, one has to think about the reactions or responses from employees
that do not have job satisfaction and how they act (or act out) on the job. When we are
younger, we act out by pouting or stomping our feet - maybe even holding our breath - but it
is important we understand how employees respond when they are not satisfied with their
jobs. Understanding the responses helps companies to identify that discontent and hopefully

address it before it goes too far.

the nature of the work itself— which includes job challenge, autonomy, variety, and scope—
best predicts overall job satisfaction, as well as other important outcomes like employee
retention (e.g., Fried & Ferris, 1987; Parisi and& Weiner, 1999; Weiner, 2000), in Human
Resource Management, Winter 2004.

Theories of Job Satisfaction: For a century research works conducted on job satisfaction.
The theoretical basis of this study is commonly known as a rule of thumb. The most frequent
theories that referred to this construct is; need hierarchy theory, the two-factor theory,
expectancy, reinforcement, achievement and personality theories. These theories explained
job satisfaction based on the philosophical assumption of the founder of each theory.
Regardless of the practical importance or since they are basics of motivation, some of the

theories are summarized below in line of job satisfaction.

Needs Hierarchy Theory: Extensive research has been conducted in the area of work
motivation and satisfaction and many psychologists have attempted to explain it in terms of

certain needs, interests, and values. One theory that has explored these factors is Maslow’s
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hierarchy of needs. According to Maslow, the individual personality is dynamic and
continuously strives to satisfy a hierarchy of needs with an inherent tendency towards self-
actualization (Joubert, 2000 as cited by Luddy, 2005:24). Though the late Abraham Maslow
did not design his well-known hierarchy of needs for use in the satisfaction of people at work,
it has been widely accepted as an important contribution field. The need hierarchy recognizes
five different levels of needs, progressing from the most basic physiological needs to the
more refined psychological need of self-actualization. Basic to the application of the need
hierarchy is the assumption that the lower level needs must be met before the higher level of

need can be satisfied.

The Two Factor Theory: According to Heller and Hindle (1998; cited in Luddy, 2005:24),
Herzberg’s two factors is a set of motivators that drives people to achieve. The theory
consists of two dimensions known as “hygiene” factors and “motivator”. Hygiene needs are
said to be satisfied by certain conditions called hygiene factors or dis-satisfiers (supervision,
interpersonal relations, physical working conditions, salary, benefits, job security, etc.),
which concern the context in which the job has to be done. The theory suggests that job
dissatisfaction succeeds in those cases where hygiene factors are absent from one’s work
environment. Conversely, when hygiene factors are present, e.g. when workers perceive that
their pay is fair and that their working conditions are good, barriers to job satisfaction is
removed. However, the fulfillment of hygiene needs cannot in itself result in job satisfaction,

but only in the reduction or elimination of dissatisfaction.

According to Herzberg (1966) satisfaction and dissatisfaction are driven by different factors
(motivation and hygiene factors) respectively. Chrisbel M. Ncube Michael O. Samuel, 2014
reviewed that Herzberg (1966) maintains that if the motivational factors are met, the
employee becomes motivated and hence performs higher. Factors that truly motivate
employees to perform and inspire them to remain in organizations are aspects of the job that
are considered intrinsic to the job and they include achievement, recognition of good
performance, advancement and career growth opportunities. Employees are not particularly
motivated by factors which Herzberg considered to be extrinsic (hygiene) to the job but these
factors must be present in the organization to make employees happy. These factors include
interpersonal relationship, work condition, company policies, management style and pay.
Lack of these hygiene factors can cause dissatisfaction in employees and may lead to

turnover. Herzberg’s theory is represented in Figure 1.1.
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The two factors contributing for employee’s job satisfaction then are summarized as:-

i) Hygiene (job dissatisfies): satisfaction with pay, satisfaction with security, satisfaction
with nature of work, satisfaction with working conditions, satisfaction with colleagues,

satisfaction with supervisors, satisfaction with causal workers,

ii) Motivators (job satisfiers): satisfaction with the nature of work, satisfaction with
promotion (Personal growth, positioning and/or appointment), satisfaction with
recognition and satisfaction with social status, satisfaction with achievement.

HYGEINE ORMAINTENANCE
FACTORS
|

!

Salaer

Job secoary
Wortking conditions
Level and guality of supervizion
Company policy and adournsstration
Intespessonal crelations

| THE DISATISFIERS |

MOTIVATION AND JOB
SATISFACTION

THE SATISFIERS

Sense of achievemen:
Recogmnion
Responubility
Nature of the work

Personal growth and advancement

MOTIVATION ORGROWTH FACTORS

Figure 2. 1: Herzberg’s theory: Factors affecting job satisfaction. Source: Grobler et al.
(2011, p. 240, in Chrisbel M. Ncube Michael O. Samuel, 2014).
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Interpersonal Theory: The degree of satisfaction is different between the standard and what
is actually received from a job. Interpersonal comparison theories compare what a person
wants (the standard) with, what she or he receives. The smaller the difference, the greater the
satisfaction will be. These theories are called interpersonal because the comparisons occur
within each individual (Graham, 1982).

Vroom expectancy motivation theory: Whereas Maslow and Herzberg look at the
relationship between internal needs and the resulting effort expended to fulfil them; Vroom's
expectancy theory separates effort (which arises from motivation), performance, and

outcomes.

Vroom's expectancy theory assumes that behavior results from conscious choices among
alternatives whose purpose it is to maximize pleasure and to minimize pain. Vroom realized
that an employee's performance is based on individual factors such as personality, skills,
knowledge, experience and abilities. He stated that effort, performance and motivation are
linked in a person's motivation. He uses the variables Expectancy, Instrumentality and
Valence (the importance that the individual places upon the expected outcome) to account for
this, Victor H. Vroom (1964).

Turnover Intention:

Turnover definition given by Price (1977): It is the proportion of number in which employees
who has left the organization during the specific period being considered divided through the
average numeral of people in that organization during the specific period. According to
Woods (1995), position vacated in organization and then filling a vacancy through hire a new
employee. This replacement phase is called as turnover.

2.2 Empirical Literature

A large body of research exists in the areas of employee motivation and job satisfaction over
the past few decades (Derlin and Schneider, 1994; Calder, 2000; Boshoff, Cilliers and Van
Wyk, 2003; Dolliver, 2003; Hoole and Vermeulen, 2003; Kh Metle, 2005; Buitendach and
De Witte, 2005). However, a few of studies exists investigating employee motivation and job

satisfaction, and their relationship with turnover intention in the mining industry.

Plenty of researches are available that the relationship between job satisfaction and turnover
intention is negative such as: H.J. Amold and D.C. Feldman, 1982.; A.C. Bluedorn, “A
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unified model of turnover from organizations”, Human Relations, 1982, 35(2): 135-153;
H.C. Koh, and C.T. Goh, “An analysis of the factors affecting the turnover intention of non-
managerial clerical staff: A Singapore study”, The International Journal of Human Resource
Management, 1995, 6 (1); W.H Mobley, R.W. Griffeth, H.H.Hand, and B.M. Meglino,
“Review and conceptual analysis of the employee turnover process”, Psychological Bulletin,

1979, 86: 493-522.

Some of the previous studies have supported a negative relationship between pay and
turnover intention and some studies a positive or no relationship between these two variables.
“Pay produces a highly significant Meta- analysis, with 29 of 32 data sets, finding negative
relationship between pay and turnover”, (Jeffey M Tuttle , 1986). According to Joseph Wu
Keung-Fai (1996), “taking 1.5 as the "neutral point of the quantitative analysis of his data,”
teachers, were neither satisfied nor dissatisfied with their pay received (M = 1.48).
Satisfaction is negatively related to turnover, (R.W. Griffeth, P.W. Hom, and S. Gaertner,
2000). Another researcher concluded that “quit rates were negatively related to pay level and
even more so, to the size of the bonus offered”, (H. Lakhani, 1988). A negative relationship
was also investigated between pay and turnover intention, (Kirshenbaum,, J. Weisberg,
1990).

Hian Chye Koh and Chye Tee Goh (1995) investigated that satisfaction with financial
rewards and turnover intention was negatively associated with each other. Successively
higher amount of income will likely produce successively higher amount of job satisfaction,
Jams L. Price and Charles W. Mueller, 1981). “The most frequently cited reasons for leaving
(current institution and academia altogether) were..., followed by poor salary,...” (Mark H.
Conklin and Shane P. Desselle, 2007). Krau investigated a positive relationship between pay
and turnover. We consider that pay is the main determinant of turnover intention, (E. Krau,
1981).

In research conducted on workplace safety, emphasis has been placed on the role of the work
environment when considering safety in the workplace (Ghosh, Bhattacherjee & Chau, 2004).
Literature consistently shows a negative relationship between work stressors and various
outcomes, such as a lack of job satisfaction, lower organizational commitment, decreased job
performance and increased turnover (Gilboa, Shirom, Fried & Cooper, 2008; Podsakoff,
LePine & LePine, 2007). Work stressors, such as performance pressure, time constraints and

targets that have to be reached within strict deadlines, may encourage employees to take
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shortcuts, thereby putting themselves at risk by jeopardizing safety rules and regulations. The
alleviation of excessive work stressors is a great challenge for employees, considering the
deleterious effect work stressors can have on their health and organizational outcomes such
as organizational commitment, job satisfaction and the occurrence of workplace fatalities and
accidents (Gyekye, 2005). These findings generally demonstrate that increased work stressor
levels have a negative effect on the safety compliance of employees. Likewise, job insecurity
is regarded as a major concern in the mining industry and a demanding aspect of work.
Restructuring and organizational downsizing are realities feared by many employees. Studies
have shown that employees who reported experiencing job insecurity were less likely to
experience job satisfaction (Blanch flower & Oswald, 1999; Chirumbolo & Areni, 2005).
Additionally, they suffered negative physical health consequences and showed a lack of
compliance with safety regulations (Probst & Brubaker, 2001).

In the research conducted by MBA'’s students, Gebrekirstos Hagos and Kebede Abreha
(2015) among the factors affecting the job satisfaction of Mekele University’s academic
staffs, the factor “Achievement” was the most motivating aspect in their study output; and the
least motivating factor of respondents’ jobs satisfaction was the “salary.” According to their
research findings, those respondents were most satisfied with the content of their job and

least satisfied with the context in which their job was performed.

An MBA’s research conducted by Yesu Girma Taye, AAU, May 2018: his research study on
Ethiopian private commercial banks shows that all the independent variables i.e. nature of
work, working environment, recognition, motivation and Promotion opportunities and benefit

packages have a significant impact on employee satisfaction.

Aweke Wesen’s MA thesis, (2017) on “THE EFFECTS OF JOB SATISFACTION ON
EMPLOYEE TURNOVER INTENTION: A CASE OF ADDIS ABABA HOUSING
CONSTRUCTION PROJECT OFFICE” concluded that “There are strong negative
relationship between pay and benefit, career development, the work environment, distributive

justice and turnover intention among professional and semiprofessional employees”.

Masri (2009), in Aweke Wesen’s MA thesis, (2017) that Masri has examined the relationship
between four factors of job satisfaction which are pay, promotion, the work itself and
supervision, and turnover intention among skilled personnel at TRI plc. The responses and

information collected from the survey were tested using statistical techniques such as

22



reliability test, frequency analysis, Cronbach’s Alpha Coefficients, Pearson Correlation, One-

way ANOVA and Multiple Regression analysis.

A comparative study on factors associated in job’s satisfaction on selected star hotels industry
in Addis Ababa, master’s thesis by Belayhun Minchet (2018), the research found out the
prevalence of significant employees’ satisfaction difference with respect to star accreditation
criterion. The pay rate and supervision have also been found the factors associated with

employees’ job satisfaction.

Job satisfaction of secondary school teachers in Ethiopia, Gedefaw Kassie Mengistu, 2012,
summarized his finding and mentioned, *“ The participant teachers indicated that salary and
benefits were the most dissatisfying aspects of their work. In addition, school management and

leadership emerged as the second most dissatisfying component of the work.”

Also in another empirical research entitled in “Employees’ job satisfaction in Ethiopia: A
comparative study of selected public and private sectors in Woldia district”, by Mehari Haile
and Peteti Premanandam (2017) concluded by saying that privately employed workers are 1.8
times more likely satisfied in pay and promotion of their respective organization than the
public worker's job motivation of pay and promotion. In the same vein, public employed
workers are 1.3 times more likely satisfied in job security of their organization than the

privately employed workers.

Konovsky and Folger (1989) mentioned that the level of salary considerably linkage with the
employees organizational commitment and then ultimate impact on turnover intention.

Levine (1993) pointed out that negative association with the salary and employee turnover.

Scholars have recognized perceived organizational support, job characteristics,
supervisor support, perceived justice and reward and recognition as antecedents of employee
retention (Sak 2006).

Supervisor has to give support or selflessness for employee regard, if supervisor do not do
this then negative supervisor-employee interaction be able to lower gratification with work,

reduced productivity and absenteeism (Ribelin, 2003).

Supervisory support is negative relationship with turnover and positive with job satisfaction
(Price, 2001). Previous Studies shows that unfair processes make unenthusiastic result in the

workplace which leads to low job satisfaction and high turnover (Cropanzano & Greenberg,

23



1997; Folger & Cropanzano, 1998). According to Aghaei, Najaf, et al, (2012) concluded in
their study that there is a significantly negative linkage between distributed justices and

turnover intention.

Work environment is one of the most significant factors in employee retention (Zeytinoglu &
Denton, 2005).

Growth opportunities is provided by the employers to reduce the turnover intentions of
employees because lack of promotional opportunities and training is the main reason of high
performer and skilled employees leave their company (Allen, Shore & Griffeth, 2003; Steel
et al., 2002).

The specific business problem is that some (small) business owners do not understand the
relationship between motives of their employees’ (a) job satisfiers (b) job dis-satisfiers, and
Employee turnover intentions, Jane Ann Reukauf, (2017).

2.3 Conceptual Framework

The theory of motivation, developed by Herzberg in 1959, is an explanation of the factors,
hygiene and motivation, which could affect an employee’s job satisfaction or dissatisfaction.
Herzberg (1968) identified motivators (intrinsic factors) and hygiene (extrinsic factors) and
incorporated the following as key constructs underlying the theory for job satisfiers (a)
achievement, (b) recognition, (c) work itself, (d) responsibility, (e) advancement, and (f)
opportunity for growth and advancement, and job dis-satisfiers (a) company policy, (b)

supervision, (c) work conditions, (d) salary, (e) job security, and (f) interpersonal relations.

The theoretical framework, which is the foundation of this study, is Herzberg’s two-factor
theory. Herzberg’s motivation theory, based on intrinsic and extrinsic constructs, is a

determinant in turnover intent (Frey, Bayon, & Totzek, 2013).

As Herzberg’s two-factor theory will be applied to this study, it is expected the independent
variables (job satisfiers and dis-satisfiers) measured by the Minnesota Satisfaction
Questionnaire (MSQ) to measure/predict the correlations between turnover intentions

(measured by Intent to Measure Turnover Survey).
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Previous scholars have examined the applicability of Herzberg’s two-factor theory and
employee turnover intention with several organizations. Flint, Haley, and McNally (2013)
found that turnover intent increased when employees became dissatisfied with company
policies and treatment of employees by their supervisors. A similar study by Ma (2013)
supported a correlation between employee job satisfaction, employee job dissatisfaction, and
turnover intent within a call center environment. Fitzpatrick, Campo, and Gacki-Smith (2014)

found job dissatisfaction was a top reason emergency nurses intended to leave their position.

Even though scholars have not focused specifically on small businesses, one can draw on
previous scholarly results applying Herzberg’s two-factor theory (satisfiers and dis-satisfiers)

and employee turnover intention, J. A. Reukauf, (2017).

It is also expected to be feasible to assume that the independent variables (job satisfiers and
dis-satisfiers) measured by the Minnesota Satisfactory Questionnaire (MSQ) may predict
employee turnover intention in the case study business company’s research work. Therefore

the conceptual frame is shown below in Figure -2.
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Leading to Employee Job
Dissatisfaction:

e Company policy
* Supervision

« Relationship with
supervisor

e« Work conditions

« Salar

Satisfaction

Figure 2.2: The conceptual (graphical) model showing the relationship of employee’s
dissatisfaction increases (when the extrinsic factors deteriorates or don’t exist) and
satisfaction decreases (due to decreasing/ lack of intrinsic factors) then leads to voluntary
turnover intention prepared based on Herzberg’s two-factory theory.
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CHAPTER THREE

3. RESEARCH DESIGN AND METHODOLOGY

This chapter of research design and methodology focused on the approach how to conduct the
research in terms of the study area, target population, data source, data type, sampling
method; and it also outlined the approach and design of the data analysis in order to address

the objectives of this research study.

3.1 Study area (Location)

As discussed in chapter one, the research study area and data were based on the known and
licensed mineral exploration and mining companies of the country which were scattered in
different parts of Ethiopia. Generally the active mining operations were situated, and can be
classified in to five main geographic regions: i) the southern, ii) western-South western, iii)
eastern, iv) central and V) north to northeastern clusters based on the data collected from
Ministry of Mines and Petroleum of Ethiopia, May 2019.

In the background discussion of Chapter 1, section 1.2, the availability in number of
permanent (and also temporary) employees was high in large scale mining operations as
compared to other types of mineral licensed companies due to its nature of activities as seen
on Table-2 of this research study document. In addition to this, the large scale mining license
holders which were active in their operations and the type of mineral mining other than
cement raw materials and construction materials were higher in number in the cluster of the

North to Northeastern Ethiopia, please see below, table 3.1 for lists of selected companies.

Thus, the comparative study on selected mining companies’ employees was targeted and
conducted in the cluster of north-north eastern Ethiopia. However, there was also
heterogeneity of employees with in the cluster of north-north eastern Ethiopia. Then the
mineral operation licenses have been stratified based on the types of licenses such as

exploration, small scale mining and large scale Mining license companies.
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In order to properly address the research study objectives about the employees situation,
relevant explanations were given as detail as possible in the background, chapter one of this

study.

3.2 Target population

The target population was all the employees of the stratified large scale mining companies in
the selected cluster, north- north Eastern Ethiopia. The total population size is all the
employees of this stratified large scale Mining companies, estimated as 152, as shown in
Table -2 below.

The sampling frame was the population targeting all employees of the selected mining
companies. It was expected to include all employees working in different units in the
company head office as well as the operational site at the selected cluster, North to

Northeastern Ethiopia.
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Table 3. 1. Selected Large Scale Mining License companies of the North to North eastern Ethiopia

MINE Estimate | H At
LICEN | Minin | RAL d No. of | O* | mining
No | Licensee SE TY |g REGI | Wered Employe site
Name PE Scale | TYPE | ON a Status e
Afar Salt
Production Active
1]S.C. Mining | Large | Salt Afar Afdera | mine 64 23 41
Afdera Salt Not
Production Active
2 | Plc Mining | Large | Salt Afar Afdera | mine 3 2 il
Erta Ale Salt Active
3| Work P.L.C. | Mining | Large | Salt Afar Afdera | mine 21 5 16
Lucy Salt
Producing Active
4 | Plc mining | Large | Salt Afar Afdera | mine 3 il 2
No active
Yara Dallol Mine (on
5| B.V. Mining | Large | Potash | Afar Dallol | Deve') 41 8 33**
Circum No active
Minerals Mine (on
6 | Potash Plc Mining | Large | Potash | Afar Dallol | Deve't) 11 7 4
Harvest Mining | Large | Gold | Tigray | N. No active 9 4 5
Mining & West Mine (on
7|P.LC silver Tigray | Deve't)
Total: 152 50 102

*= Head office, ** includes subcontractor’s employees working for client full time.

Source: Mineral Licensing and Administration Directorate, Ministry of Mines and Petroleum, May
2019. Source for number of employees is from each Licensee’s managers of each companies.
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3.3. Research Design

The research was designed to conduct both descriptive (qualitative) and causal (quantitative)
studies in order to investigate the different factors of the employee’s job satisfaction and their
relationship (effect) with the voluntary turnover intention. Mixed methods researchers use
theory either deductively (as in quantitative research) or inductively (as in qualitative
research), (Creswell, 2009, p.76). The sequential explanatory study has been applied in this
research that the descriptive quantitative data analysis was conducted in the first step

including the inferential analysis and then followed by causal research of qualitative analysis.

Descriptive study was aiming to investigate the mathematical quantities such as frequency,
mean, standard deviation and others that describes and interpret some of the properties of the
data collected from the survey. Descriptive analysis of data for variables in a study includes
describing the results through means, standard deviations, and range of scores, (Creswell
2009, p.209). Creswell (2009) also defines the qualitative analysis as it is the process of

research involves inductively building from particulars to general themes’.

The causality studies were conducted quantitatively, and inferential statistical analyses were
employed based on probability theory for deducing (inferring) the properties of a population
from the analysis of the properties of a data sample drawn from into different variables.
Researchers use theory in a quantitative study to provide an explanation or prediction about
the relationship among variables in the study, (Creswell, 2009, p.76).

3.3.1 Data source and type

Since this study would need to get data and information about the indicated factors of
employee’s jobs satisfaction as mentioned in the conceptual model the primary source of data
was from the survey of employees at the targeted mining companies in Ethiopia. Thus,
collection of primary data through questionnaire was suitable survey for this study targeting
the employees of different level who were working at the operation site as well as at their

head offices of the companies under investigation.
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Then the employee’s job dis-satisfier and satisfier factors feedbacks were collected through
this survey instrument for employees located at their head offices and exploration/production

sites of the selected clustered mining companies.

In addition to this, data were collected from Ministry of Mines and Petroleum, and active
large scale mining license companies of the selected cluster area (north to northeastern
Ethiopia) such as from internal and official reports (annual, six months, quarters and other
briefings, memos), manuals, Standard Operation procedures, Internal publications, human
resources data base systems of the companies. All the data were assessed as deep as possible
towards the objective of the study.

The previous research papers and articles, journals, Journals, Publications and books (for
assessing theories, case studies and principles related to the topic), and Internet information
were assessed to understand the existing findings and applicable practices in relation to the

topic of the research.

It means all possible sources of primary and secondary data were investigated including all

available data of the selected mining companies.

3.3.2 Sampling methods

As explained in section 3.2, about the target population, non- probability purposive sampling
method was applied to select the target population from the stratified mining license

companies of the north-northeastern Ethiopia.

The sampling method was census that it was conducted by the researcher based on the
information collected from the human resources departments of each of the selected
companies The sample size determination formula, however, didn’t apply for the base case
sample size in this research as the target population was not very large in the selected study
area. Thus, as it has been indicated in the earlier section that the total population size was
estimated 152 and the sampling frame was consisting of all employees of the stratified
mining companies in the selected cluster, North to Northeastern Ethiopia. The sample unit

was an employee in the target population.
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Each employee of the given mining company was well oriented and communicated about the

survey and administered to fill in the scheduled questionnaire from the targeted population.

The data was collected based on census survey due to the population size was not considered
to be large, and it was also most appropriate from physiological point of view that getting an
individual employee’s feeling (job’s satisfactions) reflects the internal feeling of the
personnel in order to understand their voluntary turn over intention instead of other types of

sampling method.

3.3.3 Data collection method/technique

In this research study, since the main objective was to investigate the characteristics of the
employees job satisfaction’s independent variables and their relationship with employees
turnover intention it was required to prepare administered questionnaire (schedule) in order

to answer the proposed questions of the research from the respondents in qualitative way.

Then the data was collected based on scheduled questionnaire from all the target population,
based on census survey as the population size was not considered to be large, and it was most
appropriate from physiological point of view that getting an individual employee’s feeling
(job’s satisfactions) reflects the freedom for internal feeling instead of other methods of data
collection in order to understand the different facets of job satisfaction and their relationship

with the voluntary turn over intention.

From the previous empirical studies and research works the satisfaction of an individual is
part of the psychological and personal feelings that it is best proved to collect data from
questionnaires, especially the Minnesota Satisfactory Questionnaire (MSQ), 1977 is the
tested instrument on the vocational psychology research among other types and contents of
questionnaires. The MSQ which is the second most popular measure of job satisfaction in use
was developed in 1967 by Weiss and Associates, Prando, 2006. According to Worrell, 2004,
the MSQ is designed to measure specific aspects of an employee's satisfaction with his/her
job. It provides more information on the rewarding aspects of a job rather than more general
measures of job satisfaction. Worrel, 2004 asserts that the MSQ has been widely used in
studies exploring client vocational needs, in counseling follow-up studies and in generating

information about reinforces in jobs.
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It should also be emphasized that this study was a cross sectional research. Other methods of
sampling such as data collection through observation could take longer time than the time
given for such research study as well as observation may not be a better means of collecting
the intention and feelings of employees as good as the MSQ (1977). Similarly the Focused
Group Discussion type of data collection would not also give psychological freedom to
express and get feelings of employees and extract data for analysis. Cohen et al. (2007:158)
argue that questionnaires encourage the respondents to be honest because they answer

anonymously, and the instrument is more economical than interviews.

The main factors of job satisfaction both the dependent and independent variables were
itemized and assessed in the “Likert” scale of the modified short form of the questionnaire,
MSQ-1977. The five-point Likert scale questionnaire (1=strongly agree, 2= agree, 3.Neutral,
4. Disagree, 5. Strongly Disagree) were used to measure the level of job satisfaction and
turnover intention. This instrument was used to collect and understand the employee’s level
of satisfaction, and analyzed and measured the respondent’s feedback including the
relationship that helped to address the turnover intention. The questionnaire which was used
for this research questions was the modified version of MSQ (Minnesota Satisfaction
Questionnaire) which was known as a standard to address and collect data on the main facets

of job satisfaction factors and turnover intention, in the area of human psychology.

The questionnaire has two parts. The first part of the questionnaire is about the demographic
characteristics of respondents. The second part of the questionnaire is about employees’
perception about factors that affects job satisfaction and then may causes turnover of
employees. The types of data from the two parts of the questionnaire are ordinal, continuous

and nominal scale variables.

3.3. 4 Sampling Procedure

The content of questionnaire (MSQ) was prepared and formatted to the standard Likert scale
with the clear procedure in the general introduction part of it as to how the respondent could
fill in it, (please refer in Annex-1), of this study. For the comfort of the understanding of most

of the respondents, after it was checked the validity of the questionnaire which was originally
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prepared in English, translated into Amharic language that conveys the same and exact

message as the English version.

The data collection procedure was developed in detail including the time when to meet the
employees in best suitable manner so as to fill in the questionnaire (schedules) including
when to travel to their mineral exploration and/or Mine production sites, at the North and

Northeastern Ethiopia.

The researcher was the coordinator and driver of the data collection from scheduled
questionnaire together with identified assistants from each company with the help of the
respective managers, and remuneration was also quantified and settled clearly during the
actual data collection period. Since the major targeted sampling frames are found outside of
the city, Addis, additional expenses for logistics, transport, stationeries and estimated

duration of work were considered in the budget and executed accordingly.

3.4. Data processing and Analysis

The collected data from the questionnaire’s survey were first edited for its completeness
(checking omission and uniformity), consistency, legibility, and accuracy before they were
codded for further classification, tabulation and analysis using SPSS software in order to run

for findings against the research objectives, questions and hypotheses.

Then the data was coded, i.e. Process of identifying the respondents, giving code and
assigning a numerical score or/and character such as nominal, ordinal and scale (continuous)
based on the identified parameters (variables) of the sampling in the given population data
entry using the statistical package for social sciences software, (SPSS) version 20. The
codded qualitative data was then classified (i.e. process of arranging data into sequences and
groups according to their common/degree of characteristics) and tabulated in order to analyze

them quantitatively and qualitatively.

Some of the information required to be analyzed from tabulated data in descriptive statistics
were the percentage of the classified data, the central tendency (arithmetic mean, mode and
median) that could help to understand and prove/deny the initial objectives/questions of the

research study.
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Measurements of dispersion were calculated and shown in different types of scatter plots and
graphs. The measurements of dispersion are the range, mean (average) deviation and standard

deviation.

The data were tabulated, plotted and presented in graphs (simple, component and other bar
graphs, histogram, and charts for easy presentation to any reviewers, and decision makers

informed judgement.

In addition to this, quantitative data analysis using inferential statistics was employed to test
some of the correlations of bivariate, i.e. to test and assess the strength of association between
dependent variable with the independent variables. The researcher has also employed
additional inferential statistics such as multiple regression analysis to examine the prediction

strength of each independent variable for the overall dependent variable (turnover intention).

3. 5. Validity and reliability test

3.5.1 Validity

Validity refers to whether an instrument measures what it was designed to measure; Hair et
al. (2007) in Yesu T, (2018) MBA thesis defined the validity as “the degree to which a

measure accurately represents what is supposed to”.

Validity is concerned with how well the concepts are defined by the measure (). It also refers
to the extent to which an empirical measure adequately reflects the real meaning of the
concept under consideration. However, an instrument cannot measure the attribute of interest

if it is unpredictable, inconsistent, and inaccurate.

Leary, 2004 mentioned about four types of validity: Internal validity, External validity,
construct validity, and Statistical conclusion validity. These different types of validities were

considered for this specific research in the following section.

Internal Validity: is how the findings of the research match reality and as the researcher
study the things that are aimed to be measured. As this specific study is cross-sectional field
survey based on the tested instrument of MSQ the internal validity is addressed. The other
measure of internal validity is whether the finding shaves strong foundation or not. Therefore,

35



the finding in this specific study was strongly supported by the reality in the context and the
general theory in the field. The larger the sample size, the greater the chance the study is
internally valid (Chung et al., 2015)

External Validity: It refers to whether the observed associations can be generalized from the
sample to the population, or to other people, organizations, contexts, or time, Leary (2004)
in Yesu T., 2018 thesis. The more representative, the more confident we can be in
generalizing from the sample to the population. Hence, the researcher addressed this validity
by taking adequate sample that can represent the population. In addition, all items in the
instrument, the MSQ questionnaire are well developed and tested as a standard questionnaire

(with some modification) for addressing the human vocational psychological feeling.

Construct Validity: It examines how well a given measurement scale is measuring the
theoretical construct that it is expected to measure. It can be classified as face validity and
content validity.

Face validity refers whether the instrument is measuring what it claims to measure. We use
content validity when we want to find out if the entire content of the behavior/ construct/ area
is represented in the test. We compare the test task with the content of the behavior. This is a
logical, not an empirical one. Many constructs in social science research such as empathy,
resistance to change, and organizational learning are difficult to define, much less measure.
We can also assess the degree to which individual items represwasent the construct being
measured and cover the full range of the construct (content validity), Yesu T. (2018).

In this study, the researcher tried to address the construct validity through the review of
literature and adapting instruments used in previous research, that is, the MSQ standard,
which is widely accepted instrument for social science (Psychology), and also collect data to
demonstrate that the empirical representation of the independent variable produces the
expected outcome.

Statistical Conclusion Validity: It examines the extent to which conclusions derived using a
statistical procedure was valid. Because qualitative research designs do not employ statistical
tests, and statistical conclusion validity is not applicable. This type of validity was addressed
through selection of the right statistical method used for measuring the variables. This
specific study has employed quantitative analysis both the descriptive and inferential

statistical analysis, and it was tested against statistical conclusion validity.
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3.5.2 Reliability

Reliability, as defined by Cohen, et al. (2007:146), is the consistency, dependability and
replicability of the measuring instrument over time, and with the same respondents.
Reliability refers whether an instrument can be interpreted consistently across different
situations. Reliability differs from validity in that it relates not to what should be measured,
but instead to how it is measured. Hair et al. (2007) defines reliability as the extents to which
a variable or a set of variables is consistent in what it is intended to measure. Duffy, Duffy,
and Kilbourne (2001) asserted, Cronbach’s o measure the consistency with which
participants answers items within a scale. Duffy et al. (2001) further stated, a high o (greater

than .60) indicates that the items within a scale are measuring the same Construct.

The Cronbach’s alpha reliability test was calculated using SPSS software, version 20 and the

result is shown in table 3.5.

Table 3. 2. Case Processing Summary

Case Processing Summary

N %
Valid 134 100.0
Cases |Excluded® 0 .0
Total 134 100.0
a. Listwise deletion based on all variables in the

procedure.

Table 3. 3. Reliability Statistics

Cronbach's N of ltems
Alpha
927 48
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Table 3. 4: Scale Statistics

Mean | Variance Std. N of
Deviation Items
170.8433| 636.795 25.23479 48

Based on the Cronbach’s alpha’s scale statistical test shown in table 4.2.3 above, it can be
understood that the total number of items were 48, and their scale value mean became 170.9,
assuming the probability of the scale value for 48 items and 134 respondents could range from
48 to 675, (i.e. 134* 5= 675), with variance of 637, and standard deviation 25.24. The
Cronbach’s alpha shows that the data were collected with very high reliability value of 0.927,

which is closer to 1, the best reliability value of alpha.

The reliability statistics for internal consistency of each variables is also calculated in table
4.4 below that the above tables Cronbach’s alpha is the summation of each of the variables

scale statistics.

Table 3. 5: Reliability Statistics for internal consistency of the instrument for each variable

measure of the Variables Scale No of | Cronbach’s | Scale Statistics for each variables
Items | Alpha Mean | Varianc | Std.
e Deviation

The work itself (Q-1) 8 870 31.492 | 26.989 | 5.19506
5

Recognition (Q-2) 3 .838 10.485 | 6.598 2.56856
1

Company policy (Q-3) 5 .880 17.067 | 16.379 | 4.04709
2

Relationship- supervisor (Q-4) 9 944 34.485 | 49.740 | 7.05269
1

Co- workers (Q-5) 4 931 16.067 | 7.266 2.69558
2

Pay (salary) and benefits (Q-6) 6 .730 20.186 | 34.348 | 5.86075
6

The Working conditions/ 4 871 13.164 | 14.078 | 3.75208

Environment (Q-7) 2

Promotion/ career development | 4 578 13.044 | 19.487 | 4.41437

and rewards (Q-8) 8

Turnover intention (Q-9) 5 841 14.850 |15.361 | 3.91931
7
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CHAPTER FOUR

4. RESULTS AND DISCUSSION

4.1 Introduction

In order to achieve the objective of the research study, which was the empirical research on
the effects of employee’s job satisfaction on turnover intention on the selected large scale
mining companies in Ethiopia, the relevant and extensive previous works were reviewed,
conceptual frame work was indicated in relation to dependent and independent variables, and
the methodology and research design were prepared, and survey data were collected from the

target population based on the previous chapters: Chapter one to three.

Then, this chapter covered and assessed the presentation of the collected data and analyzed
them the results and discussion both quantitatively and qualitatively. The analysis results

were presented in tables and graphs as shown in the next sections of this chapter.

Based on the justifications mentioned in the research design, chapter three, the Likert scale
questionnaire was the survey instrument that had five scales ranging from five to one; where
5 represents strongly agree, 4 agree, 3 Neutral, 2 disagrees, and 1 strongly disagrees. These
five scales are treated as interval scale to conduct statistical analysis. Harry and Deboraha
(2012) stated that Likert scale data can be analyzed at the interval measurement scale. Likert
scale items are created by calculating a composite score (sum or mean) from four or more
type Likert-type items; the composite score for Likert scales can be analyzed at the interval
measurement scale. Descriptive statistics recommended for interval scale items include the
mean for central tendency and standard deviations for variability. They stated that data
analysis procedures used for interval scale items would include the Pearson and regression

procedures.

According to Neuman (2007), interval measurement scale is used to analyze liker scale data.
Likert scale items are created by calculating a composite score (sum or mean) from four or
more type Likert-type items; therefore, the composite score for Likert scales were analyzed at

the interval measurement scale.
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Descriptive statistics recommended for ordinal measurement scale items include a mode or
median for central tendency and frequencies for variability. Additional analysis procedures
appropriate for ordinal scale items include the chi-square measure of association, Kendall
Tau B, and Kendall Tau C., Harry and Deborah, 2012.

The questionnaire of this research study was developed as Likert scale rather than Likert type

therefore Likert items were calculated (sum or mean) for statistical analysis.

In order to assess the relationship between dependent variable and independent variables,

Correlation and regression analysis were conducted for scale typed questionnaire’s items.

Based on the information from the comparative study target population it was planned to
collect data from all the employees of the target population (mining companies). Thus, a
total of 152 questionnaires were planned to be distributed, 137 questionnaires were able to be
filled in and collected from the target population. Out of 137 questionnaires three of them
were not properly responded, i.e. some of the Likert scale question items were unanswered in
2 questionnaires, and one questionnaire was almost not filled in due to the respondent’s own

right not to share the feeling.

Summary of the respondents versus planned population was analyzed and shown below in
table 4.1.

The collected data were presented and analyzed using SPSS version 20 software. The study
used correlation analysis to measure the degree of association between different variables
under consideration. Regression Analysis was also used to test the effect of independent

variable on dependent variable.

Table 4. 1: Summary of the respondents versus planned population

Planned total respondents 152 100%
Collected respondents 137 90.13%
Rejected due to completeness 3/137 2.19%
Completed respondents 134/137 97.81 %
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4.2 Demography of the respondents

The demography of the respondents descriptive data presentation and analysis included the
gender, age, education level, employment tenure, experience in their respective mining
company as shown in the following tables and sections. Descriptive statistics was performed
on the demographic variables as a means of describing the respondents.

Table 4. 2: The descriptive statics of all the demographic variables

Statistics

Q.01: | Q.02: Q.03: Q. 04: Job | Q. 05: Type Q. 06: Experience

Gender | Age | Schooling | Position of Job in Mining Company
N| Valid 134 134 134 134 134 134

Missing 0 0 0 0 0 0
Mean 1.17 2.09 4.30 2.55 1.72 1.61
Mode 1.00 2.00 3.00 3.00 2.00 1.00
Std. 0.38 0.84 1.83 0.71 0.45 0.76
Deviation
Variance 0.14 0.70 3.34 0.50 0.20 0.59
Minimum 1.00 1.00 2.00 1.00 1.00 1.00
Maximum 2.00 4.00 7.00 3.00 2.00 4.00
4.2.1 Gender

The study sought to determine the gender distribution of the respondents in order to establish
if there was gender balance of employment participation in the selected mining companies.
Thus, the percentage of male from the respondents was 82.8 %, and the female respondents
from the population were 17.2 %. The descriptive analysis of gender is shown in table 4.2

and figure 4.1 below.

Table 4. 3: The respondent’s gender

Gender
Frequency | Percent Valid Cumulative
Percent Percent
Male 111 82.8 82.8 82.8
Female 23 17.2 17.2 100.0
Total 134 100.0 100.0
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4.2.2 Age distribution

The study also further established respondent’s age distribution categorized in a range
indicated in following table, Table 4.4.

Table 4. 4: The age of respondents

Age
Frequency | Percent Valid Cumulative
Percent Percent

18-28 32 23.9 23.9 23.9

29-39 67 50.0 50.0 73.9
valid 451C1)a5r?d 26 19.4 19.4 93.3

above 9 6.7 6.7 100.0

Total 134 100.0 100.0

As seen from this table, table 4.4, the age of half of the population of this study ranges from
29-39 years, and the next dominant age was also younger than this age range, i.e. from 18-28

years old. The remaining age ranges of the sample population account for about 26.1%.

4.2.3 Educational back ground of the respondent

From the Table 4.5 below majorities (29.9%) of the respondents have bachelor, 16.4 % have
Masters, and 15.7 % have 10 + 2 Diploma and while the remaining significant share of the
employees (21.6 %) have education level below grade 12. The TVET level 1-4 educational
background also contributed 11.2 % of the respondents. But the overall respondents’
education level was well educated, i.e. 10+2 diploma and above accounted for about 62 %.
This information also therefore indicates that the respondents have good to very good

understanding and knowledge to respond reliable and relevant information.
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Table 4. 5: The education level of the respondents

Schooling/Education level
Frequency| Percent Valid Cumulative
Percent Percent
Masters 22 16.4 16.4 16.4
Bachelor 40 29.9 29.9 46.3
10+2 Diploma 21 15.7 15.7 61.9
Certificate 7 5.2 5.2 67.2
Valid | TVET: level 15 112 11.2 78.4

1-4
?Z'OW grade 29| 216 21.6 100.0
Total 134 100.0 100.0

4.2.4 The job tenure of respondents in their respective mining company

The table below, Table 4.6, shows that the respondents at position of managerial and senior
expert/team leader were contributing 32.1% of population, which were among the 62% of
them from the diploma up to master’s level of the educational background population. The
remaining 67.9 % of the job position was below senior expert level where as the education
level was not necessarily below diploma level. There were employees working in these
selected companies below senior expert level whose education level was above 10+2 diploma
level that contributed about 67.9%.

Table 4. 6: Job position of the respondents

Job Position
Frequency | Percent Valid Cumulative
Percent Percent

Managerial 17 12.7 12.7 12.7
Senior expert, Team

valid |leader 26 19.4 19.4 321
below senior expert 91 67.9 67.9 100.0
Total 134 100.0 100.0
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4.2.5 The type of job

The job that was direcly relasted to the core comptency in the mining sector contribuited

28.4% and the remaing type of jobs were the support staff which was 71.6%.

Table 4. 7: The type of job of the respondents

Type of Job
Frequency| Percent Valid Cumulative
Percent Percent
Direct Core 38| 284 28.4 28.4
Valid competence
Support team 96 71.6 71.6 100.0
Total 134 100.0 100.0

4.2.6 Experience in the mining company

From the analysis shown majority of (52%) the employyees had work experience between 1
to 5 years, and the next higher percentage (33.6%) of work experience was from 6 to 10
years, 10.4 % accounted for the experience between 11 to 15 years’ work experience and
while the rest (2.2%) had work experaince in the corresponding mining company for 16 and

above year.

Table 4. 8: Respondent’s experience in the mining company

Experience in Mining Company
Frequency | Percent Valid Cumulative
Percent Percent

1-5 years 72 53.7 53.7 53.7

6-10 years 45 33.6 33.6 87.3
. [11-15 Years 14 10.4 10.4 97.8

Valid

16 and above 3 2.2 2.2 100.0

years

Total 134 100.0 100.0
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4.3 Descriptive Statistics of the variables

Based on the survey’s instrument, which was the modified Minnesota Satisfactory
Questionnaire, the responses for the different scale variables were analyzed in SPSS, version

20 software, and their statistical information for each variables were described in the

following sections.

4.3.1 The variable “work itself”

The “work itself” was one of the independent variables in the descriptive analysis consisting
of 8 items showing the mean value of 3.94 from 134 population as shown in the next table,

Table 4. 9.

Table 4. 9: Statistics for the independent variable -1: ‘the work itself’

Descriptive Statistics for variable 1: The work itself, and its items from Q1.1-Q1.8
The
work [ Q1.1 [ Q1.2 | Q1.3 | Q14 | Q15 | Q1.6 | Q1.7 | Q1.8
Itself-1
N Valid 134 134 | 134 | 134 | 134 | 134 | 134 | 134 | 134
Missing 0 0 0 0 0 0 0 0 0
Mean 3.94 413 | 410 | 4.07 | 4.00 | 407 | 3.87 | 3.68 | 3.57
Std'.. 0.65 0.79 | 0.85 | 0.86 | 0.88 | 0.82 | 0.98 | 0.99 [ 0.99
Deviation
Variance 0.42 0.63 | 0.72 | 0.73 | 0.78 | 0.68 | 0.95 | 0.97 | 0.98
Minimum 1 1 1 1 1 1 1 1 1
Maximum 5 5 5 5 5 5 5 5 5
Histogram
30
lvlean = 3.84
r Std. Dew. = G648
M= 134
]
2 20+ M
5 o
g \
w10

| | | | I I T
00 1.00 2.00 300 400 5.00 6.00
Theworkitself

Figure 4. 1 Histogram for variable “The work itself”.
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From the above histogram and the descriptive statistics of this variable, 83.4% of the
respondents showed that the value was above 3.25, indicating that most respondents were
satisfied and strongly satisfied with their work itself. Thus the skewness of this variable was

also towards negative direction with value of (-0.906).

This variable had eight items including about the nature of the job keeps the employee busy
(active), the chance of working alone, doing different things in a given job position, and
testing some of individual employee’s ideas in morally acceptable ways that employees

responded their feeling as satisfied or above level of satisfaction.

However, item 1.8 (please see Annex-1 MSQ’s questionnaire) among all other item
questions of this variable in relation to “the way for an employee’s job provides steady
employment” had lowest mean value of 3.6 that 33 % the respondents showed neutral feeling,
and 11 % of them were either dissatisfied or strongly dissatisfied. For this item, item 1.8,

only about 56 % of the respondents have feedback to agree or strongly agree level of feeling.

The next lower mean value is for the item “the chance of having the direction for other

workers” with value 3.7. The remaining item have the mean values range from 3.8 to 4.2.

4.3.2 The variable “Recognition”

The “Recognition” is one of the independent variable in the descriptive analysis consisting of
8 items showing the mean value of 3.94 from 134 population as shown in the next table,
Table 4. 10.

Table 4. 10: Descriptive statistics for Variable “recognition”.

Descriptive Statistics for variable 2: Recognition, and its items from Q2.1- Q2.3

Recognition-2 Q2.1 Q2.2 Q2.3

N Valid 134 134 134 134
Missing 0 0 0 0

Mean 3.50 3.43 3.72 3.34
Mode 4.00 4.00 4.00 3.00
Std. Deviation 0.86 1.11 0.88 0.95
Variance 0.73 1.24 0.77 0.90
Minimum 1.00 1.00 1.00 1.00
Maximum 5.00 5.00 5.00 5.00
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As shown in the table, Table 4.10. the independent variable “recognition” consisting of three
items have a mean value of 3.5, and each items did not have a big difference in their mean
value. The highest mean value, 3.72 was from item 2.1, which was the responses of the
question about ‘The social position in the community that goes with the job” and contributed
a bit high above the mean of all items. It can be understood that employee’s job satisfaction
towards recognition was indicated as the employee works with high sense of feeling for the
community. It is also noted that ‘recognition’ values had significant standard deviation from
the mean value indicating that there was no consistent feeling among all the responses.

4.3.3 The variable “Company Policy”

The mean value of the respondents on the variable “company policy” was 3.41 that the five
items in this variable also didn’t have big differences of values of each respective mean as

shown in table below.

The standard deviation for item question 3.1 (about the policies and practices toward
employees of this company) and item 3.4 (The way the company treats its employees) were
higher as compared to the remaining items Standard Deviation that led relatively to higher
mean value and variance. The value 4 was also the highest response of Likert value, i.e. mode

of the population, as seen on the histogram Fig. 4. 2.

Table 4. 11: Descriptive Statistics for variable “Company Policy”, and its items from Q3.1- Q3.5

Descriptive Statistics for variable 3: Company Policy, and its items from Q3.1- Q3.5
Company-

Policy-3 Q3.1 Q3.2 Q3.3 Q3.4 Q3.5

N Valid 134 134 134 134 134 134
Missing 0 0 0 0 0 0

Mean 3.41 3.46 3.43 3.34 3.43 3.42
Mode 4.00 4.00 4.00 4.00 4.00 3.00
Std. Deviation 0.81 1.02 0.93 0.98 1.02 0.97
Variance 0.66 1.05 0.86 0.96 1.04 0.94
Minimum 1.00 1.00 1.00 1.00 1.00 1.00
Maximum 5.00 5.00 5.00 5.00 5.00 5.00
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Figure 4. 2: Histogram of the respondents value for the variable “Company Policy”.

4.3.4: The variable “Relationship with supervisor”

There are eight items in this variable that each mean value of the items as shown in the table
4. 12 below were not significantly different from the mean value (3.83) of the variable. The

mode value for all items tends to be highest for value 4, and the skewness was towards the

Frequency
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-
u
1

=
o
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o]

.00 1.00

T
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T
3.00

T
4.00

Company_Policy-3

left, negatively as shown in figure 4. 3.

T
500

Mean =3.41
Stel. Dev. = 809
MN=134

Table 4. 12: The Statistics of the variable relationship with supervisor and its 8 items

Statistics

Relationship/

Supervisor-4 Q4.1 Q4.2 | Q43 | Q4.4 | Q45 | Q4.6 | Q4.7 | Q4.8
N | Valid 134 134 134 134 134 134 134 134 134

Missing 0 0 0 0 0 0 0 0 0

Mean 3.83 3.78 3.81 3.99 3.77 3.93 3.82 3.80 4.00
Std. 0.78 0.92 1.01 0.82 0.98 0.95 0.96 0.99 0.89
Deviation
Variance 0.61 0.85 1.01 0.67 0.96 0.91 0.92 0.97 0.80
Minimum 1.78 1.00 1.00 2.00 1.00 1.00 1.00 1.00 2.00
Maximum 5.00 5.00 5.00 5.00 5.00 5.00 5.00 5.00 5.00

48




RelationShip with Supervisor-4

307 Mean = 3.53
] Std. Dev. = .784
N=134

207 —

==

(=4

=

@

=

@ N

B

[T

N

1] T T T T
1.00 2.00 3.00 4.00 5.00 6.00

RelationShip with Supervisor-4

Figure 4. 3. Histogram for variable “relationship with supervisor”

4.3.5 The variable for “coworkers”

The variable ‘coworkers’ had mean value of 4.02 that the items in this variable were all 4 and
each items of this independent variable was shown in table 4.13. The mean value of item Q.
5.4, i.e. the question about “the friendliness of my coworkers” had the lowest mean value
among all others with the value 3.95. The highest frequency value of the respondents for this
variable was 4 as seen both in the statistics table, Table 4.13 and the histogram in Figure 4.3.

Table 4. 13: Statistics of the variable “coworkers” and its 4 items

Statistics

Coworkers5 Q5.1 Q5.2 Q5.3 Q5.4

N Valid 134 134 134 134 134
Missing 0 0 0 0 0

Mean 4.02 4.09 4.04 3.99 3.95
Mode 4.00 4.00 4.00 4.00 4.00
Std. Deviation 0.67 0.71 0.76 0.73 0.76
Variance 0.45 0.50 0.58 0.53 0.58
Minimum 2.00 2.00 2.00 2.00 2.00
Maximum 5.00 5.00 5.00 5.00 5.00
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Figure 4. 4:. The histogram for the variable ‘coworkers’ that skewed negatively

4.3.6: The variable for “Pay and benefit”

The mean value of each items of this variable was shown below in Table 4. 14 that item
Q.6.4 had the lowest of all other mean, and it had also multiple mode as shown on Figure 4.5.
This item question was requesting the respondents about “the chances for up to date salary
increases”, and there were dominant respondents who preferred to be neutral rather than

choosing other values. Consequently, the mode was high and the mean value of this item

Frequency

Coworkers5

607

40

30+

became lowest of all.

T
3.00

T
4.00

Coworkers-9

Mean = 4.02
Std. Dev. = 674
M=134

Table 4. 14: Descriptive statistics for variable “Pay and Benefit”

Statistics

g:ze%?-% 06.1 06.2 06.3 Q6.4 06.5 06.6
Valid 134 134 134 134 134 134 134

N Missing 0 0 0 0 0 0 0
Mean 3.33 3.37 3.25 3.40 3.21 3.31 3.43
Mode 4.00 4.00 4.00 4.00 3.00% 3.00 3.00
Std. Deviation 0.84 1.02 1.07 1.04 1.09 1.06 0.91
Variance 0.70 1.05 1.14 1.08 1.19 1.12 0.83

Minimum 1 1 1 1 1 1 1

Maximum 5 5 5 5 5 5 5

a. Multiple modes exist. The smallest value is shown
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Figure 4. 5: Histogram for the variable ‘pay and benefit’ showing multiple mode at value 3.

4.3.7: Descriptive Statics for the variable ‘the working condition-Environment’

The mean value of this variable, working condition/environment was 3.29 whereas the items
Q.7.3 had the highest mean value 3.42, and the content of the question was about ‘the level of
present job is in Stressful work environment’ that dominant responders agreed in this
statement. The next higher mean value was for the item Q7.4 that the content of the
questionnaire was about the ‘The way I feel overall work environment of the office/mine
site” and respondents replied to be satisfactory. On the other hand, the first two items: Q7.1

and 7.2 mean values were close to the variable mean value, and the mode was found to be 3.

Table 4. 15: Descriptive statistics for variable “The working condition/Environment”

Statistics
The Working
Condition

Environment-7 Q7.1 Q7.2 Q7.3 Q7.4

N | Valid 134 134 134 134 134
Missing 0 0 0 0 0

Mean 3.29 3.19 3.20 3.42 3.36
Mode 3.00 3.00 3.00 4.00 4.00
Std. 0.94 1.20 1.14 0.99 1.08
Deviation
Variance 0.88 1.43 1.30 0.98 1.16
Minimum 1.00 1.00 1.00 1.00 1.00
Maximum 5.00 5.00 5.00 5.00 5.00

51



Figure 4. 6: Histogram for the variable “the working condition/Environment
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4.3.8: Descriptive Statics for the variable ‘Promotion- Career Development and rewards’

The mean value of the variable called ‘promotion/career development and rewards’ was 3.2
with the mode value of all items was 3 except the item Q.8.3 that this item had the highest
mean, 3.38, and the mode value of also 4. The content of this question which contributed to

higher mean value and mode was about the “The chances/opportunities for advancement on

this job”. The dominant mode value was clearly shown on the histogram in Figure 4. 6.

Table 4. 16: Descriptive statistics of the variable “promotion, career development and
rewards”
Statistics

Promotion, Career

Development

And Rewards-8 Q8.1 Q8.2 Q8.3 Q8.4
N [ valid 134 134 134 134 134

Missing 0 0 0 0 0

Mean 3.20 3.11 3.04 3.38 3.28
Mode 3.00 3.00 3.00 4.00 3.00
Std. Deviation 0.87 1.01 1.00 0.96 0.97
Variance 0.76 1.02 1.00 0.93 0.94
Minimum 1.00 1.00 1.00 1.00 1.00
Maximum 5.00 5.00 5.00 5.00 5.00
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Figure 4. 7: Histogram for the variable “promotion Career development and rewards”

4.3.9: Descriptive Statics for the variable ‘turn over intention’

The mean value of the variable turnover intention is 2.97, or also it can be said just 3, which
was the neutral value chosen to be “neither dissatisfied nor satisfied” in responding to the
questionnaire given. It can be understood the respondents might have the feeling to be neutral
to mention themselves and may be noting the consequence of mentioning something agree or
disagree would have impact in the company the employee is working. The mean value of
each of the items of this variable was also not different from the mean of the variable which
could be thought of the same feeling as explained earlier for each question raised to get the

employee’s feeling. The frequency of the value 3 was the highest and constituted about 50%

of the population as shown from the histogram in figure 4. 8 below.

Table 4. 17: Descriptive statistics for the variable ‘turn over intention’

Statistics

Turn over

intention-9 Q9.1 Q9.2 Q9.3 Q9.4 Q9.5
N Valid 134 134 134 134 134 134

Missing 0 0 0 0 0 0

Mean 2.97 2.93 2.89 3.08 2.95 3.00
Mode 3.00 3.00 3.00 3.00 3.00 3.00
Std. Deviation 0.78 0.94 0.97 1.04 1.04 1.02
Variance 0.61 0.89 0.94 1.08 1.07 1.04
Minimum 1.00 1.00 1.00 1.00 1.00 1.00
Maximum 5.00 5.00 5.00 5.00 5.00 5.00
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Figure 4. 8: Histogram for the variable ‘turnover intention’

4.3.10: Descriptive statistics for all variables

Descriptive statistics for all variables based on the sum and mean values of each items from
all the respondents was shown in the following table, Table 4.18. The descriptive Statistics
of all the variables was computed based on all variables and their items mean values.

From the table 4.18, it can be understood that the population sample size (N) was 134, and
the respondents Likert scale value ranges from 1 to 5 that became the basis for the
calculation of the dispersion, central tendency and the data distribution of the values of the

respondents.

Table 4. 18: Descriptive statistics for all variables

Variables N Minimum Maximum Mean Std. Deviation | Variance
The work itself 134 1.00 5.00 3.9366 .64938 422
Recognition 134 1.00 5.00 3.4950 .85619 .733
Company Policy 134 1.00 5.00 3.4134 .80942 .655
Relationship with Supervisor 134 1.78 5.00 3.8317 .78363 .614
Coworkers 134 2.00 5.00 4.0168 .67389 454
Pay and Benefit 134 1.00 5.00 3.3259 .83817 .703
The Working

134 1.00 5.00 3.2910 .93802 .880
Condition/Environment
Promotion-Career-

134 1.00 5.00 3.2034 .87422 .764
Development-and-Rewards
Turnover intention 134 1.00 5.00 2.9701 .78386 .614
Valid N (listwise) 134
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It can be understood that the mean value of the respondents was higher for the variables
‘coworkers’, and ‘the nature of the work itself’. This showed that the majority of the
employees job satisfaction of the selected companies under the research were in the level of
satisfied and very satisfied scale values with the mean 4.02 and 4, and their variance were

also relatively low such as 0.46 and 0.42, respectively.

On the contrary the respondents have feeling of ‘very dissatisfied” and ‘dissatisfied’ response
for the dependent variable “intention to leave their job” to elsewhere with different range of
time, as indicated in the items on the questionnaire. It can also be understood that majority of
the respondents had preference to be neutral with the mean value of just 3.00 for turnover

intention.

The Standard Deviation value for the independent variables item “Working
condition/Environment” and “Promotion-career- development and reward” had very high as
compared to the value of the variances of other variables from their mean. It can also be
interpreted that it seems the respondent had mainly neutral feeling for these variables in

relation to their employee’s job satisfaction as each mean value was almost the same as 3.20.

The remaining independent variables had also shown the values tending to be from ‘neutral’
to ‘satisfied’ feeling rather than dissatisfied scale value as their variance was lower that

cannot reflect the dissatisfaction values.

4.4 Inferential Statistics: Correlation and Regression Analysis

Different inferential statistical tests were conducted to investigate the relationship and effects
of different variables of employee’s job satisfaction and turnover intention in the following

inferential analyses: the correlation analysis and Regression Analysis.

4.4.1 Correlation Analysis

Correlations are the measure of the linear relationship between the variables. A correlation
coefficient has a value ranging from -1 to 1. Values that are closer to the absolute value of 1
indicate that there is a strong relationship between the variables being correlated whereas

values closer to 0 indicates that there is little or no linear relationship. As described by Andy
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(2009), the correlation is a commonly used measure of the size of an effect: values of +
0.1represent a small effect, £ 0.3 is a medium effect and + 0.5 is a large effect. Correlation
analysis does show the relationship between the variables of interest, hence to answer the
proposed research questions the following correlation analysis is undertaken by the
researcher. The correlation Coefficient indicates the strength and direction of relationship.

The p-value also indicated the probability of the significance of the relationship.

Table 4. 19: Person correlation for both dependent and independent variables

Correlations

N= 134 The | Recognit| Company | Relatio | Cowo | Salar The Promotion turnover
WORK ion Policy nship | rkers | yand | Working /Career intention
Itself with Benef | Condition/ | Developm
Superv its Environm | entand
isor ent Rewards
Pearson
The WORK |tse|f Corre|ation 1
Pearson wx
B Correlation 560 1
Recognition
Sig. (2-tailed) .000
) Pearson 553" 710" 1
Company Policy | correlation : '
Relationship with | Pearson 530" 592" 603" 1
. Correlation ’ ’ '
Supervisor
Pearson - - . -
Coworkers Correlation 463 .378 .353 518 1
Salary and pearson 379"| 453" 518" 250" | 230"| 1
) Correlation ' ' ' ' '
Benefits
The Working b
earson ok *x ok ok ok *x
Condition/ Correlation .375 524 .608 475 | .325 | .450 1
Environment
Promotion/ Career b
earson *k ok ok wk wk *ox ok
Development and | correlation .388 .568 .543 443 | 334 | 572 .480 1
Rewards
Pearson *
Turn over Correlation .021 -.108 -.186 -.089| .042| -.145 -.021 -.128
intention Sig. (2-tailed) |  .813 215 .031| .308| .628| .094 .807 .140

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

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

Source: - Own Survey, 2019.
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From the above table, table 4.18, it shows that the dependent variable, ‘turnover intention’, is
negatively correlated with six of the independent variables such as recognition, Company
policy, relationship  with  supervisors, salary and benefits, the working
condition/Environment, Promotion/career development and rewards, excluding the other two
independent variables, i.e. except the ‘work itself” and ‘coworkers’. Among all variables, the
negative relationship with ‘the company policy’ where the person correlation, r = - 0.186, is

statistically significant at 0.05 level (2-tailed).

The correlation of all the independent variables each other is positively related and
statistically significant value, mainly for p < 0.01 (2-tailed), and few of them 0.05 (2-tailed)
with the positive relationship effects range from medium to large effects. This indicates that
all these independent variables are the factors of the employee’s job satisfaction also are

statistically significant.

4.4.2 Rregression Analysis

Multiple regression is one of techniques that can be used to explore the relationship between
one continuous dependent variable and a number of other independent variables or
predictors, Julie and Pallant (2005: p. 42). According to Julie and Pallant (2005) the
researcher has to first check the assumptions such as sample size, outliers, normality,
linearity, multi-collinearity and singularity before proceeding to multiple regressions

analysis.

4.4.2.1 Tests of Assumptions of Regression Analysis

Normality of the residuals variables Homoscedasticity and Multi collinearity between
variables were checked and some of the results presented as follows. The researcher also
checked for the outliers that checking for standardized (Z) scores for absolute higher values
greater than 3.29 is important to ensure the normality. All these assumptions were checked
and didn’t have problem for the researcher to procced with the regression analysis.
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Figure 4. 9a: The standard residual (Z) score values for checking normality graph.
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Figure 4. 10a: The standard residual (Z) score values for checking normality histogram.
Source: Own Survey, 2019

58



4.4.2.2 Normality

As Field (2009), noted, the assumption of normality is important in research while using
regression it is helpful to generalize the results of the analysis beyond the sample collected.
It is also advisable to inspect to see if a distribution is normal through a P-P plot
(probability—probability plot). The straight line in this plot represents a normal distribution,
and the points represent the observed residuals. Therefore, in a perfectly normally distributed
data set, all points will lie on the line (Field, 2009).

Normal P-P Plot of Regression Standardized Residual

. Dependent Variable: turnover_intention Normal Q-Q Plot of Zscore(Turnoverintention9)
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Figure 4. 11: Normal P-P Plot of Regression Standardized Residual. Source: Own Survey,
20109.

As it is seen in the above figure, the dots are closely plotted to the straight line, which
indicate a small or no major deviation from normality and there are no extreme cases
observed. Therefore, the assumptions of simple linear regression have been met and we can

possibly assume that the model is accurate and can probably generalize to the population.

Similarly the outliers were also plotted for standardized (Z) scores using SPSS software for
the absolute higher values greater than 3.29 as it is important to ensure the normality and thus

the data set has showed insignificant outliers on the plot Z score as seen below in Figure 4.11.
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Figure 4. 12: The outliers that checking for standardized (Z) scores for absolute higher values
greater than 3.29 to ensure the normality.

4.4.2.3 Homoscedasticity

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

In this regard, to plot the homoscedasticity analysis, as suggests by Field (2009), the
researcher plotted the standardized residuals, or errors (ZRESID) on the Y axis and the
standardized predicted values of the dependent variable based on the model (ZPRED) on the

X axis and the result is presented as follows.

In this regard, as Field (2009) describes, the graph of *ZRESID and *ZPRED should look
like a random array of dots evenly dispersed around zero, if the assumption of

homoscedasticity has to be met. Likewise, as it is shown in the below figure, Figure 4.12, the
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points are randomly and evenly dispersed throughout the plot and there are no obvious

outliers on this cloud of dots which are spaced around zero.

According to Garson (2012), homoscedasticity helps as to check for the relationship under
investigation is the same for the entire range of the dependent variable and lack of
homoscedasticity is shown by higher errors (residuals) for some portions of the range, which

can be seen on the scatter plot.
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Figure 4. 13: Scatterplot for testing homoscedasticity

Thus, from this scatter plot above figure we can see that all the points are clustered in one
assumed rectangle shape ranges roughly from -3 to 3 standardized predicted and residual
values, and the center of the plot has concentrated points around 0 that it has shown the proof
of multicollinearity. There are also in fact few outliers which didn’t have significant

deviation.

4.4.2.4 Multicollinearity

According to Saunders (2009) in Yesu Girma (2018) thesis, most regression programs can
compute variance inflation factors (VIF) for each variable and as a rule of thumb; VIF above
5.0 suggests problems with multi collinearity. Field (2009), also underline that, values for
“Tolerance” below 0.1 indicates serious problems, although several statisticians suggest that
values for “Tolerance” below 0.2 are worthy of concern.
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Accordingly, as it is seen in the below collinearity table, table 4. 20, multicollinearity is not
the problem of this model, because VIF (variance inflation factor) of the model is well less
than 5.0 and the tolerance is not less than .10. The value of VIF ranges, between 1.492 to
2.824 and the tolerance of the variables ranges between .354 and .670.

Therefore, the variables are not overlapped and they are free from collinearity effect which

possibly would have hindered the prediction ability of the model.

Table 4. 20: Test of Multi Collinearity

Coefficients®
Model Collinearity Statistics
Tolerance VIF
The work itself-1 .558 1.793
Recognition-2 .400 2.501
CompanyPolicy-3 .354 2.824
RelationShip_Supervisor-4 .463 2.158
! Coworkers-5 .670 1.492
Pay and Benefit-6 .570 1.755
The Working Condition Environment-7 .569 1.758
Promotion/Career Development and Rewards-8 .523 1.913
a. Dependent Variable: Turnover intention

Source: own survey and computation, 2019.

Table 4. 21: Collinearity Diagnostics

Collinearity Diagnostics®

Model Eigen | Condition Variance Proportions
value Index | (Cons | The work | Recog | Company | Relationship | Coworkers | Pay and Working | Promoti
tant) itself nition Policy Supervisor Benefit | Condition/ | on/Care
Environm. | er Devt.
1 8.785 1.000 .00 .00 .00 .00 .00 .00 .00 .00 .00
2 .057 12.419 .06 .02 .00 .01 .02 .06 .07 12 .10
3 .043 14.225 .01 .00 .02 .02 .03 .00 .25 .35 12
4 .034 16.092 .04 .00 17 .02 .03 .01 .14 .35 .15
1 5 .027 17.880 .00 .01 .09 A1 .01 .04 .21 .09 .52
6 .016 23.492 .07 .02 .50 .20 .39 .00 .06 .06 .00
7 .014 24.800 .24 .08 17 .30 13 .22 .24 .00 .09
8 .012 26.923 .15 .00 .01 .28 40 .66 .03 .01 .00
9 .011 27.812 42 .85 .05 .07 .00 .01 .00 .02 .01

a. Dependent Variable: Turnover intention
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Then the researcher investigated the regression analysis as follows. All independent variables
were considered to understand the regression model for the dependent variable, i.e. turnover

intention as shown in Table 4. 22 and 23.

Table 4. 22: Variables entered/removed for the regression model

Variables Entered/Removed?
Mode Variables Entered Variables Method
I Removed
PromotionCareerDevelopmentandRewards,
Coworkers, TheWorkingConditionEnvironment,
1 TheWORKItself, SalaryandBenefits, Enter
RelationShipwithSupervisor, Recognition,
CompanyPolicy”
a. Dependent Variable: turnover intention
b. All requested variables entered.

Source: Own survey and the researcher’s computation, 2019.

Table 4. 23: The model summary of the regression analysis

Model Summary”®

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

1 .296° .088 .029 3.86115

a. Predictors: (Constant), Promotion CareerDevelopmentandRewards, Coworkers, The Working
Condition/ Environment, The WORK Itself, Salary and Benefits, Relationship with Supervisor,
Recognition, Company Policy

b. Dependent Variable: turnover intention

This table 4.16 shows R = 0.296, the correlation between the predicted values of all the
independent variables in relation to the effects of employees’ job satisfaction with dependent
variable, the turnover intention, i.e. the observed values after all the inter-correlations are
taken in to account. R square = 0.088, which indicates that this model, the independent
variables explain (account) 8.8 % of the variance for the dependent variable, the turnover
intention.
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Table 4. 24: The ANOVA analysis

ANOVA?®
Model Sum of Squares Df (degree of Mean Square F (test statistics | Sig.
Freedom)= N- =
the variables) Regre./Resid.)
Regression 179.455 8 22.432 1.505 .16?)
Residual 1863.560 125 14.908
Total 2043.015 133

a. Dependent Variable: turnover intention

b. Predictors: (Constant), Promotion Career Development _and_ Rewards, Coworkers, The_ Working_

Condition/Environment, The_ WORK _ Itself, Salary_ and_ Benefits, Relationship with_ Supervisor, Recognition,

Company Policy

This ANOVA table shows that the significance of the p- value that it was not statistically
significant. That means, this model 8.8% of the independent variables didn’t explain the

variance of the dependent variable with statistically significant level since the P value was

not less than .05.

Thus the overall ANOVA model as group, it was not statistically significant with the
expression, for regression and residual: F (8, 125) = 1.505, p is not less than 0.005, R2 =

.088.
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Table 4. 25: The coefficients of the regression model

Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta t= B/Std.error Sig.

1 (Constant) 14.94 2.45 6.10| 1.24E-008
The_ WORK_ Itself 14 .09 .18 1.57 12
Recognition .01 21 .00 .03 .98
Company_ Policy -.27 14 -.28 -1.95 .05
Relationship with_ Supervisor -.05 .07 -.09 -.75 .46
Coworkers 14 15 .10 91 .36
Salary_ _and_ Benefits -.09 .09 =11 -1.01 .32
The Working_ Condition/ .18 12 7 1.51 13
Environment
Promotion_ Career_ -.06 13 -.05 -.46 .64
Development_ and Rewards

The Coefficients?

a= Dependent Variable: turnover intention

The coefficient table helps to look each of the predictors (independent variables) individually.
Then, based on the above table, it is possible to know which of the independent variables
included in the model (i.e. the work itself, recognition, company policy relationship with the
supervisors, coworkers, salary and benefits, the working condition/Environment, promotion/
career development and rewards) contributed the highest to the prediction of the dependent
variable (turnover intention). According to Julie Pallant (2005, pp 153-154) in order to
confirm the variable is considered as unique contributor to turnover intention, we have to
check the significance must be less than .05. For this, we need to look in to the column
labeled Beta under Standardized coefficients. But the largest Beta coefficient is ‘company
policy’ with the significance is not less than 0.05. Therefore, there is no unique variable that
is making unique contribution to the prediction of the turnover intention of the employees of
selected mining companies of the North to North- eastern Ethiopia. This may be due to

overlap with other independent variables in the model.

It shows, however that the independent variables ‘company policy’ is not statistically
significant contributor to turnover intention due the significant values of the variable was not
less, but just 0.05. Also, none of the other independent variables (predictors) had significant

variance. On the other hand, these independent variables correlated each other very well.
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Based on the above table, which is the outcome of the regression analysis of the SPSS the
general equation (model) can be formulated using the expression of the eight independent
variables (as Xi’s) and the multiple regression model for the dependent variable (Y) as:-
Y=a+ B1X1 + B2X2+B3X3+.... bnXn.

The coefficients for the independent variables: The_ WORK_Itself = .18, recognition =.00,
Company_policy = -0.28, relationship_with_supervisor = -0.09, coworkers = 0.10,
salary_and benefits= -0.11, The_Working_Condition_Environment = 0.17, and Promotion
Career_ Development_ andR-ewards = -0.05.

Then the expression employee’s turn_over_intention of the selected mining companies of
North to NE Ethiopia = 14.94 + 0.18 (The_ WORK _Itself factor) +.00 (Recognition factor) -
0.28 (company policy factor) -0.09 (relationship-with supervisor factor) + 0.91 (coworkers
factor) - 0.14 (Salary and-benefit factor) — 0.11 (Salary-and-Benefits factor) +0.17 (the
working condition/environment factor) — 0.05 (Promotion career development and rewards

factors).

The beta value of company policy is (B = 0.28) which shows that one (1) unit change in
“company policy” will cause a 0.28 unit negative change in turnover intention by keeping
other factors constant. But it was not statistically significant at p was not less 0.05, it is rather
just 0.05. There were no other statistically significant predictors for the turnover intention as
per the computation of the regression analysis.

4.5 Results and discussion

The results from this research data analysis that consists of the demographic information,

descriptive statistics, correlation and regression are mentioned as follows.

4.5.1 Demographic information:

The respondents had 82.8 % contribution of male and the remaining were females, and 69 % of the
respondent’s education level was 10+2 diploma level and above that 16.4% were master’s and
29.9% were bachelor’s degree level. In addition to this, 32.1% of the job position was occupied by
the managerial and senior expert/ Team leader level. The job that was direcly related to the core

comptency in the mining sector contribuited 28.4% and the remaining type of jobs were the
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support staff which was 71.6%. Majority of (52%) the employyees had work experience
between 1 to 5 years, and the next higher percentage (33.6%) of work experience was from
6 to 10 years, 10.4 % accounted for the experience between 11 to 15 years’ work experience
and while the rest (only 2.2%) had work experaince in the corresponding mining company for
16 and above year. This implies that majority of respondents didn’t have a reasonable work
experience and could therefore were not really well experianced with the mining indusrty
practices. Also this may imply that there could be higly likley experienced employees’s
turnover. Or the overall establisment of most of the ming compaines in Ethiopia was not that
much long time ago unlike many other industires exisitence in Ethiopia. Because, the history
of private mining industry in Ethiopia itself was not older than about two decades when this

reserch was conducted in 2019.

4.5.2 Descriptive statistics analysis

The population of the sample size (N) was 134, and the respondents Likert scale value ranges
from 1 to 5. From the descriptive statistics analysis, most of the employee’s job satisfaction
of the selected companies under the research were in the level of agree and strongly agree
scale values with the mean 4.02 and 4, and their variance were also relatively low such as

0.46 and 0.42, respectively.

It can be understood from the descriptive statistics that the mean value of the respondents were
higher for the independent variables: coworkers, and the nature of the work itself. This shows
that the majority of the employee’s job satisfaction of the selected companies under the
research were in the level of ‘agree’ and ‘strongly agree’ scale values with their mean 4.02 and

4, and their variance are also relatively low such as 0.46 and 0.42, respectively.

On the contrary the respondents had feeling of ‘strongly disagree’ and ‘disagree’ response for
the variable ‘intention to leave their job’ to elsewhere with different range of time, as
indicated in the items on the questionnaire of this subject. It can also be understood that
majority of the respondents preferred to be neutral with the mean value of just 3.00 for

turnover intention.

The Standard Deviation value for the independent variable item “Working condition/

Environment” and also ‘“Promotion/career development and reward” was very high as
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compared to the value of the variances of other variables from their mean. It can also be
interpreted that it seems the respondent had mainly ‘neutral’ feeling for these variables in

relation to their employee’s job satisfaction as each mean value was almost the same as 3.20.

4.5.3 Correlation Analysis

From the above correlation table presentation, it shows that the dependent variable, ‘turnover
intention’, was negatively correlated with six of the independent variables such as
recognition, Company policy, relationship with supervisors, salary and benefits, the working
condition/Environment, Promotion/career development and rewards, excluding the other two

independent variables.

The ‘company policy’ had a significant negative impact on the effects of employee job
satisfaction in the selected mining companies of the target areas to the turnover intention (r =
-0.186, p < 0.05). *. Correlation was significant at the 0.05 level (2-tailed).

Based on computation analysis for correlation using SPSS it has been tested (proved) that all
the independent intrinsic and extrinsic factors for employee’s job satisfaction were positively
correlated each other with the high Pearson’s correlation (r) of + 0.5 and higher, which is a
large positive effect of correlation. All factors’ correlation with each other were also

statistically significant at 0.01 level (2-tailed).

On the other hand, the independent variables: recognition, company policy, relationship with
supervisor, salary and benefit, the working condition/ environment and ‘promotion/career
development and rewards’ showed negative relationship with the dependent variable
“turnover intention”. The negative relationship between the “company policy” and the
turnover intention” was statistically significant, i.e. ( p <0.05, two tailed ). Which means, the
independent variable, the ‘company policy’ has a significant negative impact on the effects of
employee job satisfaction in the selected mining companies of the target areas to the turnover
intention (r = - 0.186, p < 0.05). *. Correlation was significant at the 0.05 level (2-tailed). The
other independent variables showed negative correlation even though they didn’t shown

statistical significance.
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One of the most traditional turnover theories, which was developed by Mobley (1977) that he
theorized that job satisfaction, or lack thereof, led to thinking about quitting, which led to job
search, which could then lead to an intention to quit, or vice versa, which could eventually
result in actual turnover. The current research work also showed such relationships that the
effects of employee’s job satisfaction for the turnover intention is proved to be negatively

related with the turnover intention as per the findings mentioned above.

4.5.4 Regression Analysis

The researcher has first checked the assumptions such as sample size, outliers, normality,
linearity, multi-collinearity and singularity before proceeding to multiple regressions

analysis.

Based on the literatures like as Julie and Pallant (2005) have indicated about the requirements
for regression analysis, i.e. before analyzing for regression, the researcher has to first check
the acceptability of the assumptions of the data such as sample size, outliers, normality,
linearity, multi-collinearity and singularity of the survey data before proceeding to multiple

regressions analysis.

Accordingly, as it was seen in the earlier sections of this chapter, the collinearity table, table
4.20, multicollinearity was not the problem of this model, because VIF (variance Inflation
Factor) of the model is well less than 5.0 and the tolerance is also much than .10. The value
of VIF ranges, between 1.492 to 2.824 and the tolerance of the variables ranges between .354
and .670.

Therefore, the variables were not overlapped, and they were free from collinearity effect

which possibly would have hindered the prediction ability of the model.

This ANOVA table showed that the significance of the p- value that it was not statistically
significant. That means this model 8.8% of the independent variables didn’t explain the
variance of the dependent variable with statistically significant level since the P value was not
less than .05.
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Thus, the overall ANOVA model as group, it was not statistically significant with the

expression, for regression and residual: F (8, 125) =1.505, p is not less than 0.005, R2 = .088.

Using multiple regression models for the dependent variable (Y) as:- Y = a + B1X1 +
B2X2+B3X3+.... bnXn, then the expression of the eight independent variables (as Xi’s) were

quantified as follows: -

i.e. the expression Employees’ turnover intention of the selected mining companies of N to
NE Ethiopia = 14.94 + 0.18 (The_ WORK _lItself factor) +.00 (Recognition factor) -0.28
(company policy factor) -0.09 (relationship-with supervisor factor) + 0.91 (coworkers factor)
- 0.14 (Salary and-benefit factor) — 0.11 (Salary-and-Benefits factor) +0.17 (the working
condition/environment factor) — 0.05 (Promotion career development and rewards factors).

The beta value of company policy is (B = 0.28) which showed that by keeping other factors
constant, 1 unit change in company policy could cause a 0.28 unit negative change in
turnover intention. but it was not statistically significant as p was not less 0.05, it was just
0.05. There was no other statistically significant predictors for the turnover intention as per

the computation of the regression analysis.

Therefore, there was no unique variable that was making unique contribution to the
prediction of the turnover intention of the employees of selected mining companies of north-
north- eastern Ethiopia. This may be due to overlap with other independent variables in the
model.

From the regression analysis and the coefficients table, Table 4.25, the column labeled Beta
under Standardized coefficients; the largest Beta coefficient is ‘company policy’ with the
significance was not less than 0.05. Therefore, there was no unique variable that was making
unique contribution to the prediction of the turnover intention of the employees of selected
mining companies of north to north- eastern Ethiopia. This may be due to overlap with other
independent variables in the model.
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CHAPTER FIVE

5. CONCLUSION AND RECOMMENDATION

This chapter discusses the conclusion and recommendation of the research study about the
effects of employee’s job satisfaction on turnover intention in the selected mining companies

in Ethiopia.

5.1 Conclusion

The empirical research study was conducted through questionnaire consisting of 48 items
based on census survey to reach to the employees of these mining companies. It was planned
to collect the personal characteristics and feelings of the respondents through questionnaire
in relation to testing the effects of the identified factors of Job Satisfaction (the nature of
work, recognition, company policy, relationship with supervisor, coworkers, pay and benefit,
career development, work environment, promotion/career development), and the components
for the turnover intention. Since the research study was the first trial in the mining industry of
Ethiopia, the maximum possible intrinsic and extrinsic independent variables (factors) were
considered that could impact the turnover intention in order to see (test) their outcomes in the

quantitative analysis.

Questionnaires were collected from 137 respondents out of the total 152 estimated population
of the employees of the selected region mining companies during this census survey. Out of
the collected responses, 134 of the questionnaires were completed and used for the statistical

data analysis using SPSS version 20 software.

The initial specific objectives of the research study were to investigate the level of
employee’s job satisfaction, to identify the factors employees’ job satisfaction, to examine the
relationship between employees job satisfaction and turnover intention, and the fourth
objective was to investigate the effects of employees job satisfaction on turn over intention

based on the research study for the selected mining companies in Ethiopia.

The first two sub-objectives were addressed in the descriptive statistical study and correlation

analysis of this research work as mentioned in the finding section. The remaining two sub
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objectives were also reveled in all the quantitative study. The research outcomes were

concluded in the following statements.

As mentioned in the findings of the data analysis, the independent variables (six of them out
eight variables) have negative relationship with the dependent variable turnover intention,
which is in agreement with previous different studies in the banking sector cited in Yesu
Girma (2018) in hotel and hospitality industries, in Aweke wesen (2017) in banking industry,
Jane Ann Reukauf (2017) in U.S.A.’s small businesses, Sangaran G, Jeetesh K (2015) in

hotel industry, and others.

The negative relationship between the “company policy” and the turnover intention” was
statistically significant, i.e. (p < 0.05, two tailed). Which means, the independent variable,
the ‘company policy’ had a significant negative impact on the effects of employee job
satisfaction in the selected mining companies of the target areas to the turnover intention (r =
-0.186, p < 0.05). *. Correlation is significant at the 0.05 level (2-tailed).

Based on the regression analyses the independent variables: recognition, company policy,
relationship with supervisor, salary and benefit, the working condition/ environment” and
“promotion/career development and rewards” had negative relationship with the dependent

variable “turnover intention”.

Among the standard coefficients of the independent variables in the regression analysis the
variables: Company policy, relationship with supervisor, salary and benefit as well as
Promotion/career development and rewards’ have shown negative 3 that their relationship

with dependent variable turnover intention was negative.

The beta value of “company policy” was (B = 0.28) which showed that by keeping other
factors constant, 1 unit change in company policy would cause a 0.28 unit negative change in
turnover intention. But it was not statistically significant as p was not less 0.05, it was just
0.05. Unfortunately, as per the computation of the regression analysis, there was no other

statistically significant predictor for the turnover intention.

This empirical study of the mining sector has also shown that the contribution of the
independent variables such as the ‘nature of work’, and ‘the coworkers’ against the turnover

intention had none negative or lower level of positive person correlation (r). In other words,
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these two variables didn’t shown significant effect on turnover intention in accordance with

this research study outcome, i.e. from the employees of the selected mining industry.

5.3 Recommendation

Majority of the respondents indicated that the other job satisfaction factors such as
recognition, company policy, relationship with supervisor, salary and benefit, the working
condition/ environment as well as promotion/career development and rewards had negative
relationship with the dependent variable, turnover intention that have effect thereof to leave
the company looking for better job satisfaction. Based on the findings, the “company policy”
was one of the main factors that would influence employee’s intention on the decision for

turnover.

Therefore, it is advisable to suggest the management of the targeted geographic region
mining companies under research study to take appropriate attention and measures in
addressing the factors of employee’s job dis- satisfaction which have shown statistically
significant correlation as well as high beta values of the regression analyses as shown in this
study so as to reduce the turnover intention or increase the sense of belongingness to the

company where they work in it. .

It would be good to be further study on few of selected independent variables among eight of
them, which have relatively high person correlation, and also negative beta’s values “B” for
the effects of employee’s job satisfaction on turnover intention in the well-structured large

scale mining companies in same region as well as in other regions of Ethiopia.

In addition, it would also be good to further conduct research on the two variables such as
“the nature of work itself” and “the Coworkers” as to why they didn’t have much negative
relationship with the turnover intention in this research work. Because these variables have
been found to have negative relationship in other sector business such as in banking, and

hospitality industry areas’ research study.
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Annex-1: Minnesota satisfaction questionnaire, (MSQ)/ Modified

Part of the Minnesota satisfaction questionnaire short form (1977) MSQ, from English
Version

Confidential:
Your answers to the questions and all other information you give us will be held in strictest

confidential manner.

The purpose of this questionnaire is to give you a chance to tell how you feel about your
present job,What things you are satisfied with and what things you are not satisfied with.

On the basis of your answers and those of people like you, we hope to get a better

understanding of the things people like and dislike about their jobs.

1. Please Print Full Name of the Mining Company : Today date 2019
2. Gender (please Check one): Male Female
3. When were you born? 19

4. Circle the number of years of schooling you completed:
45678 9101112 13141516 171819 20

Grade School High School College Graduate or
Professional School

5. What is your present job called?

6. What do you do in your present job? (i) Direct mining industry job (ii) support job
7. How long have you been in this mining company? years months

Thank you.

On the next page you will find statements about your present job.
* Read each statement carefully.
« Decide how satisfied you feel about the aspect of your job described by the statement.
Keeping the statement in mind:
-if you feel that your job gives you more than you expected, check the box under
"Very Sat."
(Very Satisfied);
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-if you feel that your job gives you what you expected, check the box under "Sat/'
{Satisfied);
-if you cannot make up your mind whether or not the job gives you what you
expected, check
the box under "N" (Neither Satisfied nor Dissatisfied);
-if you feel that your job gives you less than you expected, check the box under
"Dissat."
{Dissatisfied);
-if you feel that your job gives you much less than you expected, check the box under
"Very
Dissat.” (Very Dissatisfied).
* Remember: Keep the statement in mind when deciding how satisfied you feel about that
aspect of
your job.
* Do this for all statements. Please answer every item.
Be frank and honest. Give a true picture of your feelings about your present job.
Ask yourself: How satisfied am | with this aspect of my job?
Very Sat. means | am very satisfied with this aspect of my job.
Sat. means | am satisfied with this aspect of my job.
N means | can't decide whether | am satisfied or not with this aspect of my job.
Dissat. means | am dissatisfied with this aspect of my job.

Very Dissat. means | am very dissatisfied with this aspect of my job.
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(Full content of the questionnaire Part | and Part 11 was translated into Amharic and distributed

to employee, as shown below. Source: The researcher’s translation right is legally reserved)

e eyncat 3 eNING AhThh DA 08U PP TCAL9- 2011 4.9

@& (AACLEL NTLTT 9970877 2P OO P Wits :-
PHYU om@P PGS 9AT7 NFAL 10927 PP0&PS NNTLT AACEP N9LTF 099087 n18PTF @ P
wetSTF AANGTFD PATFDTY A% ATIOP AU NOFEE 0e- U3 PT ALtk @Y
APEATLAE AGPAT (LT oM@k AUNTE 416 TG 99990 OHHIE havPrg® 1AL hoomed 2997
avBPT avf (190 AFIPUCT GATT IF PIL@ GFD::

aomee AT hGdeT PaT ALPY:-
o h&A A7L:- adMmEeT NATLPPAD Wt hAmPAL avlEPT i

o hGA vAF:- OGP L OC OHPPH PHALE NPLCE. PHN4F A AT hOdP 1P U3 IC
O+PPH TORP T P (LPHE
ML LK A0hP P9 TA-TT avavZePTF g™t o Ph-

e  (OP7 N&AI° aPd ALNE.ATT°E

o (OALTAT4T T AANCPT SHT PULaPANES ANT OGP 106R U3 IC PTEPH oM STy
Or72.ee £t 2

o (NPFPE PN¢ UBFPT A2LAHLOE @RI WIBAFLNE hiPormet PHALE OAAICOT 248
aa P F avnnd ULNTIPT TLHGPR P09t PCRPT LD

o  @ANPT (HAM®@- 02 N F AL 19794 laPAN aPf1ss, AT (02 (F) DT © V' PPANT Prdi
o AATE TPE DAL AL aPAN aPaAMT ALFAIC:
o  ANhP7 U-A2° PEEPT (P7H: NIATS 0FThrE LavA(-::

ANTONCP (PL9LLe AaPafISAD- 11l 897 QRACAE LV °LP 1994

h&A A28:- AmPAL ool
. PTLAGOF P990L7 NP aome g (9P

Py uvoore [ P A —

. 3%1228 qaot [ A.29-39 %o+ [ . 40-50 %ot ov. 51 900+ 46 by nae 1
. PTIPUCT 848 NG T DT OTIUCT LEPT LIPLm-
V. ThT4 P 1 A vAPEF %% ] ch. eavBavse 50 [ 9P 10+2 (4.TheoT)
—
w, qactent [ < thihg ove 188 14 1 w. 2% a5y apF [
. U ROH 0o ao@1ReEE avgese pag = @6 ey arec aaee [ nawec aaee-g 05 [
. AT (PPHT 027¢- ao@Al 27 Qwe-tv? PP 099087 Aot e = eeve am, [—

. OHY 099027 Q728 A7 PUN G0t AINTAPA?

V.1-5%9mF 1 A.6-109m™t [ . n-159m+ [] 9°.16 9o hG hiLf 1A [
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h&d vAt:- had- HT (Job content - intrinsic) A5 h#¢ 102 U273 (job context-

extrinsic) IC 22 TEEPT
NC (VFHEHST 0~ BHT AS N6 106R v F avavi§ Glet TICT AL PAPTTY N9t £28 PavAn.P

AT NTLAD- AC (FParmet AP0t aPNLCRT Nambd® LaNe-:: I°CmPT ¢ V' PPaht Naombyg® Lag.::

On my present job, this is how I feel about ... Very Dis | Ne | Sat | Very
AUT (PHT 076 av8A1 AR NATLATIPT 9%t ... dissat. |sat. |ith. |is. | Sati.

Job content/ Intrinsic related questions
P07 SHT PolavanEk: TERPT

The work itself (Ad#¢ &1T)

Being able to keep busy (active) all the time
(P22 00L U-ALH, 0I°WE-D- 26 WIS (91841
[U-0e9° 201~ A%E7 (10 ATRAAG 19784 (h-d))

1.2

The chance to work (be) alone on the job
POC-P 00 NTTI9° AL PTG AN A7 T

A78(06 0N 2TLAM™ NaPPr ATAC

1.3

The chance to do different things from time to time
(P08 B0L PHALR NE-PTT ATLAIPL WA

PT.AM™ NaoPr Al,L)

14

The chance to try out some of my own ideas/ways
(PO&-f= 00L 0407 022 WG AlVEEPT Parhimt

19717 04.MLATT NavPY)

1.5

Being able to do the job without feeling it is morally wrong or don't
go against my conscience
P0C-% AVSL N°IA LIP6-N OOTE DC 2912.947T NP ATAC

1.6

The chance to do something that makes use of my abilities (P07
002 PATT AP°P Fied AQ-PE h1LMPI® 4MLATT LA haPPr ATAC):

1.7

The chance to have other workers look to me for direction
P0C-% 002 1N ANTT A7La0e LTLLNTATT ooy

1.8

The way my job provides for steady employment
PIPAG-D« 76 020D HAE 076 OLA PULETCA™ NP KFAC

Recognition (6@$9) Very | Dis- | N | Sat | Very
Dis-sat | sat Sat.

2.1

The company gives enough recognition for the job well done and |
feel | am appreciated at work (or The praise/recognition | get for
doing a good job)

eFAM? A ACTE Q6nCA LC8E NT.AMD- ODPS 299,075 (9T

2.2

The chance to be "somebody" in the community matters for me. ( or

‘The social position in the community that goes with the job”)
PAC% 008 AMACT P7WNLAN hEAT 17 AdrFPOA  AHR0LHT 08N

P9L.AM™ hovtPr ATAC
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2.3 | The way | am noticed when | do a good job ( or The way | get full
credit for the work | do)
AUt 26 £C8F 0DPG 2TLAMOT P&
1) | Job context-Extrinsic
3. Company policy (¢h-@22@- 7A.A. OFaoAnt)
3.1 | The policies and practices toward employees of this company
NO7e@ AWCAET LAD- A § AO-C
3.2 | The way employees are informed about company policies
wetET AAN 700 ZANPT 0000 a0 e
3.3 | The way company policies are put into practice
eh7f@ 77AAPTF +0GP UL U3 G av T
3.4 | The way the company treats its employees
0700 Wt T e a0
3.5 | The way layoffs and transfers are avoided in my job
£CEF PACG P10G HO-OCT hT8LTS PTLELCID: Tt
4, Relationship- supervisor (2/2¢- a4/a0gd hwetsd IC AD- ITErE
(rravAlvt)
4.1 | The way my boss handles his/her employees (ex. My supervisor
shows too little interest in the feelings of subordinates).
0/2¢ 0GP WG 004V a0
4.2 | The competence of my supervisor in making decisions
026 WA P DA APONT PAD-/AT T
4.3 | The way my supervisor and | (employees) understand each other
P76 AP WG e 00T PCOTS N~ P70 v-5S
4.4 | The freedom to use my own judgment for common goal
ALCEE 29¢ %ATT (1) N&-0b APT° APDAT LA™ 131
4.5 | The technical "know-how" of my supervisor
¢ h0\PE PAD- /AT eEhizh 6@+t (T
4.6 | The way my boss delegates work to others
P AOPe P67 AMNT AH9.04T P7L0RCANT U-sT
4.7 | The way my boss takes care of the complaints of his/her employees
076 AOP% CWETTETT ALED 07100 TGALNT oo
4.8 | The personal relationship between my boss and his/her employees
(78 AO PP AG (Wi TPE avnd PA7 PCCAOG 0276 ATTrE
4.9 | The way my boss trains his/her employees
0176 AP/ T06% WEAPET 26 LTLEOWAT T a0 &
5 Co-workers (2/7¢- AALLOT) Very | Dis- Sat | Very
Dis-sat | sat Sat.
5.1 | The way my co-workers get along with each other
ne- QALLNVE OC ACOANCA N7¢- 8T POPNT ao 18
5.2 | The spirit of cooperation among my co-workers
n¢- O0LLNVE IC ACANCA LAY P0E- 1T FIT 0PN
5.3 | The chance to develop close friendships with my co-workers

n¢- QALLIVE IC P40 AL71 T ATPEMC PATY 0.8-A
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5.4 | The friendliness of my co-workers
P27e- ALLIE P27 QUCHTF O
6 Pay (salary) and benefits (29°HG TP 17P° hef) Very | Dis- Sat | Very
Dis-sat | sat Sat.
6.1 | My pay and the amount of work | do
OFPWe-@« 2¢- A PTLNEATT LIPHG PPTITPI° h&f
6.2 | The chance to make as much money as my friends
0L:CEE i +avaae eFPYCT L85G APPL NATD: AT R1AC
LIITT @ PR9°H, U-33°G O&A
6.3 | How my pay compares with that for similar jobs in other companies
(The benefits we receive are as good as most other organizations
offer
0AA )&CEH’- hie Farade PTIPUCT £L8T APL NATFD- (G T5T hTAC
LIITT D PR9°H, U-33"F O&A
6.4 | my chances for up to date salary increases
OPFP L1 LRIPOH B4 LN
6.5 | | feel my salary and benefits are enough to support my life style
rCRT ATPLIG LTITT D RIPHG TPTITPI° 9% F
6.6 | | hate the organization when I think about what they pay me
LCBE PTLNGATT A0 PATT 9%
7 The working conditions (environment)/¢2’¢ 03~ vz Very | Dis- Sat | Very
Dis-sat | sat Sat.
7.1 The working conditions (heating, lighting, ventilation, etc.) on this
job
Jnf% NJe P9UTHF AL O NCYYE PhPC HO-®-C: OHt v-3FPT
Q-tavpn-t
7.2 | The physical surroundings where | work ¢/7¢- 03¢ 279,750+ Ahaq,
(+evan-t
7.3 | My present job is in Stressful work environment hAv-7 fav-0F 0é-
AhO(L fANT 07¢- S (OHF) OFarAnt
7.4 | The way | feel overall work environment of the office/mine site
(NAMPAL IoF PP 76~ 0\ F AhA(L1E)
8 Promotion/ career development and rewards Very | Dis- Sat | Very
0176 L5 0L 1T Dis-sat | sat Sat.
8.1 | The chance to do my job well has good promotion, and the ability
to grow in my job
(M&-PF7 OPe avane ANGOT PTIRLTAT TN FPT WG AT 087
PN 6LA)
8.2 | The way promotions are given out on this job
(POe- RLEG LT LoLAMNT a0 718
8.3 | The chances/opportunities for advancement on this job
(02HU~T ROE- a2 (19708 ATIL PAD- HLAST ADTNY,)
8.4 | The chance of getting promotion on my job.
(#7262 0RL8 0L 1T AATLLOTIA™ U2 (rhavAn-t)
9 P2l PP hNHTITLE

Turnover intention
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9.1 Recently, when often think of changing my current job | have
feeling of
(heCN LH ®8Y hv-7 00NHNFT 26 ATPAPP (H- LH A0)

9.2 | When | am thinking of- | am already fed up with my current job in
this company and | am searching for a better job at the moment or
with in short period of time ...

(N&CPE oOT Av? POUHNEY ¢ AATANTFU- NPCH+ OLI° 04 LD
TN A ¢ §00 AT an)

9.3 | When I thinking looking for a new job next year I have feeling of...
(NTLPMAD- kT A8 226 ATITTHATPLAT Ad)

9.4 | My feeling whenever | get a job in another company definitely |
leave this project
(MAA &CEF OOT 26 AT LUTT 2487 PATCTC AaPhPP An)

9.5 | I stayed at the current job because I don’t have other options. (AA

AT AT F AT (U 228 (a0$eE)
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