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ABSTRACT 

This study explored the influence of HR practices on job satisfaction. In this 

cross-sectional study, six dimensions of HR practice namely career development, 

staffing, training and development, performance appraisal, incentives and employee 

relations were tested against job satisfaction. A total of 100 respondents, both 

academics and non-academic staffs from Tanzania Public Service College (TPSC) 

participated in this study. The objectives of this study were answered using 

correlation and regression analysis, and results are also presented using descriptive 

statistics. All the six dimensions of HR practices were positively related to job 

satisfaction, with training and development showing the strongest contribution to job 

satisfaction. Suggestions are made for further research on ways to increase job 

satisfaction among the employees. 
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CHAPTER 1 

INTRODUCTION 

1.1 Background of the Study 

Job satisfaction has been defined as the overall evaluative judgment of a 

combination of psychological and environmental circumstances that make a person 

happy with the work performed and creates a positive emotional state regarding the 

experiences, attitudes and beliefs about the work (Han & Kakabadse, 2009). Currivan 

(2000) defined job satisfaction simply as the degree of positive emotions an employee 

has toward his job. On the other hand, Goris et al. (2000) have identified five main 

facets of job satisfaction which include the work itself, quality of supervision, 

relationships with co-workers, promotion opportunities and pay.  

Job satisfaction has been one of the major areas of interest in both fields of 

organizational behavior and human resource management practice as it reflects 

employees' attitudes towards their job and commitment to an organization. Hence, 

today’s managers are compelled to consider the job satisfaction of their subordinates. 

Also the managers have a moral responsibility to provide the employees with a 

satisfying work environment and they are made to believe that satisfied workers make 

positive contributions in terms of higher productivity, quality of products and services 

and less wastage to the organization (Ramayah, Jantan & Tadisina, 2001).Therefore, 

it would be prudent to investigate the impact of HR practices as a whole on job 

satisfaction. This research investigates the influence of HR practices on job 

satisfaction using Tanzania Public Service College as a case study. 
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1.2 Problem Statement 

The State of the Public Service Report (2005) published by the President’s Office 

of Public Service Management of the United Republic of Tanzania reveals glaring 

issues in the delivery of public services in Tanzania. Though the Tanzanian 

government has undertaken several projects and reform programs to modernize and 

improve the quality of Tanzanian public service, the public service itself has shown 

very little improvement. The report further states that several sectors in the public 

service lag behind the general expectation of customers. According to the report, most 

citizens had reported alarming rates of dissatisfaction with the services they receive. 

Citizens have also complained about long service delivery times and the main reason 

for the delay has been identified as the absence of the key service provider indicating 

high level of absenteeism in the public sector. According to Malhotra and Mukherjee 

(2004), job satisfaction and organizational commitment have a significant impact on 

service quality delivered. Thinking along the same line, Bishay (1996) also believed 

that employees who were satisfied with their work would show greater commitment. 

Over the past years, several researches have been carried out on job satisfaction 

and their contributing factors. Sylvia and Hutchinson (1985) for example, have 

carried out a study on the relationship between job satisfaction and organizational 

commitment among high school teachers. They found that job satisfaction depends on 

the gratification of higher order needs. In other study, Maehr (1989) and Rosenholtz 

(1989) found that the personal investment in employees at all levels is necessary for 

an effective organization.  

Harmer and Findlay (2005) have investigated the effect of workplace relationship 

on job satisfaction among younger workers and found that an individual’s relationship 
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with co workers can be considered as the strongest predictors of job satisfaction. Khan 

(2007) who studied on the relation between the performance appraisal and the 

productivity and job satisfaction found that effective performance appraisal leads to 

better job satisfaction while the opposite would lead to unsatisfied workers.  In other 

study, Naeem, Sentosa, Nejatian and Piaralal (2011) who have carried out research on 

the relationship between job satisfaction and salary, supervision and coworkers on 

377 Maldivian civil servants found a positive relationship between job satisfaction 

and the three independent variables, namely the salary, supervision and coworkers. 

Sahinidis and Bouris (2000) have studied employee perception on training 

effectiveness on job satisfaction and based on the responses of 134 employees and 

lower managers in a large Greek organization, they found a significant correlation 

between employee perceived training effectiveness and job satisfaction. Chen, Chang 

and Yeh (2004) who carried out a study on the relationship between career 

development and job satisfaction, found a strong relationship between the career 

development needs and job satisfaction. In other study, Lundgren, Nordholm and 

Segesten (2005) have researched on the effect of changes in staffing practices on job 

satisfaction. Through a study carried out on nurses at a university hospital over a 

period of 3 years,  they found no significant correlation between the staffing practices 

and job satisfaction.  

From the above discussion, it can be concluded that HR practices may have an 

influence on employees’ job satisfaction. Since past studies have studied few 

dimensions of HR practices and the study was carried out separately, it would be 

interesting to investigate the influence of HR practices as a whole on job satisfaction. 

Thus, this research is carried out to fill this gap by carrying out an in depth study on 

the relationship between the HR practices as whole and job satisfaction. Since 
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Tanzanian public service is facing problems related to job satisfaction, Tanzanian 

Public Service College, a government agency under the Ministry of Public Service 

Management is chosen for this study. 

1.3 Research Questions 

Based on the problems discussed above, the central question of this study would 

be “what factors influence job satisfaction? Specifically, 

1. Do HR practices related to job satisfaction? 

2. Which one of the HR practices has the strongest relationship with job 

satisfaction? 

1.4 Research Objectives 

Generally, this study aims to examine factors that influence job satisfaction 

among academic and non-academic staff at Tanzania Public Service College. 

Therefore, to answer the research questions posted above, the following research 

objectives were formulated: 

1. To investigate the relationship between HR practices and job satisfaction; 

2. To determine which of HR practices (career development, staffing, training 

and development, performance appraisal, incentives and employee relations) 

have the strongest contribution on job satisfaction; and 

3. To examine the impact of HR practices on job satisfaction. 

1.5 Significance of the Study 

The main aim of this study is to investigate the impact of HR practices on job 

satisfaction. Generally, this study will produce a useful finding for empirically 

analyzing the HR practices needed to enhance employees’ job satisfaction.  The 
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outcome of this study can be used by the management of the Tanzania Public Service 

College to plan necessary improvement on their HR practices.    

Apart from that, this research can also make an effective contribution in 

understanding the best way to increase employees’ job satisfaction in educational 

context. This is a broader contribution that extends beyond the Tanzania Public 

Service College context. This study should benefit both scholars and practitioners 

regarding ways to increase the employees’ job satisfaction in the organization. 

1.6 Organization of Chapters 

This is the first of five chapters in this project paper. Chapter 2 reviews the 

literature on job satisfaction, explaining their definition and factors that influence 

one’s job satisfaction. 

Chapter 3 describes the research method for the study. The chapter reports the 

research design and procedure, the selection of respondents, sample types and size, 

the development of the questionnaire for the research, the survey process and data 

collection procedure. Chapter 3 ends with a brief description of the strategies and 

procedures that were used to analyze data collected from the survey. 

Chapter 4 discusses the interpretation of the research findings. There are reports 

of the descriptive statistical analysis, correlation analysis, and regression analysis. The 

results are summarized in a number of tables to facilitate interpretation.  

Chapter 5, the final chapter, discusses the interpretation of the research findings 

for the study. The findings are compared to those found in the past research reviewed 

in Chapter 2. New findings are also discussed. Chapter 5 concludes with a discussion 
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on limitations of the study, the implications for both researchers and practitioners and 

suggestions for future research. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This chapter discusses issues related to job satisfaction as presented and discussed 

in the management literatures. The chapter begins by describing the meaning of job 

satisfaction. It then follows with a discussion on HR practices. The chapter concludes 

by reviewing findings from past studies on HR practices and job satisfaction.  

2.2 Understanding Job Satisfaction 

Many definitions have been given in describing job satisfaction in the literature. 

For example, Locke (cited in Sempane et al., 2002) defines job satisfaction as a 

pleasurable or a positive emotional state resulting from the appraisal of one's job or 

job experience. Job satisfaction can be viewed as an employee’s observation of how 

well their work presents, those things which are important to them. Other authors, 

describe job satisfaction as an attitude people have about their jobs (Chelladurai, 

1999); feelings a worker has about his or her job or job experiences in relation to 

previous experiences, current expectations, or available alternatives (Balzer, 1997); 

the attitude of workers toward the company, their jobs, their fellow workers and other 

psychological objects in the work environment (Beers, 1997); a specific beliefs about 

one’s job, behavior tendencies (intentions) with respect to it, and feelings about it 

(Isen & Baron, 1991); and Spector (1997)  a global feeling about the job or as a 

related constellation of attitudes about various aspects or facets of the job (Spector, 

1997). 
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On the other hand, Camp (1994) defines job satisfaction with reference to the 

needs and values of individuals and the extent to which these needs and values are 

satisfied in the workplace. In conjunction with this, Robbins (1998) surmises that job 

satisfaction is based on the difference between the amount of rewards workers receive 

and the amount they believe they should receive. 

Buitendach and de Witte (2005) relate job satisfaction individual’s perceptions 

and evaluations of a job, and this perception is in turn influenced by their 

circumstances, including needs, values and expectations. Individuals therefore 

evaluate their jobs on the basis of factors which they regard as being important to 

them (Sempane, Rieger & Roodt, 2002). 

Maslow, Herzberg and Alderfer have focused on the needs of employees with 

respect to job satisfaction and performance (Luthans 1998; Robbins, Odendaal & 

Roodt, 2003; Smith & Cronje, 1992). Maslow believed that people, who come out of 

an environment which does not meet their basic needs, tend to experience 

psychological complaints later in life. Based on the application of this theory to 

organizational settings, it can be argued that people who do not meet their needs at 

work will not function efficiently. Maslow’s theory is based on two assumptions, that 

is:  

i. people always want more; and   

ii. people arranged their needs in order of importance  

Practicing managers have given Maslow's need theory wide recognition, which 

they ascribe to the theory's intuitive logic and ease of understanding. However, 

Robbins et al. (2003), argue that research does not validate the theory, since Maslow 
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does not provide any empirical substantiation, and a number of studies that were 

seeking validation for the theories have similarly not found support for it. 

In terms of Herzberg’s motivation-hygiene theory, factors that make employees 

feel good about their work, are different from factors that make them feel bad about 

their work. According to Herzberg (cited in Schulz et al., 2003), employees who are 

satisfied at work attribute their satisfaction to internal factors, while dissatisfied 

employees ascribe their behavior to external factors. Factors that play a role in 

contributing to the satisfaction of employees are called motivators, while hygiene 

factors contribute to job dissatisfaction. These two factors are also called the intrinsic 

(internal) and extrinsic (external) factors. 

It can be argued that if the hygiene factors are removed, that it is unlikely workers 

will be satisfied. Both the hygiene factors and motivators play an important role in the 

performance of the individual. Criticism against Herzberg's theory is that the 

relationship between motivation and dissatisfaction is too simplistic as well as the 

relationship between sources of job satisfaction and dissatisfaction (Smith et al. 

1992). 

Alderfer revised Maslow's theory to align work with more empirical research 

(Robbins et al., 2003). Alderfer’s theory is referred to as ERG theory and is based on 

the following three needs; existence, relatedness and growth. Existence is involved 

with providing individuals with their basic existence requirements and it subsumes the 

individual’s physiological and safety needs. Relatedness is the desire to keep good 

interpersonal relationships, which Maslow labeled social and esteem needs. Growth 

needs are an intrinsic desire for personal development based on the self-actualization 

needs of Maslow. 



10 
 

The ERG theory pivots around the axial point that more than one need is in 

operation at the same time. When the aspiration to satisfy a higher need is subdued, 

the desire to satisfy a lower order level need increases. Alderfer (1972) mentions two 

forms of movement which will become important to a person. The first one is referred 

to as satisfaction-progression. The second movement is the frustration-regression, 

which provides additional insight about motivation and human behavior. According to 

Alderfer (1972), when a person’s needs are frustrated at higher level, it leads to 

movement down the hierarchy. 

2.3 Factors that Influence Job satisfaction 

In the literature, there are various factors that can influence job satisfaction. 

Dormann and Zapf (2001) for example found that job satisfaction has been 

significantly influenced by a wide variety of task characteristics including 

responsibility, task variety and communications/feedback mechanisms. Similar 

finding was also found in the study conducted by Hunjra, Ahmad, Rehman and 

Safwan (2010). They found that among the most important ingredients of job 

satisfaction include interesting, challenging work and a job that provides status. In 

other words, the content of the work itself is a major source of satisfaction.   

In other study, Heller, Judge and Watson (2002) found wages and salaries are 

significant, but a complex and multidimensional factor in job satisfaction. Money not 

only helps people to attain their basic needs, but it also is an instrumental in providing 

upper level need satisfaction. This is because employees often consider salary as a 

reflection of how management views their contribution to the organization (Akerlof, 

1984). Study conducted on compensation, indicates that if employees are allowed 

flexibility in choosing the type of benefits they prefer within a total package, called a 
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flexible benefits plan, there is a significant increase in both benefit satisfaction and 

overall job satisfaction (Steijin 2002). 

Career growth and promotional opportunities were also believed to have a varying 

effect on job satisfaction. This is because promotions take different forms and include 

a variety of rewards. For example, individuals who are promoted on the basis of 

seniority often experience job satisfaction but not as much as those who are promoted 

based on their performance (Worrell, 2004). 

Supervision is another factor that could contribute to job satisfaction. According 

to Cumbey and Alexander (1998) there are two dimensions of supervisory style that 

affects job satisfaction. One is employee-centeredness, which is measured by the 

degree to which a supervisor takes personal interest in the welfare of the employees. 

The other dimension is participation or influence, as illustrated by managers who 

allow their people to participate in decisions that affect their own jobs. This second 

approach, generally, leads to higher job satisfaction (Thobega, 2007). This shows that 

a participative environment created by the supervisor has a more substantial effect on 

worker's satisfaction than participation in a specific decision.  In addition, Harmon et 

al. (2007) found that the control over work practice through supervision has 

significantly correlated with increased job satisfaction among the workers. 

Having a friendly, co-operative co-workers have been considered as a modest 

source of job satisfaction (Hunjra, Chani, Aslam,Azam & Rehman, 2010). This is 

because he work group serves as a source of support, comfort, advice, and assistance 

to the individual. A ‘good' work group makes the job more enjoyable. On the other 

hand, if this factor is not considered with care, then it may have reverse effects, 
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meaning thereby, that the people are difficult to get along with. This in turn will have 

a negative effect on job satisfaction (Absar, Azim, Balasundam, & Akhter 2010). 

Another modest effect of job satisfaction involved work environment and working 

conditions. If the working conditions are good and clean, with attractive surroundings, 

employees will find it easier to carry out their job (Lawson, 1996). Most people do 

not give working conditions a great deal of thought unless they are extremely bad. But 

this is crucial because it has a direct effect on job satisfaction. On the contrary, if 

working conditions are given importance, productivity and accomplishment of 

objectives are enhanced (Heller, Judge and Watson 2002). 

In essence, if these formulas are taken care of then certainly there will be job 

satisfaction and employees will be more productive and creative (Robbins & Judge, 

2009). Employees are regarded to be satisfied with his or her job if he / she continue 

his or her association with the organization and considerable effort to achieve 

organizational goals.  

2.4 Human Resource Practices and Job Satisfaction 

Many scholars and practitioners believed that appropriate HR practices should 

influence job satisfaction and hence lead to the better performance, lower turnover, 

lower absenteeism and quality of products and services (Absar et al., 2010). Gonzalez 

and Garazo (2006) believed that human resource management practices can have a 

positive effect on employee job satisfaction. In order to find out the relationship 

between HR practices and job satisfaction, the influence of each HR practices on job 

satisfaction are discussed next. 
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2.4.1 Career Development and Job Satisfaction 

Career development is an going and formalized effort that focuses on developing 

and enrich more capable workers (Gomez-Mejia et al., 2010). It is not a one short 

training program or career planning workshop. Rather, it is an ongoing organized and 

formalized effort that recognizes people as a vital resource. Career development is a 

lifelong process that occurs in stages (Hutchinson, 2008).  

According to Super and Hall (1978), individuals experience approximately five 

stages of career development. The teens and twenties are a period of exploration and 

trial, in an attempt to establish and settle down with a job. As an individual enters 

his/her thirties, they begin to experience growth, establishing and advancing their 

career within an organization. By mid-forties, the third stage of career development 

presents three different paths an individual’s career may follow. From this point, a 

career can continue to experience growth, plateau, or begin its decline. Ultimately, 

decline will be the final stage of development, as individuals conclude their 

occupational career and begin to prepare for retirement.  

Despite the uncertain business environment, career development remains an 

important activity. It can play a key role in helping managers recruit and retain the 

satisfied and skilled, committed work force an organization needs to succeed (Gomez-

Mejia et al., 2010). Baruch (1996) argued that career development systems should fit 

the needs of the individuals within the organization. The intention is to ensure job 

satisfaction among employees. According to the study conducted by Chen, Chang and 

Yeh (2004) on a career needs, career development programs, job satisfaction and 

turnover intentions among R&D personnel found that the gaps between career needs 

and career development programs are significant predictors of job satisfaction. 
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2.4.2 Staffing and Job Satisfaction 

Staffing is the process of recruiting applicants and selecting of prospective 

employees remains a key strategic area for human resource management (Mello, 

2006). Generally the process comprised two processes such as recruitment and 

selection. Recruitment is the process of generating a pool of qualified candidates for a 

particular job which is the first step in hiring process. While selection of making a 

hire or no hire decision regarding each applicant for a job, this is the second step in 

hiring process (Mejia, Balkin, & Cardy, 2010). Both determine the decisions as to 

which candidates will get employment offers. The aim of this practice is to improve 

the fit between employees and the organization, teams, and work requirements, and 

thus, to create a better work environment (Absar, Azim, Balasundam, & Akhter, 

2010).  The effectiveness of the recruitment and selection processes will enhance 

individuals to be fitted with the organization requirement and demands which obvious 

will lead job satisfaction to the individuals who have been fitted with organizational 

requirement (Mejia, Balkin, & Cardy, 2010). In other study, Belzen (2009) found that 

recruitment and selection are among the buddle of HR practices that have significant 

correlation with the job satisfaction. 

2.4.3 Training and Development and Job Satisfaction 

Training is the process of providing employees with specific skills or helping 

them to correct deficiencies in their performance, while development is an effort of 

providing employees with the abilities the organization will need in the future (Mejia, 

Balkin, & Cardy, 2010). Since training and development help to reduce performance 

deficiency by improving job performance, it has the potential to influence job 

satisfaction.  
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Training and development on related skills and knowledge which regarded as 

necessary to the organization and are required to be acquired by the employees to 

achieve organizational goals, training has got significant relationship with the 

employee motivation, commitment and job satisfaction (Sahinids and Bouris,2007).  

In other studies, training and development have been found to have a significant 

impact on job satisfaction, since the imparted skills and knowledge help to perform 

tasks effectively and efficiently (Absar, Azim, Balasundam, & Akhter, 2010; 

Sahinidis & Bouris, 2008; Schmit, 2007). 

2.4.4 Performance Appraisal and Job Satisfaction 

Performance appraisal is the periodic evaluation of an employee’s performance 

measured against the job’s stated or presumed requirements. It is systematic and 

objective way of evaluating both work related behavior and potential of employees. It 

is a process that involves determining and communicating to an employee how he or 

she is performing the job and ideally establishing a planning of improvement (Rao, 

2000).   

Khan (2005) found that performance appraisal has significant relationship with 

job satisfaction. The evaluation process reflects organization appreciation of what the 

employees have performed, and thus lead to feeling of satisfaction among the 

employees. According to Absar, Azim, Balasundam & Akhter (2010), performance 

appraisal enhances pay raise, promotion and training, which in turn lead to the 

employees’ job satisfaction. Workers with low quality performance appraisal 

experiences (relative to those with mixed and high quality performance experiences) 

were more likely to be dissatisfied with their jobs, be less committed to the  company 
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and more likely to have intention to leave the company (Brown, Hyatt & Benson, 

2009).   

Furthermore, a study on the effect of performance appraisal politics on job 

satisfaction and turnover intention showed that employees who perceived 

performance ratings to be manipulated because of raters’ personal bias and intent to 

punish subordinates, results in low job satisfaction (Pon, 2003). Similar finding was 

also found in Ahmed and Akhbar’s (2010) study where feeling of dissatisfaction with 

the performance appraisal process leads to feeling dissatisfaction with the job. 

2.4.5 Incentives and Job Satisfaction 

Incentives are what employees receive in exchange for their contribution to the 

organization (Rao, 2000).  Generally employees offer their services for three types of 

rewards. First is the base compensation. It refers to the fixed pay an employee 

receives on regular basis in the form of salary or as an hourly wage. Second is pay 

incentive which is designed to reward employees for good performance. Third is 

indirect compensation or benefits. There are wide varieties of indirect benefit offered 

and these include health insurance, vocations and unemployment compensation 

(Gomez-Mejia et al., 2010).  

Compared to other types of reward, incentives are more significant and were 

believed to be the main reasons why people work. This is because incentive that is in 

a form of bonuses, commissions and profit sharing plans are designed to encourage 

employees to produce results beyond normal expectation. This, according to Rao, 

2000) indicates a significant relationship with the job satisfaction.   Employees’ living 

status in the society, satisfaction, loyalty, and productivity are also influenced by the 

incentives (Absar, Azim, Balasundam & Akhter, 2010).  
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Mello (2006) argued that, incentive is important in the organization because it can 

attract applicant, retain employees and ensure optimal level of performance from 

employees in meeting the strategic objectives of an organization. In a study conducted 

by Petrescu and Simons (2008), the unequal pay structure has been found to influence 

both non-union members’ overall job satisfaction and their satisfaction with pay. In 

other study, Rose and Manley (2010) found that financial incentives that have been 

promoted as a valuable contract option can exert a positive influence on project 

success. They found that employees who  are satisfied by the financial incentives tend 

to have a successful project.  

2.4.6 Employee Relations and Job Satisfaction 

Employee relations refer to the relationships between management and labor or 

among employees and their organizations that grow out of employment (Mello, 

2006).  Employee relations deal with either the relationships between the state and the 

employers and the employees’ organization or the relation between the occupational 

organizations themselves. Employee relations have a strong relationship with job 

satisfaction. It can enhance the economic status of the workers, and to provide an 

opportunity to the employees to have a say in the management and decision making 

which in turn enhances job satisfaction to the employees (Rao, 2000). Khan and Taher 

(2008) found a significant relationship between employee relations and job 

satisfaction. In their study, employee relations have been perceived to be able to 

create appropriate and conducive environment for all employees that ultimately 

influences job satisfaction. In other study, Absar, Azim, Balasundam and Akhter 

(2010) also found employee relations to be a significant determinant of job 

satisfaction. Similarly, Luddy (2005) also found employee relation to be related with 
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job satisfaction. This is because when employees are able to get along with other 

employees within organization which fulfills psychological need of human being. 
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CHAPTER THREE 

METHOD 

3.1 Introduction 

This chapter describes the research method for the study. In this chapter, the 

research design, the sources of data, the population frame, the sample and sampling 

techniques, the measurement, the collection and administration of data and the 

technique of data analysis are presented. A brief explanation on Tanzania Public 

Service College is also provided. 

3.2 Research Framework 

The research framework for this study is shown in Figure 3.1. The independent 

variable is the HR practices with dimensions such as career development, staffing, 

training and development, performance appraisal, incentives, and employee relations. 

The dependent variable for this study is job satisfaction.  
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Figure 3.1. Research Framework 

 

3.3 Research Design  

Quantitative research design was used to examine the relationship between HR 

practices and employees’ job satisfaction. The study was cross-sectional. The study 

was conducted in the natural environment of the organization where the researcher 

interference is minimal. 

3.4 Operational Definition and Measurement 

Table 3.1 shows the operational definition of the variable and their measurement. 

All items in this study were adapted from Seray, (2004), Rad & Yarmohammadian 

(2006), and Cho &Woods (2005), Sang (2005).  In this study, each of the adapted 

question asked how strongly the respondents agreed or disagreed with the statement 

given on a five-point scale whereby 1 = strongly disagree, and 5 = strongly agree.  
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Table 3.1  

Operational definition and measurements 

Variables 

(Dependent and 

Independent ) 

Operational 

Definition 

Items Authors 

Job satisfaction A pleasurable or a 

positive emotional 

state resulting 

from the appraisal 

of one's job or job 

experience 

1. I think my personal 

morale is high right 

now 

2. The relationships in 

my job are important 

to my job satisfaction 

3. I feel fairly well-

satisfied with my 

current job. 

4.  I feel the training that 

I receive is an 

important part of my 

job.    

5.  My job makes good 

use of my skills and 

abilities 

6. I work in a “family 

friendly” atmosphere 

Rad & 

Yarmohammadian 

(2006) 

Career Development Ongoing and 

formalized effort 

that focuses on 

developing 

enriched and more 

capable workers  

1. My organization 

considers employee 

developmental 

programs  

2. Career development 

focuses on specific 

group 

3. My organization uses  

employee assessment 

programs before 

acting for career 

development 

4. My organization 

conducts  

promotability forecast  

to identify employees 

with high career 

potential 

Seray, Bolumu & 

Sumer (2004) 

Staffing A  process that 

starts with the 

corporation's 

strategy and 

structure and 

flows through HR 

planning and 

development to 

recruitment, 

selection, career 

and success 

planning and ends 

1. There is formal 

employment planning 

in my organization 

2. My organization uses 

internal recruiting 

sources extensively to 

fill open positions 

3. Job applicants 

undergo structured 

interviews before 

being hired 

4. Job applicants take 

 

Cho & Woods 

(2005) 
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with termination. formal pre-

employment tests 

before being hired 

Training and 

Development 

The process of 

providing 

employees with 

specific skills or 

helping them to 

correct 

deficiencies in 

their performance, 

while 

development is an 

effort of providing 

employees with 

the abilities the 

organization will 

need in the future  

1. Extensive training 

programs are 

provided for 

employees in my 

organization 

2. Employees normally 

go through training 

programs every year 

3. My organization 

provides formal 

training to promote 

skills to new hires 

4. My organization 

provides formal 

training for 

employees who are 

promoted 

Sang (2005) 

Performance appraisal Periodic 

evaluation of an 

employee’s 

performance 

measured against 

the job’s stated or 

presumed 

requirements.   

1. Employees regularly 

(at least once a year) 

receive a formal 

evaluation of their 

performance 

2. Performance 

appraisals are based 

on objective results  

3. Performance 

appraisals are based 

on quantifiable results 

4. Employees receive 

performance feedback 

on a routine (at least 

twice at year) basis 

Cho & Woods 

(2005) 

Incentives Is what employees 

receive in 

exchange for their 

contribution to the 

organization  

1. My organization has 

favorable incentive 

practices to 

encourage employees 

to pursue the 

company objectives 

2. My organization has 

very fair incentive 

practices, aimed at 

rewarding people 

who accomplish the 

organization goals 

3. My organization has 

favorable incentive 

practices to 

encourage people to 

reach the organization 

goals 

4. My organization has 

  

Sang (2005) 
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incentive practices 

which really 

recognize people who 

contribute the most to 

organization 

Employee relations Concern with 

maintaining 

employer-

employee 

relationships that 

contribute to 

satisfactory 

productivity, 

motivation, and 

morale. 

1. Employees have a 

reasonable and fair 

complaint-resolution 

process 

2. Employees are 

involved in formal 

participation 

processes such as 

quality improvement 

groups, problem 

solving groups, or 

suggestion systems 

3. Employees regularly 

(at least once a year) 

complete an attitude 

survey. 

4. Employees are 

provided the 

opportunity to 

suggest  

improvements in the 

way things are done 

 

Cho & Woods 

(2005) 

 

3.5 Data Collection 

3.5.1 Background of the Organization 

Tanzania Public Service College ((TPSC) was established in 1997. It is a 

government agency that collaborates with the Ministry of Public Services 

Management. Its’ main activity is to conduct training, research and consultancy to 

both Public and Private sector.  TPSC was established on the basis of the concept of a 

virtual college. In order to cope with the changing needs of the public service, the 

college has a flexible strategy on harness and using its resources to deliver services in 

terms of qualified and experienced manpower, on one hand, and training facilities on 

the other.  
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TPSC has a core of full-time, highly qualified and motivated staff. They have 

specialists in Management, Human Resources, Finance, Records, Economists, 

Accounting, Social Scientists, Engineers and Computer Analysts. A list of core 

faculty members is in this prospectus.  TPSC maintains a pool of highly qualified and 

experienced associated consultants with a wide range of expertise Collaboration with 

Other Training and Consulting Providers. 

However, TPSC is made up of two campuses: the former Civil Service 

Training Centre (CSTC) at Magogoni, Dar es Salaam, and the former Tabora 

Secretarial College (TSC) in Tabora. On the other hand it has a wide area of land 

comprising of five blocks of training facilities, administrative block and library/staff 

room block and functional hall, students’ halls of residence and a Staff Housing 

estate. 

In addition, TPSC in Dar es Salaam has fully furnished computer laboratories 

equipped with modern computers connected to the internet.  TPSC views co-operation 

with other management training and development institutions as a long-term strategic 

choice to which it will be able to achieve those results which are otherwise 

unachievable.  

In this regard, TPSC has partnerships with other training and consulting 

providers. Together they jointly design, produce and deliver training programs for the 

Tanzanian market. They also prepare joint bidding technical proposals for training 

and consulting jobs as and when they occur. Furthermore, TPSC is working in 

collaboration with other training and consulting providers. 
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Vision   

To become a Centre of Excellence in delivering the highest quality, practical, 

responsive and competence-based training and development services to both Public 

and Private Sectors at all levels. 

Mission  

To become a Centre of Excellence in delivering the highest quality, practical, 

responsive and competence-based training and development services to both Public 

and Private Sectors at all levels. 

3.5.2 Population and Sampling 

The sampling frame for this study includes all academic and non-academic staff at 

Tanzania Service College. Following Sekaran (2003) suggestion, out of 135 staffs, 

100 staffs were randomly chosen as a sample for this study. 

3.5.3 Survey Materials 

The questionnaire was prepared in English. The five page questionnaire consisted 

of three sections. Section 1 asked about the HR practices. There are twenty four items 

in this section. Section 2 which consists of six items asked respondents’ job 

satisfaction. The last section, section 3 of sought the demographic characteristics of 

the participating staff and their respective organization. 

3.5.4 Data Collection Procedure 

The data collection was conducted from April 15 until April 28 2011. The process 

begins by obtaining permission from Tanzania Public Service College to conduct the 

study. Once permission was obtained, the survey question is distributed through 

respondents’ email. During that period, 100 questionnaires were distributed. 
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Respondents were given two weeks to answer the survey before sending back the 

completed questionnaire to the researcher through email. A follow-up email reminder 

was used to remind respondents about returning the questionnaire. 

3.6 Techniques of Data Analysis 

All the 100 questionnaires distributed were returned and are potentially available 

for analysis. To answer the study objectives, an analysis was conducted using 

descriptive statistics and the relationship of independent and dependent variables were 

tested using correlation analysis. Regression analysis was also conducted to test the 

ability of the six dimensions of HR practices to predict the level of job satisfaction. 

The analysis was conducted using SPSS Program Version 16.0 for Windows.  

3.7 Conclusion 

In this chapter, the method and the analysis strategy for the study have been 

described, including the research framework, the sample of the study, and the 

selection of respondents, the development of questionnaire, the research materials and 

the survey procedure. This chapter also briefly explains the adoption of correlation 

analysis, regression analysis and descriptive statistics. The results of these tests are 

reported in the next chapter, Chapter 4. 
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CHAPTER 4 

FINDINGS 

4.1 Introduction 

Chapter 4 reports results of the study. The chapter begins by reporting the 

demographic characteristics of the respondents. It then presents the bivariate 

relationship between the research variables. The chapter concludes with the regression 

analysis. 

4.2 Demographic Characteristics of the Participants 

Detailed descriptive statistics of the participants’ demographic characteristics are 

presented in Table 4.1. It is noted that 52% of the 100 respondents in this survey were 

male. The average age of respondents was 33 years old. 60% of the respondents were 

married. In terms of highest academic qualification, the highest percentage of 

respondents (30%) had a master degree. Tutor made up 14% of the total respondents. 

This follows by lecturer and tutorial assistant (11%). On average, the respondents had 

been in their present position for 5 years and had served their organization for more 

than 6 years. 
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Table 4.1 

Demographic characteristics of the participants 

Description Frequency % Mean Std. Dev Median Min Max 

Gender 

Male 52 52.0 

     Female 48 48.0 

     Total 100 100 

     Age 

Total response 100 100 33.49 8.03 32 21 55 

Marital Status 

Single 31 31.0 

     Married 60 60.0 

     Divorce 9 9.0 

     Total 100 100 

     
Academic Qualification 

High School  4 4.1 

     Certificate 7 7.0 

     Diploma 17 17.0 

     First Degree 26 26.0 

     Master 30 30.0 

     PhD 16 16.0 

     Total 100 100 

     Position 

Consultant 4 4.0      

Assoc. Professor 8 8.0      

Senior Lecturer 9 9.0      

Lecturer 11 11.0      

Assist. lecturer 10 10.0      

Tutor 14 14.0      

Tutorial Assist 11 11.0      

Coordinator 1 1.0      

Librarian 2 2.0      

Marketing 

manager 2 2.0      

Accountant 5 5.0      

HR 3 3.0      

Computer 

technician 2 2.0      

Secretary 8 8.0      

Office Attendant 10 10      

Total 100 100      

No. of years in present position 

Total response 100 100 5.22 4.10 4 1 21 

No of years with present organization 

Total response 100 100 6.40 4.59 5 1 22 
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4.3 Correlation Analysis 

Table 4.2 presents the means, standard deviations and Pearson correlations of 

variables for the 135 participants. The internal consistency reliabilities (Cronbach’s 

alpha) of the research measures are reported in parenthesis along the diagonal of the 

correlation tables. As shown in Table 4.2, the Cronbach’s alpha for HR practices was 

.96. The six-subscale of the 30 item HR practices scale (career development, staffing, 

training and development, performance appraisal, incentive and employee relations) 

also have satisfactory reliability values ranging from .69 to .76. The Cronbach’s alpha 

for dependent variable, job satisfaction, was .68. 
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Table 4.2  

Descriptive statistics, scale reliabilities, and correlations of variables 

 

Variables N Mean S.D. 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 

1. Gender 100 1.48 .50                

2. Age 100 33.49 8.03 -.15               

3. Marital Status 100 1.78 .60 .02 .56**              

4. Education 100 4.19 1.32 -.08 .69** .38**             

5 Position 100 5.99 3.84 -.03 -.06 -.00 -.14            

6. Tenure in present position 100 5.22 4.10 -.14 .74** .30** .54** -.04           

7. Tenure in present organization 100 6.40 4.59 -.07 .76** .37** .52** -.08 .70**          

8. Career development 100 3.25 .74 -.03 -.02 .00 .05 -.13 .15 .02 (.74)        

9. Staffing 100 3.25 .74 -.03 -.02 .00 .06 -.12 .15 .02 .99** (.73)       

10. Training & development 100 3.23 .74 -.08 -.04 -.02 .03 -.16 .11 .02 .89** .90** (.69)      

11. Performance appraisal 100 3.25 .74 -.01 -.03 -.01 .04 -.14 .16 .01 .99** .98** .88** (.73)     

12. Incentives 100 3.23 .76 -.01 -.05 .01 .04 -.12 .13 -.00 .99** .99** .90** .97** (.76)    

13. Employee relations 100 3.27 .75 -.08 .03 .03 .08 -.04 .16 .05 .94** .93** .81** .90** .92** (.71)   

14. HR practices - overall 100 2.60 .58 -.04 -.02 .00 .05 -.12 .15 .02 1.00** .99** .92** .98** .99 .94** (.96)  

15. Job satisfaction 100 3.11 .69 -.11 -.02 .00 -.04 -.13 .09 -.02 .79** .79** .85** .78** .78** .78** .82** (.68) 

Note: Coefficient alpha reliability estimates are in parentheses on the diagonal of the correlation table 

*Correlation is significant at p < 0.05 and **Correlation is significant at p< 0.01 
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4.3.1 HR Practices and Job Satisfaction 

Overall, HR practices were significantly positively correlated with job 

satisfaction(r =.82, p<.01). This result implies that, the more effective the HR 

practices, the more satisfied the employees were toward their job. 

4.3.1.1 Career Development and Job Satisfaction 

Table 4.2 revealed significant positive relationship between career development 

and job satisfaction(r =.79, p<.01). The result suggests that participant who received 

higher career opportunities, have higher job satisfaction. 

4.3.1.2 Staffing and Job Satisfaction 

Table 4.2 also indicated that staffing was significantly positively   correlated with 

job satisfaction (r = .79, p<.01). The result indicates that the more efficient the 

staffing process the more satisfied the participant feels towards the job. 

4.3.1.3 Training and Development and Job Satisfaction 

Training and development was significantly positively correlated with job 

satisfaction (r = .85, p<.01).  The finding indicates that participants who received 

more training and development are more satisfied with their job. 

4.3.1.4 Performance Appraisal and Job Satisfaction 

Table 4.2 indicates that performance appraisal was significantly positively 

correlated with job satisfaction (r =.78, p<.01). The result implies that the more 

effective the performance appraisal the more satisfied the participants feel toward the 

job. 
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4.3.1.5 Incentives and Job Satisfaction 

Incentives were significantly positively correlated with job satisfaction(r =.78, 

p<.01). The result shows that the more incentives were provided to employees the 

more they were satisfied with the job. 

4.3.1.6 Employee Relations and Job Satisfaction 

Employee relations was significantly positively correlated with job satisfaction (r 

=.78, p<.01). This result indicates that participants with higher relationship with the 

employer have higher feeling of satisfaction. 

4.4 Regression Analysis 

Multiple regression was used to assess the ability of six control measures (career 

development, staffing, training and development, performance appraisal, incentives 

and employee relations) to predict level of job satisfaction. The result shows in Table 

4.3 indicates that 75.9% of the variance in job satisfaction had been significantly 

explained by the six dimensions. In the model, only two control measures were 

statistically significant, with training and development recording a higher beta value 

(β = .795, p<.001) than employee relations recording (β = .505, p<.05). 
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Table 4.3  

Regression Analysis  

 

 Beta Sig. 

Career Development -.006 .994 

Staffing -.717 .120 

Training and Development .795 .000*** 

Performance Appraisal .433 .322 

Incentives -.098 .803 

Employee Relations .505 .010* 

*p<.05, **p<.01, ***p<.001 

r² = .759         Nilai F = 48.80            Sig. F = .000 

 

4.5 Conclusion 

This chapter described the demographic characteristics of the 135 participants and 

the results of correlation and regression analyses. The results indicate that all six of 

HR dimensions have a significant positive relationship with job satisfaction. Among 

these six dimensions of HR practices, training and development make the strongest 

contribution to explain employees’ job satisfaction. These research findings are 

discussed in the next chapter, Chapter 5. 
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CHAPTER 5 

DISCUSSIONS AND RECOMMENDATIONS 

 

5.1 Introduction 

This chapter discusses the findings of the study in light of the literature reviewed 

in Chapter 2, and the objectives developed in Chapter 1. This study provides 

identification of factors that related to job satisfaction. The findings, as presented in 

Chapter 4, are discussed in the section below. The chapter ends with limitations of the 

study and recommendations for future research.  

5.2 HR Practices and Job Satisfaction 

The first objective of this study was to investigate the relationship between HR 

practices and job satisfaction. In this study, HR practices were related to job 

satisfaction. This finding is in accordance with previous studies conducted by Absar, 

Azim, Balasundam and Akhter (2010) and Gonzalez and Garazo ( 2006). The finding 

shows that employees tend to be more satisfied with their job when HR practices are 

effective and efficient. The result is not surprising as HR practices normally influence 

all facet of one’s job. Therefore, management of Tanzania Public Service College 

(TPSC) should ensure that all its HR practices are conducted effectively, by allowing 

employees to participate in decision making, providing development activities, 

providing employees with fair rewards and acknowledging the contributions of 

employees to the organization. In this way TPSC will be in a position of ensuring job 

satisfaction of its staffs, which in return leads to retention and attraction of key 

talented employees 
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5.2.1 Career Development and Job Satisfaction 

The present study shows that career development was associated with job 

satisfaction. This finding supported previous studies conducted by Chen, Chang & 

Yeh  (2004) and Baruch (1996). In this study, participants who were given high career 

opportunities were more satisfied with their job. This is not surprising as promotion is 

often regarded as appreciation and acknowledgement from the management towards 

the employees’ contribution. If Tanzania Public Service College decided to enhance 

job satisfaction through career development, they must continue enriching and 

developing their workers as career development is a lifelong process. Apart from that, 

the management must also pay serious attention to the job fit issues when planning for 

employees’ career.  Baruch (1996) believed that employee who fit with the job tend to 

be more committed with the job given to them. 

5.2.2 Staffing and Job Satisfaction 

In this study, staffing process was related with job satisfaction. This result 

supported previous studies (Belzen, 2009; Azim, Balasundam & Akhter, 2010). Since 

staffing has been found to have strong association with job satisfaction, the 

management of Tanzania Public Service College needs to consider having a proper 

staffing procedure such as formal human resource planning, a systematic screening 

process, pre-employment test and a structured interview before the final hiring 

process take place. This is because a good staffing system will ensure the right person 

with the right experience, knowledge, skills and ability is hired to fit with the job 

demand. When the abilities of a person match with the demands of the job, it will 

improve the person’s job satisfaction.  
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5.2.3 Training and Development and Job Satisfaction 

The present study shows that training and development related to job satisfaction. 

This finding is in accordance with previous studies by Sahinids and Bouris (2007), 

Schmit ( 2007) and Azim, Balasundam and Akhter (2010). One possible explanation 

for this may be because the skills and knowledge that employees receive through 

training program is perceived beneficial to them in achieving better performance.  

Training and development is any effort to improve current of future employees’ skills, 

abilities and knowledge. Thus, to increase job satisfaction, the management should 

continuously conducting training on related skills and knowledge which are necessary 

to the organization and are required to be acquired by the employees to achieve 

organizational goals.  

5.2.4 Performance Appraisal and Job Satisfaction 

In this study, performance appraisal was also found related with job satisfaction. 

This finding supported previous studies conducted by Azim, Balasundam and Akhter, 

(2010) and Ahmed and Akbar (2010). Performance appraisal is a systematic process 

to evaluate the performance of an employee after certain period of time. Since 

performance appraisal often leads to pay raise, promotion and training, it is not 

surprise to find why performance appraisal influence employee job satisfaction. 

However, to use performance appraisal as a way to improve employee job 

satisfaction, the management must ensure the performance appraisal system is fair and 

measured relevant parts of the job. 

5.2.5 Incentives and Job Satisfaction 

The study showed that incentives associated with job satisfaction. This finding 

supported past studies on the relationship between incentives and job satisfaction 
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(Rao,  2000; Azim, Balasundam & Akhter, 2010). This is not surprising as incentives 

are often regards as the acknowledgment from the management towards the 

contribution made by the employees. Compared to other types of rewards, Rao (2000) 

argued that incentives are more significant and were believed to be the main reason 

why people work. In other words, employees will be more motivated and satisfied 

with their job when the management recognized and rewarded them for their 

achievement. 

5.2.6 Employee Relations and Job Satisfaction 

The results showed that employee relations were associated with job satisfaction. 

This finding is similar to what has been reported in the previous studies (Khan & 

Taher, 2008; Azim, Balasundam & Akhter, 2010). This study implies that good 

relationship between management and employees can create appropriate and 

conducive environment for all employees that ultimately leads to greater job 

satisfaction. Logically, employees will feel more satisfied with their job when they 

perceived their management to be opened and honest and flexible in accommodating 

employee’s issues, allowing employee involvement in decision making and allowing 

employees to have life outside work. 

5.3 Factors with the Strongest Contribution on Job Satisfaction 

The second objective of this study was to determine which among the six 

dimensions of HR practices contribute the most to job satisfaction. In this study, 

training and development has been found to have the strongest influence on job 

satisfaction. One possible explanation for this may be because training provides the 

basis for achievement in the organization. For example, knowledge and skills that 

were acquired through training help the employees to perform their daily task. High 
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job performance will then be translated into their performance appraisal. High rating 

in performance appraisal means high chances of being promoted or receiving greater 

incentives. Therefore, training that help to reduce performance deficiency may have 

the potential to influence job satisfaction. 

Since the finding shows training and development contribute the most to job 

satisfaction, the management of Tanzania Public Service should continue to invest in 

training and development. However, careful training plan must be conducted to 

ensure that relevant training was provided to the employees. This is because relevant 

training will increase the chances for transfer of learning to occur. 

5.4 Limitations and Direction for Future Research 

There are limitations in the design of this study that might influence the 

interpretations and generalizations of these findings. These issues are discussed next. 

The study is limited by the number of variables tested. The study only tested six 

dimensions of HR practice (career development, staffing, training and development, 

performance appraisal, incentives, employee relations) on job satisfaction among 

college staffs. There could be other factors such as leadership style, nature of the job, 

culture of the organization, organization and job fit that could affect employees’ job 

satisfaction in the organization.  

Another limitation of this study is that the data provided is from a single 

organization. The study was carried out at one college in Tanzania. Thus, the findings 

cannot be generalized to other colleges or universities in the country. In future 

research, it would be desirable to have samples from other colleges in Tanzania so 

that the similarities and differences in terms of factors that may have influence the job 

satisfaction in the organization can be examined.  
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In summary, while there are some limitations associated with the approach 

used here and given the exploratory nature of the study, the results of this research 

provide useful findings that should be of interest to both researchers and practitioners. 

5.5 Conclusion 

The current chapter has discussed results of the study in light of the literature and 

limitations. The aim of this study was to examine the factors that influence job 

satisfaction. The results indicate that all six HR practices were related to job 

satisfaction. However, since the study was conducted at one organization only, the 

findings must be interpreted with cautious and cannot be generalized to represent 

other organizations. It is hoped that through the examination of the HR practices that 

contribute to job satisfaction, a more complete understanding of the needed to 

enhance job satisfaction will be achieved. 
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APPENDIX A 

 

 

SAMPLE OF THE SURVEY MATERIALS  
 
This appendix contains copy of the survey materials provided to respondents, namely the 

cover letter and the questionnaire. 
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A STUDY ON JOB SATISFACTION 

 

Dear Participant, 

 

Thank you for agreeing to participate in this research.  

  

I would appreciate it very much if you could answer the questions carefully as the 

information you provide will influence the accuracy and the success of this research. 

It will take no longer than 30 minutes to complete the questionnaire. All answers will 

be treated with strict confidence and will be used for the purpose of the study only. 

 

If you have any questions regarding this research, you may address them to me at 

the contact details below. 

 

Thank you for your cooperation and the time taken in answering this questionnaire. 

 

 

Yours sincerely, 

 

Mohamed Abbasi Balozi 

Master Candidate 

College of Business 

Universiti Utara Malaysia 

Sintok, 06010 Kedah 

Mobile phone: +60169836386 

Email: balozyjunior@yahoo.com   

 

mailto:balozyjunior@yahoo.com
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Section 1: Using the following scale, please tick (√) the given box that 

represents your most appropriate answer. 

  Strongly                                   Strongly  

Disagree                                       Agree 

1 My organization considers employee 

developmental programs 

1      2      3       4       5  

2 Career development focuses on specific 

group 

1      2      3       4       5  

3 My organization uses  employee 

assessment programs before acting for 

career development 

1      2      3       4       5  

4 My organization conducts  

promotability forecast  to identify 

employees with high career potential 

1      2      3       4       5  

5 There is formal employment planning 

in my organization 

1      2      3       4       5  

6 My company uses internal recruiting 

sources extensively to fill open 

positions 

1      2      3       4       5  

7 Job applicants undergo structured 

interviews before being hired 

1      2      3       4       5  

8 Job applicants take formal pre-

employment tests before being hired 

1      2      3       4       5  

9 Extensive training programs are 

provided for employees in my 

organization 

1      2      3       4       5  

10 Employees normally go through 

training programs every year 

1      2      3       4       5  

11 My organization provides formal 

training to promote skills to new hires 

1      2      3       4       5  

12 My organization provides formal 

training for employees who are 

promoted 

1      2      3       4       5  

13 Employees regularly (at least once a 

year) receive a formal evaluation of 

their    Performance 

1      2      3       4       5  
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14 Performance appraisals are based on 

objective results 

1      2      3       4       5  

15 Performance appraisals are based on 

quantifiable results 

1      2      3       4       5  

16 Employees receive performance 

feedback on a routine (at least twice a 

year) basis. 

1      2      3       4       5  

17 My organization has favorable 

incentive practices to encourage 

employees to pursue the company 

objectives 

1      2      3       4       5  

18 My organization has very fair incentive 

practices, aimed at rewarding people 

who accomplish the organization goals 

1      2      3       4       5  

19 My organization has favorable 

incentive practices to encourage people 

to reach the organization goals 

1      2      3       4       5  

20 My organization has incentive practices 

which really recognize people who 

contribute the most to organization 

1      2      3       4       5  

21  Employees have a reasonable and fair 

complaint-resolution process 

1      2      3       4       5  

22 Employees are involved in formal 

participation processes such as quality 

improvement groups, problem solving 

groups, or suggestion systems 

1      2      3       4       5  

23 Employees regularly (at least once a 

year) complete an attitude survey. 

1      2      3       4       5  

24 Employees are provided the 

opportunity to suggest improvements in 

the way things are done. 

1      2      3       4       5  
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Section 2: Using the following scale, please tick (√) the given box that 

represents your most appropriate answer. 

  Strongly                                     Strongly  

Disagree                                       Agree 

25 I think my personal morale is high right 

now 

1      2      3       4       5  

26 The relationships in my job are 

important to my job satisfaction 

1      2      3       4       5  

27 I feel fairly well-satisfied with my 

current job.  

1      2      3       4       5  

28 I feel the training that I receive is an 

important part of my job.      

1      2      3       4       5  

39 My job makes good use of my skills 

and abilities 

1      2      3       4       5  

30 I work in a “family friendly” 

atmosphere 

1      2      3       4       5  
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Section 3: Please tick (√) the given box or fill in the blank that represent your 

answer 

1 I am:  

 Male      Female 

 

2 My age is __________ years 

 

3 My marital status: 

 Single       Married       Divorce 

 

4 My highest education level: 

 High school education            Diploma                  Master 

 Certificate                               First Degree            PhD 

 

5 My position in this organization: _____________________ 

 

6 Number of years in present position: _________________ 

 

7 Number of years with present organization: ____________ 

 

 

THANK YOU FOR TAKING THE TIME TO COMPLETE THIS SURVEY 
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APPENDIX B 

SPSS OUTPUT 

 

 

 


















































































































