\\ Macrothll'lk International Journal of Human Tg;?\lljr;ies;%dolseg
- ™
A Institute 2014, \Vol. 4, No. 2

Decoding the DNA of Employee Job Satisfaction

Saira Zahoor
Department of Management Sciences, The Islamia University of Bahawalpur, Pakistan

Sa.zahoor2@gmail.com

Sidra Rafiq
Department of Management Sciences, The Islamia University of Bahawalpur, Pakistan

Sid_cutel5@yahoo.com

Anam Zia
Department of Management Sciences, The Islamia University of Bahawalpur, Pakistan

Anam_zia@hotmail.com

Muhammad Rizwan
Lecturer, Department of Management Sciences
The Islamia University of Bahawalpur, Pakistan

E-mail: rizwan.arshad@iub.edu.pk

D0i:10.5296/ ijhrs.v4i2.5903  URL.: http://dx.doi.org/10.5296/ ijhrs.v4i2.5903
Abstract

The main purpose of this study is to tell, what employee satisfaction is? Employee
satisfaction as a pleasurable or positive emotional state resulting from the appraisal of one’s
job or job experience.” A sample of 150 respondents was selected to participate in
self-Administered  questionnaires from various public and private organizations the survey
was conducted in 2013. Convenient sampling was used to collect data. Statistically
association of locus of control, pay and promotion with employee satisfaction showed
significant result but the relationship of training and development employee empowerment,
procedural justice with employee satisfaction is insignificant; furthermore the effect of
employee satisfaction on turnover intention, job loyalty and job performance is also
significant. We identify that turnover intention contributes more rather than the other
variables and it has a significant negative relationship with employee satisfaction. This
study helps the organization for understanding about employee satisfaction how to increase
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the level of employee satisfaction in public or private both sectors.

Keywords: Job Satisfaction, Locus of Control, Employee Empowerment, Procedure Fairness

1. Introduction

Now-a-days organizations are frequently challenging new working trends and
communication, rapid change of technology, new rules and environmental and social aspects.
These fundamentals aspects may have an effect on  environmental work which reflects to
employee’s attitudes and actions with respect of their input. Researchers and field experts
mostly focused the factors that have an effect on the employee satisfaction at their work
environment. Work plays a major function in our  lives. It occupies more time than any
other single activity and provides the economic fundamental elements for our way of life
Therefore, employee satisfaction is a key research area for many researchers and it is the
most important frequently studied work behavior. Employee satisfaction is a thought or has
an effective response which gives detail of every aspect of the situation. Research has been
conducted on the topic of employee satisfaction in the past 65 years (e.g. Hop pock, 1935).
The most important reason for the continuing interest in employee satisfaction, as Wilson and
Resenfeld (1990) stated that positive and negative attitudes towards any work may have
powerful effect on numerous forms of organizational behavior. Concerning to the latter,
research findings have described that numerous personal characteristics which have an effect
on employee satisfaction in different and difficult ways. Among these personal traits is gender,
and parental status, age; working experience, marital etc.

In literature, large amount of predictors like salary, opportunities for higher promotion,
personal safety, contact and transformational leadership, nature of work, career improvement
and management have been examined through the perspective of health communication and
educational institutions of Pakistan. Employee satisfaction is linked to how people think, feel
and perceived their jobs. Employees may be strike with different elements for employee
satisfaction .that’s why it needs to inspect different factors that can maintain satisfaction of
employee. Employee satisfaction has been used as a behavioral facet of employees towards
the organization. Employee satisfaction is real point to which people want or avoid in their
jobs.

Following the management models and method which developed by the private firms, public
organization has shown a great interest in researching the satisfaction of their employees.
employee satisfaction is a key variable that is able to give an opinion about general emotion
and thinking forms of employees about their job and working condition, employee
satisfaction is a function of the level to which one’s needs are satisfied in a job (Togia et al,
2004)

Human resource is most essential beneficial part for the development of an organization. It is
the source that able to makes other source use and gets best outcome of them. But getting best
human resource needs vast moves by organization and their administration If the employee or
human resource are pleased and satisfied with their work in organization in this way they do
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their best for the best of Organization. Management always uses the technique for the
satisfaction of their employees. If the level of satisfaction is the greater the outcome will be
returns for organization is the higher and this has been realized by different researchers,
scholars, writer, leader, and academicians, Employee satisfaction is considered the most
widely researched area for researcher (keung —fai, 1996 George and jones 2008).

The various techniques for the satisfaction of the employees were establish by the scholars
and facilitated to the HR managers to attract, inspire and retained the most loyal employees.
Employee satisfaction is not the similar as motivation; even though it is clearly
associated .job design aims to improve employee satisfaction and performance techniques
including job rotation, job enlargement and in job improvement .The contentment of the
workers is an sign of the employee’s satisfaction as it is a measure of sincerity and
commitment of the employees with their jobs and working environment. According to Lai
Wan (2007) employee satisfaction is an key objective for organization to attain, as it has been
shown that productivity, output, employee maintenance and satisfaction of customer are
linked to employee satisfaction. Contentment, supports employees create higher level of
customer satisfaction and in return have an positive effect on the organizational performance.

Factors that led to employee satisfaction are called motivators and consist of attainment
appreciation work itself, liability and progress. Luthans (1992) has mentioned five
dimensions comprising pay, traits of job, work place, administration, politics and co workers.
According to Drummond and stoddard (1991), employees satisfaction contains an

Analysis of different traits of the job Total quality management state that employee
contribution and response improves employee satisfaction, employees feel they are the key
element of organization and are support to more participation for the improvement of the
system.

Empowerment as giving out knowledge, information and power with subordinates According
to Conger and kanungo empowerment as a motivational conception associated to personal
efficiency and define empowerment as improving the feeling of self efficiency of employees.
When the nature of empowerment observed that empowerment does not yield beneficial
outcomes .when psychological and behavioral empowerment are treated as a whole their
relationship with  jobs satisfaction then it will be handled in a more efficient and effective
way that it is thought to be more comprehensive. The objective of our study is to know
about the factors that affect the satisfaction level of employees in an organization how much
they effect specifically, we took employee empowerment, pay & promotion, LOC (locus of
control), fairness of procedures, and training and development as the independent variables to
see their effect on employee satisfaction level of employees and further their effect on job
performance, turnover intention and job loyalty.

This study uses the new model of employee satisfaction to assess the impact of fairness of
procedures, pay & promotion, LOC (locus of control), employee empowerment and training
and development on employee satisfaction and further study their effect on job performance,
job loyalty and turnover intention. The concept of fairness was used as equality in procedures
and perception of the way in which decisions are taken in any organization .pay and

124 www.macrothink.org/ijhrs



\\ Macrothll'lk International Journal of Human Tg;?\lljr;ies;%dolseg
- ™
A Institute 2014, \Vol. 4, No. 2

promotion are very important factors in the employee satisfaction. As one aspect of
personality, LOC measures personal characteristics for either the need for internal or external
control of strengthening.

Employee empowerment gives employees the independence for decisions power about their
daily activities (careless, 2004; haas, 2010). In an organization terms training is used as a set
of designed activities to increase the employee information and abilities about the job in a
way consistent with the object of organization. If the level of satisfaction will be higher then
the job performance level also higher. According to the definition of mathieu and zajac
(1990), loyalty means as connection to the organization that may be considered an emotional
reaction when an employee believes strongly in organizational objective and norms and has a
strong wish to keep membership of the organization. In a broader definition of the construct,
it can be understood as the intention to willingly change companies or to leave the labor
market altogether. We included turnover intention rather than actual turnover in our study for
numerous reasons. First, we were interested in the present employees rather than those who
had already left the organization. Second, actual turnover is effect by the economic
environment and by conditions on the labor market (Carsten and Spector, 1987; Dipboye et
al., 1994). This means that the actual turnover would not give us a correct insight into the
effects of employee satisfaction

2. Literature review:
2.1. Employee satisfaction

According to spector , Employee satisfaction has been related with how people think, feel and
perceive their jobs (Spector, 1997).Employee satisfaction is considered within experimental
studies either as an overall feeling about the job, or as a related set of attitudes about several
aspects of the job (Spector, 1997). Locke (1976) employee satisfaction defined as “[. . .] a
pleasant or positive emotional condition resulting from the assessment of job experience.”
Employee satisfaction is an essential variable that give an opinion about general feeling and
different views of employees about their job and working condition. Thus, employee
satisfaction refers to hope of the employee about the working conditions and his behavior to
forward his job. As a result, employee satisfaction is a function of the degree to which one’s
needs are content in a job (Togia et al., 2004).

According to many researchers, employee satisfaction has been used as a behavioral
characteristic of employee toward the organization (Cranny et al., 1992; Sweeney et al.,
2002). there are many theories regarding the fundamental relationship between behavior
proceeds and motives, . For example, employee satisfaction can be seen as a result of a
behavioral cycle; it can be seen on a basis of behavior; or it can be seen as a piece of an
instruction system in which the assessment of results leads to decisions regarding whether or
not changes are to be made (Thierry, 1997). These fundamental theories effect the definitions
of employee satisfaction.

Some definitions involve a differentiated approach in which employee satisfaction is seen as
consisting of satisfaction with different feature of the job and the work situation. In this
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approach, employee satisfaction is assessed by adding the satisfaction reported for many
different characteristics of the job and the work situation. This type of evaluation gives an
exact picture of the employees’ total employee satisfaction.

2.2. LOC (locus of control)

As one aspect of personality, LOC measures an individual’s traits for external and internal
control. (Rotte , 1966). Specifically, it refers “to the level to which people believe their own
capacities or external factors, such as chance situation and power of others, are in control of
the events that control their lives” (see Firth et al., 2004). Individuals with a low LOC score
have an internal LOC (internals) and generally believe that their own behavior, capability or
trait determine the rewards that they achieve. Individuals  high LOC score which have an
external LOC (externals) and they believe that they receive rewards in life they generally give
credit to the outside factors.(Rotter, 1966).

A locus of control is a person's belief about how much power one has over the events in
one's life. According to psychologist Julian Rotter, who gave the concept about the locus of
control in 1950’s that is a dimension of personality; it helps to explain one's traits like
character and attitude. An internal locus of control is the belief that the course of one's life
is largely up to oneself. Those with an internal locus of control regard the events in their lives
as happening due to  their own efforts. People who have an internal locus of control tend to
be less affected by others, more politically active, and more motivated to achieve. Numerous
researchers believe an internal locus of control is more beneficial than an external one. So the
people who have internal LOC are more satisfied with their Job as compare to the people who
have external LOC.

H1: There is a relationship of LOC with employee satisfaction

2.3. Fairness of procedures

Perceived procedural justice (PPJ) or fair procedures is related to those techniques by which
outcome decisions are made on fairly basis (Greenberg, 1990). Constantine et al. (2008)
state that procedural justice refers to fairness in procedures and awareness of the method in
which decisions are taken in any organization. Lambert et al. (2007) gave the concept that
fairness as an essential element of society and in organizational setting. This concept helps to
know that the administration take fair decisions to distribute outcomes. The mechanism or
method through which to reach an outcome is as important itself as outcome in terms of its
impact on employees job attitude (Greenberg, 1987). This factor has widely been applied to
know the employee satisfaction. (Lambert et al., 2007; Leventhal et al., 1980; Lambert, 2003)

The study of Lambert (2003) assessed at the impact of procedural justice on employee
satisfaction and found that it has significant positive impact on employee satisfaction level.
Dailey and Kirk (1992) in their study to emphasize the need of procedural justice to maintain
and keep
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Employees satisfied. Furthermore, authors state that absence of procedural justice may lead to
discontent and quitting trend in employees. In the same way several studies of employee job
attitudes have identified the effect of perceived fairness in processes of justice on employee
satisfaction, for example, Folger and Konovsky (1989) analyze the impact of PPJ on
employee satisfaction from the first line employees of private organization in USA. Further
Huo et al. (1996) and McFarlin and

H International Journal of Human Resource Studies
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Sweeney (1992) studied PPJ and employee satisfaction in the context of public sector
organizations and banking sector, in order that Organizations with professional employees
who have high mobility must have to take into account the procedural justice perception of its
employees in order to make them satisfied and effective. Lambert et al. (2007) argue that
employees PPJ as fairness of process through which distributive outcomes like promotions in
organization, evaluations, and rewards are decided.

H2: There is a relationship of fairness of procedures with employee satisfaction

2.4. Pay and promotion

Employee satisfaction is an outcome of different factors like pay, promotion, the work itself,
management relationships with colleagues and opportunities for promotions (Opkara, 2002).
Out of these factors, pay is a very important factor. Frye (2004) found that there is positive
relationship between equity based reward and performance. Due to these factors employees
motivate and give better performance.

According to the American Association Pay or Compensation is defined as “Cash and
non-cash wage provided by the employer for services rendered.”

It was further concluded that reward plays an important role in human capital intensive firms
to capture and keep expert workers. Furthermore, the compensation has significant impact on
the level of employee satisfaction of employees. It was also found that flexible compensation
has no effect on the level of employee satisfaction (Igalens and Roussel, 1999). The study
related to the employee satisfaction level of public sector mangers was conducted and it was
resulted that the income is the important determinants of employee satisfaction (Sokoya,
2000). The investigation about relationship among employee satisfaction and pay was
conducted and it was also concluded that employee satisfaction is affected by the pay
(Nguyen et al., 2003)

H3: There is a relationship of pay and promotion with employee employee satisfaction

2.5 .Employee empowerment

It related to a form of employee contribution program (Wilkinson, 1998) and refers to the
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level with which employees are motivate to make definite decisions without consulting their
management, so that organizational dynamics are started at the bottom (Michailova, 2002).
Empowerment practices decentralize power by involving employees in decision making
(Carless, 2004). This feature of empowerment is related with the behavior of a supervisor
(Lee and Koh, 2001) and so empowerment can be defined as a discretionary construct that
has management providing employees with good judgment and independence over their tasks
(Hsieh and Chao, 2004). It focuses on the relationships between team leaders and subordinate
(Lee and Koh,

2001) and on the employee’s awareness of their individual power to manage with the events,
situations and people they encounter at work (Carless, 2004). Empowerment implies that
people at the lower levels of organizations to take better decisions and important decisions
can be made at all levels of organizations (Robert et al., 2000). It motivates service
employees to use their own judgment to make quick decisions (Lovelock, 1992; Humborstad
et al., 2008b). In brief, empowerment practices could motivate individual frontline service
employees to convey high-quality service as a discretionary effort (Malhotra and Mukherjee,
1999; Hancer and George, 2003). Empowerment involves creating values for employees to
do their job independently without stable involvement of management (Ampofo-Boateng et
al., 1997). Velthouse (1990) defined empowerment as one’s belief in his/her ability to employ
choice. Aim of the employee empowerment is to develop individual and organizational
performance and to help employees achieve their goals by authorizing employees to
participate in the decision-making process. Employees think about their own jobs, and find
and solve problems related to their job (Seibert et al., 2004; Jun et al., 2006). From an
employee’s viewpoint, feelings of empowerment should have a positive impact on attitudinal
responses and satisfaction from job (Snipes et al., 2005).So there is

H4: There is a relationship of employee empowerment with employee satisfaction

2.6. Training and development

Training and development is a set of designed activities on the element of a business to
increase the information and abilities about job in a way consistent with the objectives of an
organization (Landy, 1985). Employee training provides opportunities to employees
broaden their information and skills for more effective and efficient teamwork and attain
individual development (Jun et al.,, 2006). When workforce receives self-development
training, their satisfaction level is higher than untrained employee (Saks, 1996).

Martensen and Gronholdt (2001) notice that the development has a positive effect on
employees competencies through different training programs. Employees gain
self-confidence of making their jobs when they attend different development programme,
they perceive that their companies make investment in them and they think they have career
development opportunities in this organization (Jun et al., 2006). As result of this positive
situations, employee satisfaction increases. Several authors argue that training is an essential

128 www.macrothink.org/ijhrs



ISSN 2162-3058

\ Macrothi“k International Journal of Human Resource Studies
A Institute ™ 2014, \Vol. 4, No. 2

predictor the positive attitudes of employee (Shields and Wheatley, 2002; Schmidt, 2007a, b).
Georgellis and Lange (2007) describe job training is accessibility of written materials for
learning, courses, participation in conferences and conduct saminars for the employees in
organization.

H5: There is a relationship of training and development with employee job Satisfaction

2.7. Job Performance

Job performance measures the level of attainment of business and social goals responsibilities
and duties from the point of view of judging part (Hersey and Blanchard, 1993). According to
Porter and Lawler (1968), there are three types of performance. One is the measure of
outcome rates, sales in a given period of time, the production of a group of employees
reporting to manager, and so on. The secondly measure of performance through ratings of
individuals comparing with other  person whose performance is being measured the third
type of performance measures is self-appraisal and self-ratings. As a result, the adoption of
self-appraisal and self-rating methods are helpful in encouraging employees to take an active
role in setting his or her own objectives. Brudney and Coundry (1993) have explained
different variables that influence performance of the employees in the organization

H6: There is a relationship of LOC with job performance

H7: There is a relationship of job performance with employee job satisfaction

2.8. Turnover intention

Next, we turn to the relationship between employee satisfaction and turnover intention,
Turnover intention is defined as the intention to leave a job willingly (Mobley, 1977). In a
broader definition of the construct, it can be understood as the intention to willingly change
organizations or to leave the labor market altogether. We included turnover intention rather
than real turnover in our study for a number of reasons. First, we were interested in the
present employees rather than those who had already left the organization. Second, actual
turnover is influenced by the economic atmosphere and by conditions on the labour market
(Carsten and Spector, 1987; Dipboye et al., 1994). If we concern real turnover we cannot
found accurate effects of employee satisfaction on turnover intention .as a result, we chose to
employ turnover intention, keeping in mind that research results suggest that turnover
intention does finally lead to real turnover (Mobley et al., 1978; Steel and Ovalle, 1984). at
first, we will now outline the direct effects of employee satisfaction on turnover
intention .in the past researches This statement is confirmed , the negative relationship
between turnover intention and employee satisfaction (e.g. Mathieu and Zajac, 1990;
Mobley et al., 1978;Williams and Hazer, 1986).
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H8: There is a relationship of employee satisfaction with turnover intention

2.9. Job loyalty
Here we will find the relationship between Employee satisfaction and Job Loyalty,

According to Allen and Grisaffe (2001), loyalty is a psychological state and it characterizes
the relationship of an employee with the organization for which they work and that has
implications

for their decision to stay with the organization. According to the Mathieu and Zajac (1990),
loyalty means as affection On the organization that may be considered an emotional reaction,
especially when an employee believes strappingly in organizational objective, norm and
values and has a wish to sustain membership with their organization. According to Becker et
al. (1995), loyalty could be defined as a strong desire to continue a associated of his
organization; a readiness to strike on high levels of efforts for the sake of the organization;
and a definite belief in and acceptability of the values and goals of the organization Thus,
loyalty is characterized by the strong wish to maintain membership of an organization, which
plays a positive role in maintenance of members in the organization.

Organizational loyalty of employees could be defined as “the relative strength of an
individual’s identification with and involvement in a particular organization” (Wu and
Norman, 2006). While employee satisfaction represents an effective response to specific
features of the job and an attitude toward a job, employee loyalty is an effective response to
the whole organization (Chen, 2006). Experimental evidence suggests that employee
satisfaction is an antecedent to organizational loyalty of employees. This means that
organizational loyalty of employees develops from employee satisfaction, such that loyalty
mediates the effects of satisfaction on turnover variables (Chen, 2006). Employee satisfaction
has a positive impact on organizational loyalty of employees (Fletcher

and Williams, 1996). According to Martensen and Gronholdt (2001), employee satisfaction is
positively connected to employees’ loyalty to their organization. Also, some studies such as
Al-Aameri (2000) and Fang (2001) also constantly report a strong relationship between
organizational loyalty of employees and employee satisfaction (Wu and Norman, 2006).

H9: There is a relationship of employee satisfaction with job loyalty
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3. Research Methodology:

The current research is descriptive in its nature. Descriptive research can be explained as
describing something, some phenomenon or any particular situation. Descriptive researches
are those researches that describe the existing situation instead of interpreting and making
judgments (Creswell, 1994). The main objective of descriptive research is verification of the
development hypotheses that reflect the current situation. This type of research provides
information about the current scenario and focus on past or present for example quality of life
in a community or customer attitudes towards any marketing activity (Kumar,2005).

3.1. Sample/Data:

In order to collect the data for understanding the employee satisfaction level in various
organizations. A Sample of 180 respondents will ask to participate in a self Administered
questionnaires. The population for the current research is the employee from Public sector or
Private sector organization in Bahawalpur.

It has ensured that the sample members posses different qualification & scale of Job to
participate in the self administrated survey. The main clustered were targeted to collect the
sample data of university employee and banks.
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3.2. Instrument & scale:

The survey Instrument of the current study addresses two major purpose first is analysis the
relationship of different variables with employee satisfaction. Second to collect the
information about the different characteristics of the respondents that can be used to
understand the variation of different categories.

The survey Instrument contains two sections. Section one include different personal &
demographic variables this section will obtain the respondents information about gender, age,
Income, education. Section two include the latent variable that are important in the current
study these variable include Employee satisfaction, Pay& promotion, Locus of control ,
Employee Empowerment, Training & Development, Job Loyalty and Turnover Intention.
This section on the base of past study & already used questionnaire.

Table 1: Scales of the Study

No. Variable Items
Reference
1 Employee 1.1 find my work very satisfying
Satisfaction 2.1 feel that 1 am really doing | Churchill et al.

something worthwhile in my job (1974).
3.My work is challenging
4.My job is very interesting
5.My work gives me a sense of
accomplishment

2 Locus of Control 1.1 can anticipate difficulties and take | Roger, 1966

action to avoid them

2.When 1 make plans, 1 am almost
certain that | can make them work

3.My mistakes and problems are my
responsibility to deal with

4.Becoming a success is a matter of
hard work luck has little or nothing to
do with it

5.1 believe a person can really be a
master of his fate

6.1 am confident of being able to deal
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successfully with future problems

Pay and Promotion

1.1 am satisfied with the existing
salary structure of the company

2.1 am satisfied with the compensation
| get & | think it matches with my
responsibility

3.1 will be promoted within the next
two years

(Hayes, 1994)

Employee 1.1 am encouraged to handle | Hackman and
Empowerment customer/daily problems by myself Oldham, 1975)
2.1 have control over how | solve
customer problems
3.1 have the authority to correct
customer problems when they occur
Job Performance 1.My performance is better than that | (Bowra et al,
of my colleagues with similar | 2011)
qualifications
2.1 am satisfied with my performance
because it is mostly good
3.My performance is better than that
of Bankers with similar qualifications
in other Banks
Fairness of | 1.Job decisions are made by the | Hackman and
Procedures manager in an unbiased manner Oldham, 1975)

2.My manager makes sure that all
employee concerns are heard before
job decisions are made

3.To make job decisions my manager
clarities decisions and provides
additional information when
requested by employee

4.Employees are allowed to challenge
or appeal job decisions made by the
manager
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7 Turnover Intention 1.1 will likely actively look for a new | Cummann et al.
job in the next year (1979)
2.1 often think about quitting
3.1 probably look for a new job in the
next year
8 Training 1.My company provides me the | Hackman and

Development

opportunity to improve skill

2.There is lot of chance to learn new
things in the company

3.My company frequently arrange
training programs for the employees

4.Doing job in this company will
benefit me in the future

5.1 am satisfied with the training and
development  provided by the
company

Oldham, 1975)

9 Job Loyalty

1.1 want to continue my work in the
same organization

2.1 would like to advise my friends to
do work in this organization

3.When somebody speak ill of my
organization, I will defend
immediately

4.1 would support my organization in
almost any emergency

5.No matter whether it will benefit me
or not, I will be willing to continue
working under my organization’s

policy
6.When  someone  praise my

organization, | feel like a personal
compliment

Hackman and
Oldham, 1975)

3.3. Procedure:

The Questionnaire was distributed among 180 respondents in Bahawalpur. These respondents
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are selected based on the criteria above mentioned. Before giving the questionnaire, the
purpose of study and questionnaire were explained to the respondents so they can easily fill
the questionnaire with relevant responses. A total of 150 questionnaires were selected and rest
of the questionnaires was not included in the future analysis due to incomplete or invalid
responses. After collecting the completed questionnaires, these questionnaires were coded
and entered into SPSS sheet for further analysis.

3.4. Reliability Analysis:

All the variables of our research study were reliable as their Cronbach Alpha values were
greater than acceptable and recommended value 0.50 by Nunnally (1970) and 0.60 by Moss
et al. (1998).This shows that all the items were reliable and valid to measure the opinions of
consumers towards Employee satisfaction.

Table 2:

Scales Items Cronbach Alpha
Locus of Control 5 0.823
Fairness of Procedures 4 0.764
Pay & Promotion 3 0.714
Employee Empowerment 3 0.811
Training & Development 5 0.814
Employee satisfaction 5 0.823
Job Performance 3 0.694
Turnover Intention 3 0.754
Job Loyalty 6 0.825

4. Result & Analysis:
4.1: Profile of the Respondents:

Personal and Demographic information such as Gender, Age, Income, Education level, of
Employee satisfaction are represented in the following table.
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Table 3:

Variable Category Frequency Percentage

Gender Male 72 45
Female 78 48.8

Age 20-25 years 54 33.8
25-30 years 53 33.1
30-35 years 15 94
35-40 years 8 5.0
Above 40 years 20 125

Income Below 15000 38 23.8
15000-25000 26 16.2
25000-35000 21 13.1
35000-45000 16 10.0
45000-50000 14 8.8
Above 50000 35 21.9

Education Matriculation 2 1.2
Inter 13 8.1
Bachelor 32 20.0
Master 44 27.5
MS/ M.Phil 30 18.8
PHD 29 18.1

4.2. Hypothesis Testing:
4.2.1. Locus of control and Employee Satisfaction:

According to the results of the study the Locus of control have a significant positive
relationship with Employee Satisfaction? The Locus of control has a significant positive
relationship (f=0.413) and (P=0.000) that means Locus of control contribute more than 41%
to employee satisfaction result of current study validate H1.
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4.2.2. Locus of control and Job Performance:

The regression result of study confirm the significant positive relationship between LOC &
Job performance with (p=.213) and (p=.014).According to these result LOC contribute more
than 21% to Job performance. These results of study validate H2.

4.2.3. Employee satisfaction and Job Performance:

Regression Analysis of employee satisfaction model show that there is significant positive
relationship between employee satisfaction and job performance with (f=.393) and (p=.000)
the result suggest that the employee satisfaction contribute almost 39% to Job Performance.
These results of study validate H3.

4.2.4. Fairness of procedures and Employee Satisfaction:

According to the result there is no significance relationship between fairness of procedure
and Employee satisfaction with (f=.058) and (p=.527) based on these result we reject H4 and
conclude that the study did not find significant relationship of fairness of procedure with
employee satisfaction.

4.2.5. Pay & Promotion and Employee Satisfaction:

According to the result of the study the pay & promotion has a significant positive
relationship with Employee satisfaction .Pay & Promotion has a significant positive
relationship with ($=.242) and (p=.004) that means pay & promotion contribute more that
24% to Employee satisfaction. These results of study validate H5.

4.2.6. Employee Empowerment and Employee satisfaction:

According to the results there is no significant relationship between Employee Empowerment
and Employee satisfaction with (f=.040) and (p=.647) based on their result we reject H6 and
conclude that the study did not find significant relationship of employee empowerment with
Employee satisfaction.

4.2.7. Training & Development and Employee satisfaction:

According to result there is no significance relationship between training7 development and
Employee satisfaction with ($=.030) and (p=.710) based on their result we reject H7 and
conclude that the study did not find significant relationship of training 7 development with
employee satisfaction.

4.2.8. Employee satisfaction and Job Loyalty:

The regression result of the study confirm the significant positive relationship between
Employee satisfaction and Job loyalty with (f=.604) and (p=.000).According to these result
Employee satisfaction contribute more than 60% to the Job loyalty .these result of study
validate H8.

4.2.9. Employee Satisfaction and Turnover Intention:

The Regression result of the study confirm the significant negative relationship between
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employee satisfaction and turnover intention with (f=.074) and (p=.370).According to these
result Employee satisfaction contribute more than 74% to turnover intention

Table: 4

Hypothesis | Model Estimate CR Results
Variables S.E. P

H1 0.413 0.000 5.078 0.000 Supported
LOC™ E.S

H2 o 0.058 0.527 0.634 0.527 Not
FPTE.S Supported

H3 0.242 0.004 2.950 0.004 Supported
PAPTE.S

H4 5 0.040 0.647 0.458 0.647 Not
EETES Supported

H5 o 0.030 0.710 0.373 0.710 Not
TAD™E.S Supported

H6 0.213 0.014 2.483 0.014 Supported
LOC™J.P

H7 0.393 0.000 4.594 0.000 Supported
E.STJ.P

H8 0.074 0.370 0.900 0.370 Supported
ES~ T PP

H9 0.604 0.000 9.214 0.000 Supported
E.STJL

138 www.macrothink.org/ijhrs




Macrothink
A\ Institute ™

International Journal of Human Resource Studies
ISSN 2162-3058
2014, Vol. 4, No. 2

Figure: Structural Model Results

Structural model Results
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5. Discussion:

This study has been conducted in the both sectors of Bahawalpur City (private sector as well
as in public sector organization). The main objective of this research is to get the more
knowledge about the factors that have effect on employee satisfaction in any organization; it’s
not matter whether it is private or public sector organization. We analyze many of the past
researches and choose the variables from that research papers to find their effect on the
organization in Bahawalpur City.

The research also ensures that is there any correlation in employee satisfaction and job
loyalty? We concluded this research by taking the sample of 180 employees from target
population, 150 of the employee responded to our questionnaire. Our research consists of two
parts. In the first part, we use LOC, fairness of procedures, pay & promotion, employee
empowerment and training & development as an independent variable and employee
satisfaction as a dependent variable, in the second part; we took employee satisfaction as an
independent variable and job performance, job loyalty and turnover intention as dependent
variables. We conducted analysis on the basis of data collected from sample.
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The result shows the locus of control has a significant positive relationship and contributes
more than 41% to ES. When employee has internal locus of control then he is more satisfied
with his job rather than the person who has external LOC because the person who has
external LOC than they blame the other for his all action due to this he face stress and less
satisfied. The study confirms that LOC has a significant positive relationship and it
contributes More than 21% to job performance. If the person has internal LOC then they
blame to his self for all his good or bad actions and he try to give their best due to this he
perform well.

Our next variable is fairness of procedures according to the result of the study fairness of
procedures has not significant relationship with employee satisfaction. It means fairness in all
procedures is not more important factor. Some employees consider this factor but many of
them ignore it due to this the result of this research shows there is no significance relationship.
The result of the other variable shows the pay and promotion has a significant positive
relationship and it contributes more than 24% to ES. When employees give their best they
want to get handsome salary and promotion for their efforts.

According to the result there is no significant relationship between employee empowerment
and ES. Therefore we reject this variable; it means that besides employee empowerment there
are more other influential factors on ES. Some people don’t want to get power to make
decision at the spot they want to do their work as a subordinate under the supervisor due to
this there is no significant relationship. According to the study the results shows that training
and development has no significance relationship to ES therefore we reject this variable. In
many organization training and development is not necessary to satisfy its employees.

The study ensures that ES has a positive relationship and it contribute 60% to job loyalty. If
the person is satisfied with his job than the level of job loyalty is rise. They want to stick with
this organization and have no intention to leave. According to the result the ES has a
significant negative relationship and it contribute more than 74% to turnover intention. If the
person is satisfy than they have less intention to leave the job. If the satisfaction level is
high than the employee satisfaction level is low but if the employee satisfaction is high than
the turnover intension is low Result of the analysis shows that ES has a significant positive
relationship and it contributes 39% to job performance. When person is satisfied with their
job than he want to see his organization at top position due to this he perform well and
motivate to achieve a goal of the organization

6. Limitation and implications:

This study faced several limitations due to resources and time constraints. First limitation is
that it has a limited number of respondent Second limitation is we use single source of data of
a cross sectional basis. Third limitation is that we had confined geographical area. So if we
increased sample size and area then the result is more accurate and significant several
managerial implications emerge from this study by combining the theoretical perspective that
examines employee satisfaction on the basis of (Locus of control), Pay and promotion,
Employee Empowerment. This study Analyzed that what factor effect employee satisfaction
in and how we can increase employee satisfaction employee efficiency and effectiveness in
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organization. Similarly other variables job performance, turnover intention, job loyalty,
training and development fairness to procedure also include. In this study we found LOC, pay
& promotion .job performance, turnover intentions and job loyalty effect the employee
satisfaction. But training and development, fairness to procedure, employee empowerment no
effect on employee satisfaction as past researches show that they have also significant
influence over employee satisfaction
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