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ABSTRACT 

The Government of Malawi is one of the biggest employers for the educated 

Malawians employing more than sixty percent of the total workforce. It is also the biggest 

employer for young people who just graduate from the university, as employees either 

without any experience at all or with very limited experience. Companies and other non-

governmental institutions do not really employee such inexperienced workforce in masses; as 

a result these young graduates have very limited choice of employer. In view of this, these 

inexperienced graduates depend on the government for employment despite the fact that it 

does not pay “well” as compared to other non-government employers. Additionally, the civil 

service has been deemed by several Breton-Wood Institutions and others as having poor or 

unattractive working conditions just like other governments in the least developed countries. 

Due to these problems, there have been mass exoduses from the civil service exemplified by 

the medical personnel in the health sector as well as in education. This is very evident among 

the middle range or entry levels who also happen to be these new graduates from the 

University yet they are the hub of the professional/technical and administrative categories. 

This means that the more turnover the civil service has today, the greater the risk of having a 

poor civil service in the near future. This has not gone well with the government as an 

employer because recruitment, selection and hiring are very costly and time consuming. In 

trying to curb the many problems faced by the civil service, the Breton-Woods Institutions 

initiated what have been called the Civil Service Reform Programmes for more than 10 years 

(since 1994/5). One of the targets in the Civil Service Reform Programmes was (and still is) 

to improve the working conditions of the civil servants in order to reduce turnover and 

enhance retention. This study examined the relationship between some Human Resource 

practices (salary, job enrichment/autonomy and job stability strategies) as the precursor 

variables and turnover intentions as an outcome variable. It also explains the relationship 

between of job satisfaction and employee commitment with both turnover and the HR 

practices.  

  Backward regression method was used to find the relationships. It still remains 

obvious that intentions to exit the civil service remain high but employees can hardly quit 

mainly due to other external labour market forces and also the job security they enjoy in the 
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service. Satisfaction and commitment remain shaky- levels are relatively low though not too 

low.  

Key words: Civil service reforms, salary, turnover, job satisfaction, employee commitment, 

job enrichment/autonomy, job stability (security). 
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CHAPTER I. INTRODUCTION 

Chapter Overview 

  This chapter gives a background of the study-that is the motivation that drove the 

researcher to engage in the study. Thus it explains the situations on the ground in Sub-

Saharan Africa as well as in Malawi that triggered the researcher to conduct this study. It 

outlines the issues of brain-drain due to poor policies in management and incentives offered 

to human resources in the civil service. It further outlines the time period when these 

problems started and what different governments tried to do in order to mitigate on the 

problems. It also digs out the main problems faced by governments in trying to solve the 

problems. These help the reader understand the in-depth of the problem and relate them well 

with the researcher’s choice of the questions and hypotheses which are later answered. 

 

Background to the Study 

Human Resource practices are an integral part of any organisation, be it in public, 

private or non-profit making organisation. Studies suggest that HR practices affect 

organizational outcomes by shaping employee behaviours and attitudes. For instance (Luna-

Arocas & Camps 2008) argue that “high performance work practices (HPWP) increase 

organisational effectiveness by creating conditions where employees become highly 

involved in the organization and work hard to accomplish its goals, in other words, by 

increasing their employees’ commitment to the organisation and job satisfaction.” In turn 

this reduces turnover intentions as well as turn over since the two are negatively related. 

Turnover on the other hand reduces the organisation’s effectiveness since most of the work 

is left undone due to lack of personnel to do the work. Alternatively hiring and rehiring of 

new skilled workers is costly and also takes a long time. This also affects the operations and 

the effectiveness of the organisation. 

In recent years, there have been inexplicable turnovers in most of the Civil Services 

in the Sub-Saharan Africa (SSA). This trend started in around 1960s; however it became 

even more serious towards the end of the 20th Century and was projected to continue at the 

dawn of the 21st century (Kiragu, 1998). Malawi was no exception to this problem. In the 
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Malawian context it was highly felt in the health sector where most of the trained doctors 

and nurses left the country to industrialized countries in search for greener pasture. For 

instance in 1998, medical doctor vacancy rates in the public sector were reported at 43% in 

Ghana and 36% in Malawi. In 1998, public sector nurse vacancy rate was reported at 48% in 

Lesotho this is according to (Liese, Blanchet & Dussault, 2003). The health sector in all the 

Sub-Saharan Africa is just a representation of the many sectors that have been hit hard by 

this high turnover of Civil Servants.  Following this high turnover and other factors such as 

unsustainable high wage bills and ineffective large Civil Service, many African 

governments embarked on what have been termed as Public Service Reform Programmes 

(Lienert, 1998). Malawi also joined the bandwagon in reforming its Public Sector which also 

includes the Civil Service.    

The Government of Malawi (GoM) implemented the latest Public Service Reform 

Programmes between 1995 and 2005. This however, was one of the several reforms that 

were ever implemented since the 1960s. The Government of Malawi therefore followed a 

different path in implementing the new reforms by putting up what it called the Action Plan 

for the reform programs.  

Following this, several strategies/paths were set up and implemented in order to 

achieve these goals and the others that fell under the reform programmes. Such strategies 

included retrenchment. More importantly the objectives were set up in this manner in order 

to curb the massive brain drain that faces the government for its knowledge workers. Brain 

drain is “the emigration or flight of skilled human capital from one country to the other in 

search of better returns to one’s knowledge, skills, qualifications, and competencies” (Liese, 

Blanchet & Dussault, 2003). Simply put, the emigration of an individual is a brain drain 

because they are an investment loss to her country by not using the education gained (up to 

university level) to work there.  

It is not clear however if the reform programs really achieved their intended above 

objectives. That is, if the reforms have finally managed to achieve the ultimate goal of 

reducing turnover intentions which result in total or absolute turnover. This can only be 

determined if there is reduced turnover intentions among the Civil Servants and thus the 

genesis of this paper.  
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Statement of the Problem 

 Brain drain continues to be a big threat to the operations of the Civil Service in 

Malawi. Unless the government redirects its strategizes on improving working conditions, 

brain drain among the knowledge (professional) employees continues to hamper its 

development agenda. It is important therefore to study how the current Human Resources 

practices are impacting turnover intentions among these knowledge workers. 

Purpose of the Study 

The purpose of this study is to examine whether there is any relationship between job 

satisfaction and employee commitment, and turnover intentions; and also between selected 

Human Resource practices (salary, job enrichment/autonomy and job stability/security) job 

satisfaction and employee commitment. Finally, examine the relationship between the 

aforementioned HR practices and selected and turnover intentions among middle level civil 

servants in Malawi. In essence, the study looks at employee attitudes on various aspects that 

in turn have been found to affect turnover in other studies. 

 

Research Questions 

There are three main questions in this study and they are designed to examine the 

relationship between independent and the dependent variables. The questions are as follows: 

 

1. Is there any relationship between employee commitment & job satisfaction, and turnover 

intentions? 

2. Is there any relationship between HR practices (salary, job enrichment/autonomy, job 

stability/ security) and employee commitment and job satisfaction? 

3. Is there any relationship between HR practices (salary, job enrichment/autonomy, job 

stability/ security) and turnover intentions? 

 

Due to the nature of the model of the study, there are several independent and dependent 

variables. The model is in stages as such, job satisfaction and employee commitment at 

some points are independent then dependent variables.  
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Model 1: the independent variables are job satisfaction and employee commitment while 

the dependent variable is turnover intentions. In this model, job satisfaction is treated as a 

variable on its own and so is employee commitment. 

 

Model 2: the independent variables in this model are the selected HR practice variables 

(salary, job enrichment and job stability). This means that each independent variable is 

treated separately and the results are also analysed as such. The dependent variables are job 

satisfaction and then employee commitment. It should be noted that each of the dependent 

variables is treated separately in order to analyse the results independently.  

 

Model 3: the independent variables are the selected HR practice variables (salary, job 

enrichment and job stability). The dependent variable is turnover intentions. Just as in model 

2, all the independent variables are treated independently in terms of analysis. 

 

Hypotheses the Study 

The hypotheses are organised based on the model. Since the model is in 3 stages, the 

hypotheses are arranged as such and there are sub-hypotheses in each main hypothesis. In 

addition, turnover intentions have 3 measurable items and hence all the items are measured 

separately against each of these 3 items. 

Model 1 

1. Is there any relationship between Job satisfaction & employee commitment and turnover 

intentions? 

 

Hypothesis 1: x = Job satisfaction  and y = turnover intentions. 

H0:  There is no relationship between job satisfaction and job turnover intentions. 

H0: µ= 0 

Ha: There is a relationship between salary and turnover intentions. 

 Ha: µ ≠ 0  
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Hypothesis 2: x =Employee Commitment  and  y = turnover intentions. 

H0:  There is no relationship between employee commitment and job turnover 

intentions. 

H0: µ= 0 

Ha: There is a relationship between salary and turnover intentions. 

Ha: µ ≠ 0  

 

Model 2 

1. Is there any relationship between HR practices (salary, job enrichment/autonomy, job 

stability/ security) and employee commitment and job satisfaction? 

 

Hypothesis 3a: x =salary strategies  and  y = job satisfaction  

H0:  There is no relationship between salary strategies and job satisfaction. 

H0: µ= 0 

Ha: There is a relationship between salary strategies and job satisfaction. 

Ha: µ ≠ 0  

 

Hypothesis 3b: x =salary strategies  and  y = employee commitment 

H0:  There is no relationship between salary strategies and Employee Commitment. 

H0: µ= 0 

Ha: There is a relationship between salary strategies and employee commitment. 

Ha: µ ≠ 0  

 

Hypothesis 4a: x = job enrichment (autonomy) and  y = Job satisfaction 

H0:  There is no relationship between job enrichment (autonomy) and job satisfaction. 

H0: µ= 0 

Ha: There is a relationship between job enrichment (autonomy) and job satisfaction. 

Ha: µ ≠ 0 
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Hypothesis 4b: x = job enrichment (autonomy) and  y = employee Commitment 

H0:  There is no relationship between job enrichment (autonomy) and employee 

commitment  

H0: µ= 0 

Ha: There is a relationship between Job enrichment (autonomy) and employee 

commitment. 

Ha: µ ≠ 0  

 

Hypothesis 5a: x = job stability and  y = job satisfaction 

H0:  There is no relationship between job stability and job satisfaction. 

H0: µ= 0 

Ha: There is a relationship between job stability and job satisfaction. 

Ha: µ ≠ 0  

 

Hypothesis 5b: x = job stability (security) and  y =employee commitment 

H0:  There is no relationship between job stability (security) and employee 

Commitment.  

H0: µ= 0 

Ha: There is a relationship between Job stability (security) and Employee 

Commitment. 

Ha: µ ≠ 0  

Model 3 

3. Is there any relationship between HR practices (salary, job enrichment/autonomy, job 

stability/ security) and turnover intentions? 

 

Hypothesis 6: x = salary strategies  and  y = turnover intentions. 

H0:  There is no relationship between salary strategies and job turnover intentions. 

H0: µ= 0 

Ha: There is a relationship between salary strategies and turnover intentions. 

 Ha: µ ≠ 0  
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Hypothesis 7: x = job enrichment (autonomy)  and  y = turnover intentions.   

H0:  There is no relationship between job enrichment (autonomy) and turnover 

intentions. 

H0: µ= 0 

Ha: There is a relationship between job enrichment (autonomy) and turnover 

intentions. 

Ha: µ ≠ 0 

 

Hypothesis 8: x = job stability (security)  and  y = turnover intentions.   

H0:  There is a relationship between job stability (security) and turnover intentions. 

H0: µ = 0 

Ha: There is no relationship between job stability (security) and turnover intentions. 

Ha: µ ≠ 0 

Significance of the Study 

The findings of the study will add to the Government of Malawi research database on: 

• How to improve Civil Service working conditions in order to retain the young knowledge 

workers who leave the government and work in other sectors, or even abroad in search for 

greener pasture due to frustrating working conditions. In this context, salary benefits, job 

design and stable jobs. 

•  There will be new information that never came to light during the previous research due to 

the fact  that most of these young workers were not consulted fully in the programme 

implementation as (Liese, Blanchet & Dussault, 2003) suggest. Thus the reforms did not 

take care of other incentives that would really motivate the civil servants. Thus the hidden 

needs of the civil servants were not dug into to find out other motivating incentives other 

than the ones that are already common and highly perceived. 

• It will further predict whether Middle Range Civil servants are more likely to turn over their 

jobs in the next few (1-5) years.  
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• Finally, the results will act as a starting point for future researches since it will show what 

attitudes employees have and how they are impacting their satisfaction, commitment and 

also their future employment. 

 

Definitions of Terms 

Civil Servants: refers to employees on the government pay roll whether or not they 

occupy established, non-established and industrial class positions. However, this definition 

excludes employees in parastatals and local government whose salaries may be funded by 

the central government through subsidies and grants. This definition has also been used in 

the (Civil Service Pay and Employment Study of the World Bank, 1994). 

Salary:  pay given to employees which is meant to compensate for the services 

rendered. This includes all employees on exempt positions and therefore do not receive any 

overtime pay. Exempt pay is calculated at an annual or monthly rate rather than hourly 

(Republic of Malawi: Public Administration Country Profile). 

Job Enrichment (autonomy): can be defined as giving workers more tasks to 

perform and more control over how to perform the tasks (Moorhead & Griffin, 2004).  

Job autonomy: this means, giving more freedom to the employee to execute most of 

the important decisions on how the job has to be done. The meaning of enrichment in this 

paper is fluid-encompasses the meaning of autonomy as well. Most of the authors 

(Moorhead & Griffin, 2004; Miner, 2005; Allen & Meyer, 2003) have used the two words 

interchangeably and so is in this paper. 

Job stability: Job stability looks at the employee’s mobility in terms of job or 

employer. In other words this is the tenure of continuous service rendered (both) to the job 

and/or the employer (Farber, 1998). In this paper, the focus is on leaving the employer. Thus 

job stability for the purposes of this study is the longevity of service to the employer.  

 Job security: on the other hand this refers to the probability that an individual will 

keep his or her job; a job with a high level of job security is such that a person with the job 
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would have a small chance of becoming unemployed involuntarily (Ongori, 2007). Since the 

two items are studied side by side or alternatively, this paper alternates their use and 

definition (Meyer & Allen, 2003). 

Job satisfaction: is the “affective or emotional response to one’s job associated with 

the factors identified by Herzberg as motivators, for example, achievement, recognition, 

characteristics of the work itself, responsibility and advancement” (Kreitner & Kinicki, 1998, 

p.158). 

Employee Commitment: is the degree to which an employee identifies with a 

particular organization and its goals and wishes to maintain membership in the organization 

(Meyer & Allen, 1991).  

 

Employee Turnover Intentions: the voluntary decision intending to quit the job 

or/and the employer by the employee (Mitchell, Holtom, Lee, Sablynski & Erez, 2005).  

 

Delimitations and Limitations 

Delimitations 

There are several delimitations to this study. The first delimitation is that the paper 

was an e-research paper. This means that the questionnaire was administered online. 

Participants had to respond online. This was very convenient to the participants as they did 

not have to consult any gatekeepers on whether to participate in the survey or not. This 

enhanced the true opinions and perceptions of the participants on the issues under study.  

Secondly, the method was time and cost effective in several ways. The researcher did 

not have to wait for permission from the authorities in order to administer the questionnaire. 

Getting permission in government is very hard due to the bureaucracies (official procedures 

to be followed). It takes a long period of time for people to get permission to do anything in 

government and this would have delayed the whole process of data collection and the rest of 

the processes. It was quicker and easy for both the researcher and the respondents to send 
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and fill the online questionnaire respectively. These reasons brought about good 

representation of the evaluation of the Civil Service working conditions since the 

respondents were Civil Servants who really felt the need to have conditions and other 

incentives improved. This method was also highly private and confidential which also 

maximised participation and confidence of the respondents since there was no face contact 

with the researcher. This was very important in maintaining confidence in the respondents 

and reducing fear of being betrayed. This was also a safer way for the researcher since the 

government does not allow anybody working for the government to conduct any kind of 

surveys of his nature if the person is not contracted by the government to do so.   

 

Limitations 

There were other limitations as well to this study. Since it was a snow-ball web-

based questionnaire, some participants may have chosen not to participate as the 

questionnaire may have landed in the bulk folder. Alternatively, they may simply have 

ignored it for no apparent reason. The survey was also limited to those who have access to 

internet only and this may have excluded those who hardly access the internet especially 

those working in rural areas. 

Another limitation concerns the return rate: it was not possible to know the return 

rate because all questionnaires were being administered online and through snowball. It was 

not possible to know the total number of sent questionnaires and the respondents to come up 

with a concrete return rate. 

The other problem was the use of self-report questionnaire on all measures. This 

means that respondents had to rate their own attitudes by themselves. The other limitation is 

that no random sampling was used. Snowball sampling was used and this may have created 

a problem of biasness since respondents may only be those who are really interested in the 

topic or people (interested parties only). Alternatively, respondents may have sent to their 

friends only who also had the same interests. The other limitation concerns the 

measurements of some latent (hidden) factors with a few observable variables.  
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CHAPTER II. LITERATURE REVIEW 

Chapter Overview 

This chapter covers the background to the reforms in Sub-Saharan Africa in general and 

then Malawi in particular. Theories on motivation are also discussed: the (Motivator- 

Hygiene) or two-factor theory being the most prominent. Human Resource Development 

theories on job enrichment and job autonomy strategies are discussed as well since there are 

variables that are related to the two. Other concepts under discussion include what have been 

termed as High Performance Work Practices. In relation to these are employee job 

satisfaction issues, job stability (security), salary strategies issues and employee 

commitment issues. Thus the chapter looks at the works that other people have done before. 

Civil Service Reforms in Sub-Saharan Africa (SSA) 

Civil Service reforms in Sub-Saharan Africa started as early as 1970s when 

governments of the developing countries were under pressure to reform their economies. 

During this time governments in SSA took the leading role in carrying out economic 

stabilization reforms. These reforms took many forms but most of the governments had 

similar approaches to the reforms as they were mostly pushed by the Breton Wood 

Institutions (the World Bank and the International Monetary Fund). There were factors that 

led to the reforms and most of them had similar reasons despite that the governments were 

affected in different ways. Among the common factors that led to the reforms include, 

“chronic budget deficits, a fall in the value of goods and services, persistent balance of 

payments deficits, and increasing recourse to external borrowing as a source of revenue for 

the government” (Leniger-Gumaz, 1993, p.12). Other factors also included big unproductive 

and unsatisfied civil services which drew a lot of money from the government coffers. This 

was not all as Lienert explains: 

BEFORE 1985, many countries in sub-Saharan Africa had seen their nominal 
wage bills expand. This was due, in large part, to a rapid increase in civil service 
employment—in some countries, the number of civil servants rose by as much as 
10 percent a year. This expansion reflected the high degree of government 
intervention in the economy as well as the need to educate and provide health care 
to burgeoning populations. Additionally, the state often guaranteed civil service 
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jobs for graduates of institutions of higher education. Civil service employment 
was also a reward for political patronage (Lienert, 1998, p.8). 

The problems above brought with them many other problems. For instance, the rapid 

increase in employment was made possible with the reduction in salaries especially for those 

at the top of the pay scale. There was also a considerable drop in Management-level salaries 

during this period. For instance in “Zambia in 1971 an assistant director's salary was 17 

times the salary of the lowest-paid employee; by 1986, it was only 4 times as much. This is 

just one good example among the many other similar examples” (Lienert, 1998, p.9). 

Overstaffing and low salaries also had other adverse results including poor staff morale and 

a decline in work effort; difficulties in recruiting and retaining technical and professional 

staff; non-transparent forms of remuneration, especially nonwage benefits in cash or in kind; 

and strong incentives to accept bribes. Additionally, the nominal wage bill increasingly 

contributed to growing fiscal deficits in many African countries. Its increase relative to 

nonwage expenditures also had negative results in that most of the civil servants could not 

perform their duties properly since there were no enough resources for them. All these 

compounded the already existing problems of worker efficiency and morale (motivation) 

according to (Lienert & Modi, 1997).  

Every problem demands a solution at any point in time and so did the SSA problems. 

There arose a need to address all the problems especially cutting down government 

expenditures and budget deficits as well as improving the productivity of the civil service. 

This then demanded a strategy on how to reform the whole civil service. There were a 

number of strategies that were adopted in most of the SSA countries in order to reform the 

civil service. The strategies were cross-cutting in all the regions in SSA because the reforms 

were mostly donor-driven as such they donors prescribed measures to be implemented in 

order to effect the reforms. It should however be noted that civil service reforms in SSA 

have taken place in at least two distinct periods of time: soon after the independence and 

then later in the 1990s. To this end (Therkildsen, 2001, p.18) explains that “the earlier 

reforms aimed at shaping a public administration that could spearhead national development, 

albeit in the mould of the colonial age.” The earlier reforms may also be referred to as post-

independence reforms. These are quite different with the current reforms that have been 

going on since around 1990s. On the other hand, “the current reform efforts aim to reduce 
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the costs and refocus the activities of the public sector, to change the way it works, and to 

promote the role of the market and non-governmental actors both in service provision and in 

the economy at large”, (Therkildsen, 2001, p.19). It should be noted that although the aims 

of the post-independence era and the current reforms seem to have different aims, there is an 

overarching aim of reducing government costs and expenditures against their revenues. Due 

to this factor both reforms had similar starting points in their approach as Lienert, puts it: 

In implementing reforms, governments sought to (1) downsize the civil service to make it 
more affordable and to bring it into line with a new, scaled-down role for government in 
economic activities; (2) provide civil servants with appropriate incentives, skills, and 
motivation; and (3) enhance management and accountability (Lienert, 1998, p.9). 

Following the above aims/agendas, governments took different steps in each step 

although in most governments what was very clear was the downsizing as opposed to 

providing appropriate incentives for the civil servants and enhancing management. In 

essence there was more activity in downsizing than in the other two however most 

governments also managed to do something on enhancing management and accountability in 

the civil service. There were steps in downsizing the civil service with more caution to the 

political environment of that particular country. Different countries realized that there are a 

lot of different potential risks in carrying out downsizing exercises. Political consideration 

occupied much space than economic and social precautions in every country. Below is an 

outline of the most common measures that were used in the increased order of their 

perceived political risk and protecting the integrity of the profession according to 

(Kiggundu): 

1. Removal of ‘ghost’ or non-existent names and workers from the 
government pay roll. 

2. Elimination of officially sanctioned posts that are not currently filled. 
3. Retrenchment of temporary or seasonal workers. 
4. Enforcement of retirement age. 
5. Freezing of recruitment. 
6. Elimination of guaranteed entry to the civil service from the educational or 

training system. 
7. Suspension of automatic advancement. 
8. ‘Voluntary’ incentive-induced retirement of surplus workers. 
9. Containment of wages (restraints or freezes). 
10. Dismissal of serving civil servants (Kiggundu, 1997, p.65). 
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Governments in the SSA region perceived that the reforms had come with both 

danger and opportunity. The danger involved political risks such as riots and coups; 

administrative resistance like strikes or even economic sabotage like smuggling especially in 

countries with political instability. This consideration was of great importance in places 

where demobilisation of military personnel would be involved since this is the most serious 

category of civil servants as opposed to the civilian civil servants. Further considerations on 

the military demobilisation also had to be made seriously in “countries revolving from war 

(e.g. Somalia), to absence of war (e.g. Mozambique), peacemaking (e.g. South Africa) and 

democratic development (e.g. Namibia)” (Kiggundu, 1997, p.7). 

Since the main and major step was to reduce the workforce, the steps above were 

implemented in that order. Ghost workers are those names and workers who appear on the 

government payroll when in actual fact there are no people bearing those names. Ghost 

workers were mostly people who either died or resigned from the civil service but were 

never erased on the payroll because some people responsible for that were benefiting from 

their salaries. This is just one part of the corrupt practices that rocked most of the civil 

services in the SSA (Lienert, 1998). In some countries officially sanctioned posts were not 

filled. During this period, such posts had to be eliminated forthwith. This acted as a softer 

way of reducing civil service employment since no-one would be recruited anymore. 

Retrenchment of temporary or seasonal workers played a big role. These workers are mostly 

employed at certain season of the fiscal or agricultural calendar to perform certain duties. 

Mostly they would not really be removed from their duties when the work is done, as a result 

they would find their way on the civil service payroll. Retrenching these workers meant 

reducing the number of employees considerably. The other important task was to enforce the 

retirement age. In most governments it was noted that when people reach retirement age they 

would not retire. They would keep on working as long as their health permitted. This also 

contributed to the burgeoning of the civil service. The other problem with this group of 

people is that most of them were in top positions and hence at the apex of the pay scale 

which means they were consuming even more money from the government. Retiring these 

people reduced the government budget in the long run although at first it proved to be 

expensive since they had to be given their severance packages as well as the golden-

handshake in some countries. Another method was to freeze recruitment. This means that 
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governments stopped recruiting any more civil servants. There were other governments that 

offered automatic jobs to new graduates from the university and other higher institutions of 

training. In some countries like Central Africa Republic one person would be recruited for 

every three who have left which still proved to be expensive such that the policy had to be 

revisited. For every three services that would be rendered to the public, there had to be one 

Franc to be paid for it (Kiggundu, 1997). 

There is however some variations in how the Civil Service Restructuring (CSR) was 

carried out. Some authors divide the aforementioned ten points of restructuring into basic 

three with the others as the instruments of the three main ways of the CSR. For instance 

(Liendert & Modi, 1998) explain that generally there were those strategies focussing on 

reducing employment and real wages which can be grouped into three main groups: 

employment-reducing measures; restraining wages and rationalizing the pay structure; and 

finally, improving Civil Service Management. Each one of the three therefore had several 

steps or actions that were taken in order to accomplish the set goal.   

The measures for reducing employment included the following: censuses and 

removal of "ghost" workers; restraint or freeze regarding recruitment; enforcing retirement 

or lowering the retirement age; voluntary early retirement; retrenchment on existing civil 

service employees; assistance to departing workers; redeployment within the civil service, 

decentralization, contracting out and military demobilisation. The second measures that 

aimed at restraining wages and rationalizing the pay structure include: wage freezes or 

partial indexation; limit automatic increments; consolidating non-wage benefits into salaries; 

wage decompression to keep highly skilled staff; performance-related promotions and pay. 

Most of the civil servants benefited a lot from non-wage benefits like government housing 

schemes and others which were not really commensurate with either their positions or 

salaries. This created a lot of problems as such non-wage benefits and to be monetized. The 

final step of improving Civil Service Management took its own measures which in most of 

the cases have not really been realized due to financial problems. However there has been 

relatively limited progress in the following few measures: the establishment of computerized 

links between the payroll and establishment registers, and the completion of the first rounds 

of functional reviews. In some countries it also involved setting up good measures on 
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auditing and procurement procedures which in other countries was referred to as Public 

Finance Management Reforms (Durevall & Erlandsson, 2005). 

The results of civil service reforms in SSA are somewhat mixed. Different authors 

suggest that it is not plausible to conclude that the results were either promising or not but 

rather it is better to look broadly at different issues that surround the whole process of 

reforms. For instance, Lienert explains: 

Although reforms aimed at improving both the level of real wages and the salary 
structure, very few countries achieved these objectives. On the contrary, real 
wages have continued to decline, by 2 percent a year on average during 1990–96. 
(...) In the countries experiencing strong declines in real wages, the evidence 
suggests that there was a further compression of upper-grade salaries. In contrast, 
some countries—Uganda being the most prominent example—made a conscious 
effort to increase real wages from low levels and improve incentives for higher-
paid staff (Lienert 1998, pp.7-8). 

 

There were also other countries like Ghana, The Gambia and Guinea which managed to 

set decompression structures and managed to reach their targets. It is noted that these 

countries and other few ones made significant change in raising real wages for their 

employees. Despite all this success, their wage bills as a percentage of GDP either did not rise 

significantly or did not rise to the intended levels or were still under the SSA average.  This 

was usually because salary increases were accompanied by significant declines in civil service 

employment. On the other hand, in some countries, especially in southern Africa (for example, 

Lesotho, Malawi, and Zimbabwe), governments were unable to resist large real wage 

increases and made little headway in restructuring salaries and employment, this is according 

to (Lienert, 1998). It is important therefore not to conclusively say that the reforms were a 

success or a failure. 
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Civil Service Reforms in Malawi 

While the rest of the SSA was having all the reforms, Malawi was no exception at all. 

There were reforms of a similar kind, aimed at reducing the civil service employment in a 

bid to cut down government wage bills and improve the civil service incentives. It is 

important however at this point to give a brief definition of what a civil service in Malawi.  

Definition of the Civil Service and the Civil Servant 

It is difficult to give one clear definition of the civil service in Malawi because of 

several reasons. In the first reason is historical problem of defining the civil service. In the 

first, place soon after the country’s independence the police and the teachers were not 

considered to be in the civil service but for all legal and practical reasons today they are 

considered as civil servants. And then although the law provides for judiciary offices to be 

outside the administrative mandate of the Public Service Commission, which is vested with 

the specific responsibility for the recruitment, promotion and discipline of civil servants (as 

stipulated in the Constitution of the Republic of Malawi, chapter 20), in virtually all other 

administrative aspects, the judiciary officers are treated as civil servants. Finally, the 

Government underwrites the payroll of employees in Treasury Funds and non-commercial 

parastatals. Therefore, a budget or payroll-based definition of central Government 

employees would normally include employees in these categories. 

The second problem rises from the definition of civil service given by the Malawi 

Public Service Regulations (MPSR). By definition, the MPSR says civil servants are those 

Government employees on permanent and pensionable posts yet there is a disparity between 

the definition and what happens in practice. In practice, there have been large numbers of 

industrial class employees who would ordinarily be on temporary and wage-based 

employment contracts, have been admitted into permanent and pensionable status without 

any upgrading into established posts. Not only that most of the industrial class employees 

who were retrenched at the onset of the second phase of the reforms as noted by (Lienert, 

1997). The second problem on this is that the regulations approve the appointment of 

temporary employees against vacancies in the established permanent and pensionable posts, 

and many such temporary employees have remained in employment for periods as long as 
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10 years thereby making them qualify practically as civil servants. The other problem is that 

in the case of military personnel, employment is not guided or constrained by establishment 

positions as established in the (Civil Service Pay and Employment Study, 1994). 

The third problem has more to do with the control mechanism that deals with the issues 

of the civil service than anything else. The Civil Service Pay and Employment Study reports 

that: 

...the absence of an effective system for control and monitoring of recruitment in 
all cadres of the civil service results in a situation whereby at any point in time, it 
is impossible to reliably establish the actual numbers of all central government 
employees. In particular, since there are no central records of non-established 
employees, their total number cannot be correctly determined. Available evidence 
suggests that the number is a significant proportion of the total number of those in 
the central government payroll. As further elaborated below, these "non-
established" employees in the main comprise “industrial class” workers, but also 
include personnel employed in development projects who have not yet been 
transferred to the payroll under the recurrent budget, and other temporary and 
seasonal employees. In all, these employees constitute about a third of the total 
number of government employees. The exact status of these categories of 
government employees has to be clarified before the size of the civil service could 
be determined (The Civil Service Pay and Employment Study, 1994, p.8). 

There are other researchers too who have expressed concern over the unreliability of 

the data concerning the total number of civil servants Malawi. This is however a simplified 

problem with the current report that Malawi now has a confirmed number of 151,000 civil 

servants. This figure does not however explain whether it includes the employees on non-

established positions as well as industrial class positions. Due to the above discussed issues 

in defining the civil service and also accurate figures of the total number of civil servants, 

this paper uses the term civil service to broadly describe employees on the government pay 

roll whether or not they occupy established, non-established and industrial class positions. 

However, this definition excludes employees in parastatals and local government whose 

salaries may be funded by the central government through subsidies and grants. This 

definition has also been used in the (Civil Service Pay and Employment Study of the World 

Bank, 1994). 

Malawi like the rest of the SSA countries carried out similar strategies in her civil 

service reforms. For instance, the elimination of the ghost workers from the pay roll, 
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retrenchment of temporary or seasonal workers who constituted the larger part of the civil 

service, enforcement of retirement age as well as freezing of recruitment. In addition to this 

there was the elimination of guaranteed entry to the civil service from the educational or 

training system, suspension of automatic advancement. The other mechanisms that were 

used in almost every ministry was the ‘voluntary’ incentive-induced retirement of surplus 

workers, containment of wages (restraints or freezes) and finally retrenchment of redundant 

civil servants which was not done at a larger scale like in other countries due political 

reasons. Although the strategies were meant for good reasons, they met a lot of opposition 

from the Trade Unions as well as the other serving civil servants who thought that they are 

at risk of losing their jobs.  

There were main issues that were tackled seriously during the implementation period 

due mainly to the commitment of the then government. For instance (Kiragu, 1998) reports 

that the first initiative in civil service reform was a census of civil servants in 1995. Through 

the census, “ghost, employees” were removed from the payroll, and payroll and personnel 

management information systems were linked. There followed plans to link the personnel 

management information system and the payroll with the pensions system in order to cut out 

‘ghost’ pensioners. This was a success in that the wage bill managed to go down as it was 

one of the objectives for downsizing. Not only that, it became very easy to come up with the 

civil service data base that was useful in various ways. The disappointing part of the 

personnel management information system was that there was no proper handover between 

the consultant and the government that made the whole project a flop according to 

(Therkildsen, 2001). The linking of the personnel management system and the payroll with 

the pensions system enabled the removal of ghost pensioners very possible. The success of 

the programme has however has been met with different criticisms from different analysts. 

Some analysts have described it a failure, for instance (Therkildsen, 2001) while others think 

it has mixed results considering the environment in which the programme was implemented, 

(Lienert, 1998) and (Durevall, 2000).The next initiative or phase was a functional review of 

ministries. These reviews resulted in a reduction in the number of ministries from 26 to 23, 

following the abolition of Ministries of Relief and Rehabilitation; Physical Planning and 

Housing; and Youth, Sports and Culture. This however is no longer the case now since some 

ministries have either resurfaced or new ones have been initiated. According to the official 
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government website, there are now 25 ministries. This is quite different from the period 

when the reform structures were being seriously implemented at the onset of the 

programmes. The reduction of ministries was supposed to be long term and an outstanding 

initiative but now it seems it has now taken a totally different shape altogether. In addition to 

the abolition of the ministries that took place earlier, several functions were identified as 

appropriate for contraction out. This reduced government’s unnecessary load. These include 

catering, laundry, security, construction and ground maintenance. This however resulted in 

substantial reduction in the number of civil service employees, especially those without 

skills. 

Turnover Intentions 

A lot of research has been carried out on this topic. Researchers have tried to predict 

and test relationships that exist between turnover and other factors such as job satisfaction, 

availability of alternative jobs and organizational commitment. Job turnover can simply be 

defined as the voluntary decision to quit the job by the employee according to (Mitchell, 

Holtom, Lee, Sablynski & Erez, 2005). There is however another perception of what 

constitutes turnover. According to Chattered Management Institute (2006), turnover can be 

viewed as a whole, as the number of employees who leave within a given period. 

Alternatively, it can be classified in three ways: employer controlled (dismissals, 

redundancies and early retirements); employee led (due to dissatisfaction of varying kinds); 

and employer and employee uncontrolled (maternity leave, retirement and others). 

There are many reasons why people would want to leave the organisation at different 

stages of their tenure. Traditional theories on turnover suggest that there is usually a process 

that is followed before people finally quit their jobs. Thus, people become dissatisfied with 

their job, search for alternatives, and compare those options with their current job using an 

expected-value-like decision process and leave if any of these alternatives are judged better 

than their current situation (Mitchell, Holtom, Lee, Sablynski & Erez, 2005). Job attitudes 

combined with job alternatives predict the intent to leave. The intent to leave is the direct 

antecedent to turnover.  If the person perceives their job in a negative way they become 

dissatisfied and lose motivation. Later they will try to look for “better” jobs as compared 

with the current one. If it is found, they are more likely to leave the current job and take on 
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the new job. If the “better” job or alternative is not found, then they are more likely to stay 

on the same job, of course their dissatisfaction continues. Attitudes in turnover intentions 

therefore play a very important part. 

According to other authors (Loquercio, 2006; Werner & DeSimone, 2006) however, 

there are a number of trigger factors that lead job turnover. These can be described in terms 

of pull and push factors. Pull factors concern the attraction of new jobs or the prospect of the 

period outside the workforce. That is the availability or offers of attractive jobs and the 

consideration of the length of time when one maybe jobless if they decided to leave the 

current job. These factors pull the individual away from the organisation. Push factors on the 

other hand are those that chase people away from the organisation. The employees get so 

much dissatisfied such that they can no longer stay in the organisation (Loquercio, 2006).  

Thus they feel like organisational climate is pushing them away. Push factors include among 

others, job dissatisfaction, unattractive salaries, a feeling of lack of job autonomy and/or job 

enrichment strategies. The other factors can be said to stem from the external environment 

such as the perceptions of outcomes of job performance either to be fair or unfair; 

supervision; organisation and co-workers (Werner & DeSimone, 2006). When employees 

perceive that they are not being treated fairly in comparison with their colleagues either by 

the company or by the supervisor, they tend to be discontented and start looking for other 

alternatives which include opportunities for other jobs. Of all these trigger factors, empirical 

results suggest that in general “satisfaction and commitment have consistent, statistically 

significant and negative relationships with turnover” (Mitchell, Holtom, Lee, Sablynski & 

Erez, 2005, p.7). In general, it can be said that there are four broad categories of reasons for 

leaving the job namely: structural, organisational, personal and contextual factors.  

Structural issues mainly concern training in preparation for the job and job 

insecurity. The feelings that one is failing to perform because they were not given adequate 

training or that their job can be terminated are good reasons for leaving the organisation. 

Most employees do not like to fail because they have not been given the right or enough 

training. Failure in itself brings a sense of low self-esteem and loss of confidence. 

Alternatively employees think that the organisation does not provide adequate training 

because it has little or no concern for its employees’ growth in terms of career. If the 

employees feel that their job is not safe and may be fired or have their contract terminated 
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anyhow, they tend to seek smart exists in search for safe havens. The other thing is the fear 

for a dismissal record in their career profile. Some employees think that having a record of 

dismissal is not a pleasant thing because such records tend to reduce their marketability 

(Pedraza, De Bustillo, & Tijdens, 2005). Thus lack of proper training or training stagnate the 

employees’ career growth and lead to loss of marketability since they have outdated 

knowledge and skills. 

Personal factors on the other hand include family related issues, career concerns and 

health in some instances. Family issues may include the relocation of a spouse or taking full 

family responsibility which collides with job demands. Sometimes it is the desire to change 

career or develop it further. Health issues include the employee’s inability to resume work 

due to some ailments as certified by the medical personnel or a feeling that the job is not 

health-friendly. There are other factors like personal agency which refers to concepts such as 

a sense of powerlessness, locus of control and personal control that affect turnover decision 

(Ongori, 2007). Locus of control refers to the extent to which people believe that the 

external factors such as chance and powerful others are in control of the events which 

influence their lives (Firth, Mellor, Moore & Loquet, 2004). People with high internal locus 

of control believe that they control themselves and their life whereas people with high 

external locus of control believe that their environment, some higher power, or other people 

control their decisions and their lives. This difference is very important in considering how 

people respond to situations that in their lives. People with high internal locus of control 

believe that since they are in control of their own actions, they should also bear 

responsibility for any outcomes of their decisions. Further, they believe that they can change 

their own course of life. Hence, when things come at the work places that are not pleasant to 

them, they would try everything possible to get out of the situation. Such people often quit 

jobs if they get dissatisfied in a bid to take full control of their lives. Alternatively they make 

not quit with the belief that they are the ones to blame for the dissatisfaction happening in 

their lives as such they are to blame. Hence they are more likely to stay on the job with the 

belief that they are going to change the situation for the better. People with high external 

locus of control always place the blame on either other people or circumstances and never 

think they can contribute to the bad situation in their lives. This being the case, they easily 

become discontented and also dissatisfied. Since they cannot control anything, they think the 
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only solution is to quit the job and find another job which is in tandem with their values and 

will make their lives more comfortable. There are other factors too which may not really be 

known or expressed in the exit interviews which simply be classified as personal since the 

reasons are known the employee only.   

Organisational factors concern organisational policies, values and management, 

management support, training and development terms and conditions of service. When 

employees perceive that the organisational policies are not friendly enough for them to 

progress in life, they tend to seek other alternatives to make their lives better. This also 

relates to the amount of pay they get in relation to the amount of work they do. Other issues 

include the support they get from supervisors and other top management teams, either they 

are supportive or not. Support may be understood from different angles such as encouraging 

the subordinates in the contributively ideas to the organisation; giving enough or the 

required resources to make work easy and better; giving constructive criticism and many 

more. Sometimes the employees may feel that the organisation’s values are no longer in line 

with their own. These may include religious issues, political or other moral issues. 

Employees who feel like most part f the job makes them behave in a way that is not in line 

with their religious beliefs or any other, begin to have a sense of resentment as such they 

start developing the intent to quit the job. When conditions of service are perceived to be 

oppressive in one way or the other by the employees, the tendency to be resentful to the 

organisation grows. This in the long run leads to the intent to quit the job.  Such conditions 

of service may include loans schemes, retirement and pension packages as well as health 

schemes, just to mention a few. Sometimes high labour turnover may be due to poor 

recruitment policies, poor supervisory practices, poor grievance procedures or lack of 

motivation. These contribute to high turnover rate in that there are no proper management 

practices and policies on personnel matters as such employees are recruited anyhow. 

Promotions are not based on clearly articulated policies and there are no grievance 

procedures and so employees decide to quit. One other thing related to organisational factors 

is the stability of the organisation. Employees want to feel that they are working for a stable 

organisation that will enable their growth and also that they will be able to stay at the job for 

quite some time before the organisation is closed due to different reasons. 
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Finally, contextual factors concern context of assignments, social life, security, 

climate and other local stress factors. Viewed in that order of occurrence, the factors 

determine the level of influence to leave the organisation and also the level of commitment 

if the person decides to stay with the organisation.  That is moving from contextual factors 

to structural factors, the level of influence is stronger but as you move to structural, it 

becomes weaker as so the individual is more likely to quit the job (turnover). Contextual 

factors are mostly applicable to specific individuals and not to the whole group as a whole. 

Thus only particular conditions may be applicable to an individual. Such conditions may 

include the level of stressor factors perceived by the individual in relation to his job. These 

may include life outside the work environment, security within the location in which he lives 

and how safe he is, with regard to where he goes to work. It may also be social life at the 

workplace which may force the individual to feel like he is not part of the social group 

(interpersonal relations). Once individuals lack the sense of belonging, the whole idea of 

staying at the work place becomes a faded dream and looks for a place where he can feel 

that he indeed belongs.  

Since most of the causes of job turnover are job dissatisfaction and loss of 

commitment, it is imperative to look at the theories and researches that have been conducted 

on the same. Frederick Hertzberg proposed in 1950s two-factor theory on motivation. This 

theory holds that employee satisfaction is related to factors which satisfy (motivator factors), 

and factors which cause dissatisfaction (hygiene factors). This is to explain that job 

satisfaction and dissatisfaction are caused by two different factors-motivator and hygiene 

factors. The presence of Motivator factors in the workplace cause enduring states in 

employees but their absence does not lead to dissatisfaction. Hygiene factors on the other 

hand produce an acceptable working environment but do not increase satisfaction yet their 

absence does cause job dissatisfaction- they simply prevent dissatisfaction.  They are 

primarily extrinsic factors.  In essence this means that when workers are satisfied they 

attribute their satisfaction to the work itself. When they are dissatisfied, they are concerned 

about their work environment. Motivator factors include: responsibility, recognition, 

promotion/advancement, achievement and intrinsic aspects of the job (the job itself). 

Hygiene factors on the other hand comprise: quality of supervision, salary, status, job 
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security, working environment/conditions, company’s policies and administration, and 

interpersonal relations (Wong, Wong, Ngo, & Lui, 2003). 

Hertzberg et al (1954) proposed that the two approaches-motivation and hygiene 

should be carried out simultaneously. The governing principle is to: treat people so that they 

obtain a minimum of dissatisfaction. Use people so they achieve, get recognition, grow and 

advance in their careers. Based on Maslow's Hierarchy, Herzberg et al. theorised that the 

factors that motivate the worker or that are likely to satisfy their needs, lead to positive job 

attitudes. To this end, suggestions to employers on how to promote employee satisfaction 

were made. With this approach, management ought to focus on a number of things in order 

to boost the motivator factors. These include the following possibilities: job extension that 

combines the work of several jobs; job rotation that alternates workers between a limited 

numbers of jobs over time; enrichment that diversifies work and provides greater but more 

responsibility. Following this, other scholars have attempted to give definitions of the 

motivator and hygiene factors. These include Recognition - Acts of notice, praise, or blame 

supplied by one or more superior, peer, colleague, management person, client, and/or the 

general public. The terms are explained as follows: 

� Achievement - Accomplishment of endeavours including instances wherein failures 
were incurred. Similarly, instances were included wherein neither success nor 
failures were incurred. 

� Possibility of Growth - Whether a change in status was possible, irrespective of the 
fact that the change could be upward or downward in status. 

� Advancement - Designated an actual change in job status. 
� Salary - All sequences of events in which compensation plays a major role. 
� Interpersonal Relations -Relationships involving superiors, subordinates, and peers. 
� Supervision - The supervisor’s willingness or unwillingness to delegate responsibility 

and/or willingness to teach subordinates. 
� Responsibility - Satisfaction derived from being given control of personal work or 

the work of others and/or new job responsibilities. 
� Policy and Administration – Events in which some or all aspects of the organization 

were related to job satisfaction.  
� Working Condition – Physical working conditions, facilities, and quality of work as 

related to job satisfaction. 
� Work itself -The actual job performance related to job satisfaction (Padilla-Velez, 

1993, pp.2021; Bowen, 1980, pp.13-14). 
 

 
 



 

26 

 

This paper also adopts the above definitions and explanations for its purposes.  This 

paper will therefore use these definitions in its questionnaire and the interpretation of the 

results. 

There have been criticisms on the use of this theory in testing job satisfaction as well as 

in doing other kinds of research. For instance (Castillo & Cano, 2004) report that 

Hertzberg’s Motivator-Hygiene factor theory is not applicable to teacher educators in 

agriculture. They further report that there is a positive relationship between the hygiene 

factors which were purported by Hertzberg to have little effect upon positive job attitudes. 

The extent to which the motivator-hygiene theory and other job satisfaction theories 

contribute to the understanding of job satisfaction is one of several issues in the abundance 

of research pertaining to job satisfaction. (Werner & DeSimone, 2006) report that other 

researchers could not replicate the results on the theory using other methods.  It is further 

reported by other scholars that later studies on this theory suggested that the independent 

effect of motivators and hygiene factors is flawed. One study demonstrated that both can be 

related to job satisfaction and job dissatisfaction. In addition, job satisfaction does not 

necessarily imply a high level of motivation or productivity.  The other criticism is that the 

theory is biased to professionals and, finally that the study did not include blue collar jobs. 

Although the theory has received such kind of criticism, many researches still use it in 

the field on job satisfaction, employee commitment and others in relation to employee job 

turnover. For instance (Luna-Arocas & Camps, 2008) from the University of Valencia, 

Valencia, Spain conducted a survey on what they called High Performance Work Practices 

in both public and private sectors. The purpose of the study was to clarify the relationship 

between human resource practices and staff retention. This was done by selecting three high 

performance work practices (precursors) and one outcome variable (turnover intentions), 

and trying to demonstrate the mediator role of employee commitment and job satisfaction in 

the relationship.  

In the Valencia study mentioned above, it is argued that human resources are the rarest 

resource for organisations’ success. The paper further argues that HR practices affect 

organisational outcomes by shaping employee behaviours and attitudes. More specifically, 

high performance work practices (HPWP) increase organizational effectiveness by creating 
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conditions where employees become highly involved in the organization and work hard to 

accomplish its goals, in other words, by increasing their employees’ commitment to the 

organization and job satisfaction (Luna-Arocas & Camps, 2008). This argument stems from 

the Ability-Motivation-Opportunity (AMO) Model which has its roots in the hygiene-

motivator theory. Thus the model suggests that the organisation’s performance can be 

enhanced through the workforces’ ability, motivation and the opportunity to contribute to 

the growth of the organisation.  

This Valencia study revealed that salary strategies and job enrichment strategies were 

positively related to job satisfaction; job enrichment strategies and job stability strategies 

were positively related to employee commitment; employee commitment was negatively 

related to turnover intentions. The relationship between job satisfaction and turnover 

intentions was mediated by employee commitment (Luna-Arocas & Camps 2008). These 

results were true for both public and private sectors for both men and women. It is important 

therefore to take into consideration the above findings since several other researchers have 

also found similar results. 

 

Job Enrichment  

Job Enrichment is one of the many factors that have also been studied as contributing 

to job turnover. Job Enrichment can be defined as giving workers more tasks to perform and 

more control over how to perform the tasks (Moorhead & Griffin, 2004). This theory is 

based on the hygiene-motivator theory otherwise known as the dual-structure theory of 

Herzberg. This theory proposes that employees can be motivated by positive job-related 

experiences such as feelings of achievement, responsibility, and recognition. To achieve 

these, job enrichment relies on vertical job loading-not only adding more tasks to a job, as in 

horizontal loading, but also giving the employee more control over those tasks (Moorhead & 

Griffin, 2004). This is to explain that the way jobs are designed has an impact on the 

employees’ performance. When employees are given more responsibilities on the job; more 

authority on how to do the job and; recognition (feedback) on how they perform on the job, 

they tend to feel satisfied and hence retain the job. Enriched jobs tend to have more tasks to 

be done and not in a routine manner. 
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Job enrichment includes a number of different workplace practices, such as quality 

circles, self-directed (autonomous /independent) teams, job rotation, information sharing and 

others. There are many ways in which employees/workers can be motivated through job 

enrichment. One possible motivation for adopting such practices is to challenge and 

motivate workers, and to encourage them to participate in improving productivity, safety, 

and the quality of their product or services. To the extent that workers enjoy the challenge 

and the autonomy, this will raise job satisfaction and reduce hiring and training costs and 

increase productivity. In other words, the degree to which the employees enjoy doing the 

challenging job and the job autonomy corresponds to the degree of satisfaction to be derived 

from the same. (Mohr & Zoghi, 2006) suggest that alternative motivation for adopting job 

enrichment is to enlarge the jobs by encouraging multi-tasking and to adopt peer monitoring. 

These steps would also improve productivity, but without an accompanying increase in job 

satisfaction.  

In order to fulfil the job enrichment strategies, another theory called Job Characteristics 

Approach was developed by and Richard Hackman and Edward Lawler in 1971. It was 

further developed by Greg Oldham and Richard Hackman in the 1980s. This is an approach 

towards the job redesign which is meant to enrich the job. The theory suggests that there are 

job characteristics that need to be focused on in order to improve on the work quality to 

motivate the workers and hence achieve satisfaction.  The original theory (the Hackman-

Lawler theory) was rested on five propositions which were based on Maslow’s need 

hierarchy theory. Maslow’s need hierarchy theory assumes that human needs are arranged in 

a hierarchy of importance (Moorhead & Griffin, 2004). The importance of the needs, start 

from the bottom of the hierarchy going up. When a need has been satisfied, the person gets 

more motivated to satisfy the upper need. This trend continues until all the needs are 

satisfied starting with what he calls the lower-order needs to the higher-order needs. From 

the lower-order to the higher-order, the needs are arranged as follows: Physiological needs 

(sustenance e.g. base salary); Security needs (stability e.g. pension plan); Belongingness 

needs (friendship e.g. friends in work group); Esteem needs (status e.g. job title) and finally, 

Self-actualisation needs (achievement e.g. challenging job), (Moorhead & Griffin, 2004).  

With Maslow’s theory, when a lower need has not been satisfied, the person does not move 
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to the upper/higher lever. If the satisfaction is taking too long to be fulfilled, the person may 

give up and hence the person becomes de-motivated even more. 

Based on Maslow’s theory of needs hierarchy, the Job Characteristics Approach was 

developed by means of propositions/assumptions upon which all the job redesign 

alternatives are based in relation to man’s needs. According to Miner, the propositions 

assume that:  

1. To the extent that individuals believe they can obtain an outcome they value by engaging 
in some particular behaviour or family of behaviours, the likelihood that they will 
actually engage in that behaviour is enhanced. 

2.  Outcomes are valued by individuals to the extent that they satisfy the physiological and 
the psychological needs of the individual, or the extent that they lead to other outcomes 
that satisfy such needs or are expected by the individual to do so. 

3. Thus, to the extent that conditions at work can be arranged so that employees can satisfy 
their needs best by working effectively towards organizational goals, employees will in 
fact work hard toward the achievement of these goals. 

4. Most lower-level needs (e.g. physical well-being, security) can be (and often are) 
reasonably well satisfied for individuals in contemporary society on a continuing basis 
and, therefore, will not serve as motivational incentives except under unusual 
circumstances. This is not the case however, for certain higher-order needs (e.g. needs 
for personal growth and development or feelings of worthwhile accomplishment). 

5. Individuals who are capable of high-order need satisfaction will in fact experience such 
satisfaction when they learn that they have, as a result of their own efforts, accomplished 
something that they personally believe is worthwhile or meaningful. Specifically 
individuals who desire higher-order need satisfactions should be most likely to obtain 
them when they work effectively on meaningful jobs that provide feedback on the 
adequacy of their personal activities (Miner, 2005, p.24). 
 

 Following the above propositions, Hackman and Oldham believed that there are critical 

psychological states within every employee that affect the relationship between the person 

and the work. These critical psychological states determine the extent to which 

characteristics of the job enhance employees’ response to the task. These include: 

Experienced meaningfulness of the work- the degree to which the individual experiences 
the job as generally meaningful, valuable, and worthwhile; 
Experienced responsibility for work outcomes- the degree to which the individuals feel 
personally accountable and responsible for the results of their work; 
Knowledge of results- the degree to which the individuals continuously understand how 
effectively they are performing the job (Miner, 2006, pp.24-25) 
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In a nutshell, this means that if employees experience these states at a high level 

(sufficient enough); they are more likely to feel good about themselves and respond 

favourably to their jobs. On the other hand, if the level of experience is low, the opposite is 

more likely to happen-sense of incompetence and hence respond to the job in an 

unfavourable manner. This is very important to understand more especially that these critical 

psychological states are triggered by what are believed to be the critical job characteristics 

or the core job dimensions. According to Moorhead & Griffin, the core job dimensions 

include:  

1. Skill variety- the degree to which the job requires a variety of activities that involve 
different skills and talents. 

2. Task identity- the degree to which the job requires a completion of a “whole” and an 
identifiable piece of work; that is, the extent to which a job has a beginning and an 
end with a tangible outcome.  

3. Task significance- the degree to which the job affects the lives or the work of other 
people, both in the immediate organisation and in the external environment. 

4. Autonomy- the degree to which job allows the individual substantial freedom, 
independence, and discretion to schedule the work and determine the procedure for 
carrying it out (Moorhead & Griffin, 2004, pp. 66-67). 
 

This theory of job enrichment has been used before by different companies to enrich 

their jobs in order to improve both individual and team performance. The results have been 

mixed due to the cultural orientation of the employees. For instance work groups were tried 

as part of the job enrichment program in three countries; Israel, United States and the 

Peoples’ Republic of China. It showed that employees in USA improved performance if 

they work as individuals whereas in Israel and in China performance improved greatly when 

employees worked in teams, (Cullen & Parboteeah, 2008). This difference can be attributed 

to the cultural context of the three countries. In essence, this explains the fact that job 

enrichment strategies should be adopted with caution. Not all strategies work in all the 

different cultures of the world. In the same manner, this assumes that not all the strategies 

proposed in the job enrichment program can be applicable in the Malawian context. 
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Job Satisfaction 

Job satisfaction is the affective or emotional response to one’s job and is a result of so 

many variables. These include enriched jobs, the working environment itself and above all, 

job characteristics. Research shows that there are many predictors of job satisfaction. The 

more specific ones include gender, age, personality or occupational status. There is evidence 

that there is a relationship between age and job satisfaction. Age itself rather than the 

variables associated with it have a direct impact on job satisfaction. Factors such as socio-

economic status may also cause different groups of workers to construct different meanings 

as to what job satisfaction means. Gender also plays a role in  this relationship as men and 

women tend to be more satisfied in other jobs which the other gender does not find to be 

more satisfying (Castillo & Cano, 2004; Jacobs & Roodt, 2007). Another job satisfaction 

study conducted by (Macdonald & Macintyre, 1997) found that employees under the age of 

25 tend to have lower job satisfaction and those 60 and over have higher job satisfaction; 

however there was no significant difference between males and females. Yet in another 

study (Mrayyan, 2005) it was found that job satisfaction is also a result of many variables 

which can be grouped into three categories namely demographic, job characteristics and 

organizational environment factors. Demographic variables include education, experience, 

and position in the hierarchy. Job characteristics include autonomy, tasks repetitiveness, and 

salaries. Finally, organizational environment factors include degree of professionalization, 

type of unit and service delivery model. Recent research identified new variables that 

influence job satisfaction such as environment and job settings (Shaver & Lacey 2003). 

Non-supportive work environments increase employees’ stress and job dissatisfaction (Sims, 

2003), which negatively influence employee retention. The other important finding in this 

study indicated that it is likely that job and life satisfaction influence each other and the 

nature of that influence may change from time to time. A crisis at work may cause 

disruption at home and later a crisis at home might cause disruption at work. The solution to 

this is that the employees either change the attitudes on the job or change to a new job 

environment.  

There are yet other studies that show different results from the ones above. Thus, they 

show that there is no significant relationship between job satisfaction/turnover with age, 

gender, socio-economic status and ethnicity (Dole & Schroeder, 2001).  
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(Fletcher and Williams, 1996) argue that remuneration strategies have a negative 

relationship with employee satisfaction and commitment. If employees do not really 

understand the way their remuneration packages are designed, they are more likely to 

develop low satisfaction with their jobs. This is more so in workplaces where pay is matched 

with performance. They found that issues of salary and other related matters have more to 

do with employees’ perceptions and attitudes. In addition, there are so many factors that 

contribute to the individual’s perception of the job as being satisfied or not. One of them is 

the way the job is designed in terms of clear and achievable goals; participation in goal 

setting; remuneration negotiations as well as career path and development. Salary is just one 

component of remuneration package and as such employees would want to have greater say 

on how their salaries are designed. This gives them a sense of ownership and satisfaction. 

Insufficient salaries would lead to dissatisfaction and turnover (Fletcher, 2001 & Greipp, 

2003). 

In terms of career development, career ladders, which offer an opportunity for salary, 

increase based on indicators such as education, experience, job performance and research 

participation (Blegen, 1993; Fletcher 2001 & Greipp, 2003) are limited in most of the 

workplaces. Transformational and visionary leaders with participative leadership style are 

reported to influence employee motivation. With all these supported literature, it seems that 

it is impossible to determine employee satisfaction by simply measuring one aspect of the 

job. Further research suggests that satisfaction is a function of individual disposition. Some 

people tend to be satisfied so easily while others have disposition not to be satisfied at all. It 

is argued that people are born with either affective or subjective disposition to satisfaction. 

Affective disposition is the tendency to respond generally to the environment in an affect-

based (emotional) manner. Subjective disposition can be defined as the overall happiness 

and satisfaction an individual has with his or her life. According to (Judge & Hulin, 1990) 

affective disposition was hypothesized to lead to subjective well-being, and subjective well-

being and job satisfaction were hypothesized to be mutually causative and the results were 

found as hypothesized. Thus affective disposition often leads to subjective disposition 

whereas the overall well-being of individuals causes and is a result of job satisfaction. 

Therefore, some employees may feel satisfied with their jobs simply because they already 

have overall satisfaction with their lives. Alternatively, they may not feel satisfied with their 
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jobs no matter what simply because they have the tendency not to feel satisfied-negative 

affective disposition. 

 When employees are dissatisfied they can show their reaction in two ways, passively 

or actively. Each one of them can either be constructive or destructive. Passively, the 

employees may choose to neglect the situation and do nothing about, pretend that they do 

not see anything wrong. Or they may decide to be loyal to the situation and go by it. 

Actively, the employees may voice out their concerns about their dissatisfaction or they may 

decide to exit the institution. Thus neglect and exit are destructive to the running of the 

organisation while loyalty and voice is a constructive way of dealing with the situation. The 

reactions can be better understood as follows: Exit is dissatisfaction expressed through 

behaviour directed toward leaving the organisation. Voice is dissatisfaction expressed 

through active and constructive attempts to improve the conditions. Loyalty is 

dissatisfaction expressed passively waiting for the conditions to improve (wait-and-see 

situation). Finally, neglect is dissatisfaction expressed through allowing the conditions to 

worsen (Nguyen & Murray, 2009). 

 

Employee Commitment  

Employee commitment can be defined as the degree to which an employee identifies 

with a particular organization and its goals and wishes to maintain membership in the 

organization. The definition of employee commitment is however very varied as discussed 

below. 

Different scholars and experts have given it different kinds of meanings. Some 

meanings stem from behavioural theories while others stem from attitudinal theories. Even 

though this is the case, most theorists suggest that there is no clear cut definition of 

workplace commitment. (Meyer & Allen, 2003) report that researchers from various 

disciplines ascribed different meaning and definitions to the topic thereby increasing the 

difficulty involved in understanding the construct. There is however other schools of thought 

that tried to explain the concept either based on the behavioural or attitudinal point of view 

or from a blended view which has been referred to as the psychological state.  
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Following this, there is need to differentiate what have been termed as attitudinal 

from behavioural commitment. According to Meyer & Allen: 

Attitudinal commitment focuses on the process by which people come to think about 
their relationship with the organisation. In many ways it can be thought as a mindset in 
which people consider the extent to which their values and goals are congruent with those 
of the organisation... Behavioural commitment, on the other hand, relates to the process 
by which individuals become locked into a certain organisation and how they deal with 
this problem (Meyer & Allen, 2003, p.9). 

In studying attitudinal commitment, researchers are more interested in 

measuring the elements of the attitude or the mind-set. These are measured together 

with variables believed to look at the antecedents (causes) and consequences of 

commitment. Studies show that commitment is associated with desirable outcomes 

from the point of view of organisations. These desirable outcomes include lower 

absenteeism and turnover, and higher productivity. In behavioural approach on the 

other hand, employees are viewed as becoming committed to a particular course of 

action (e.g. maintaining relations with the organisation), rather than an entity. Attitudes 

are assumed to develop as a result of commitment. The level of commitment triggers 

the strength of the attitude. For instance, employees who are very committed to their 

organisations may develop very strong positive view of the organisation just to feel 

good about the self or to maintain positive self-perceptions. In other words, 

commitment develops under certain conditions (Moorhead & Griffin, 2004). 

Employee commitment can also be viewed as a psychological state. This can 

happen either as a result of an ongoing course of action or based on perceptions of 

current or future working conditions within the organisation.  In other words, this 

approach characterises the employees with the organisation and the implications for the 

decision to continue being with the organisation. Thus, committed employees are more 

likely to stay than uncommitted ones. (Meyer & Allen, 1991) categorise commitment 

into three components: affective, continuance and normative. Affective commitment 

refers to the employees’ attachment to, identification with and involvement with the 

organisation. Employees with high affective commitment continue employment with 

the organisation because they want to do so. Continuance commitment refers to an 

awareness of the costs associated with leaving the organisation. Employees whose 
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primary link to the organisation is continuance commitment stay because they need to 

do. Finally, normative commitment reflects a feeling of obligation to continue 

employment. Employees with a high level of normative commitment feel that they 

ought to remain with the organisation. 

Affective commitment should therefore be understood as the employees’ emotional 

attachment with the organisation and/or the people in the organisation. Continuance 

committed can simply be understood from the view of cost-benefit analysis that the 

employee makes if he stays or quits the job. That is the “profit” or “benefit” associated with 

continued staying as well as the “costs” associated with leaving the organisation. Thus wins 

and gains of either decision to be made. Normative commitment can be understood simply 

in that committed employees consider it morally right to stay with the organisation, 

regardless of how much status enhancement, development or satisfaction they have gained 

from the organisation.  Common sense tells us that practically it is possible that the three 

may overlap just because human beings get committed to different things due to overlapping 

reasons.  

Employee commitment should be treated with caution at the workplace not only 

because it is linked to turnover, but also because what employees do on the job is important 

whether they leave or stay. This is more important because of the relationships with other 

work behaviours such as absenteeism, job performance, citizenship behaviour, job 

satisfaction, job involvement, career salience, work group attachment and Protestant work 

ethics (Allen & Meyer, 2003). Moreover, commitment is said to be a multiple-constituent. 

That is, commitment is dependent on multiple constituents of the organisation such as the 

organisation itself as a whole, top management, supervisors and workgroups. All these have 

significant prediction of job satisfaction, intention to quit and pro-social organisational 

behaviour. Thus commitment to each constituency contributes to employees’ commitment to 

the whole organisation. In turn this influences the various outcome measures such as job 

satisfaction, turnover intentions and others. It has however been found that there is high 

commitment of constituencies which are closer to the organisation, such as managers and 

supervisors. This also creates different commitment profiles of the constituents. 

Commitment profiles are differing commitment levels to the various constituencies within 
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the organisation (Becker & Billings, 1993; Hunt & Morgan, 1994) as quoted in (Allen & 

Meyer, 2003). 

There are basically four dominant profiles for employees in relation to commitment. 

According to (Hunt & Morgan 1994) these are the: Locally Committed employees who are 

attached to their supervisors and workgroups; the Globally Committed employees who are 

attached to top management and the organisation; the Committed who are attached to both 

local and global foci; the Uncommitted who are neither attached to the local nor to the 

global foci. Employees who are committed to both local and global foci have the highest 

level of job satisfaction, least likely to intend to leave and demonstrate the highest levels of 

pro-social behaviours. There is little or no differences in attitudes and behaviours between 

the locally and the globally committed. Their attitudes and behaviours fall between 

committed and uncommitted all cases. Although this is the case, it has been found that when 

attitudes and behaviours directed at the supervisor and work group are assessed, both are 

found to be higher among the locally committed than the globally committed. In essence this 

suggests that employees are more likely to leave when the organisational goals and values 

are not compatible with their own since the attachment is already weak. On the other hand, 

employees are not likely to leave or intend to leave when they feel like their values and 

goals are compatible with those workgroups and supervisors because their attachment is 

strong. In like manner, strong attachment brings more stability perception of the employee. 

Employees feel that their job is more stable and in the event that they are wrong, they easily 

get support from their workgroup members as well as the supervisor. 

 

Job Stability and Security  

 Job stability looks at the employee’s mobility in terms of job or employer. In other 

words this is the tenure of continuous service rendered (both) to the job and/or the employer 

(Farber, 1998). If workers change jobs without changing employers (e.g. through 

promotions or reassignment) then time on the job will be shorter than the time with 

employer. In this paper, the focus is on leaving the employer. Thus job stability for the 

purposes of this study is the longevity of service to the employer.  Job security on the other 

hand is the probability that an individual will keep his or her job; a job with a high level of 
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job security is such that a person with the job would have a small chance of becoming 

unemployed involuntarily (Ongori, 2007). Thus one may lose their job by dismissal, forced 

retirement or otherwise. Since the two items are studied side by side or alternatively, this 

paper alternates their use and definition. 

Employees get committed to their job when they feel that they are secure. If 

employees perceive that they may lose their jobs anytime, their commitment lowers down. 

This is observed through their workplace behaviours. There are several reasons that make 

employees have a sense of insecurity. When there is downsizing in the organisation, workers 

are more likely to feel that their jobs are no longer safe and stable. If they are spared in the 

downsizing, the after-effects of “the spared” usually is negative. Workers do no longer have 

a sense of loyalty as they often feel that the loss of their friends is a betrayal to them. In 

trying to avoid being the next casualties, workers may seek other jobs elsewhere. If 

employees feel that their company is no longer stable, they often attribute the instability of 

the company to being instability of their own job-personalizing the company problem. This 

also contributes to employees instability-moving from job to job in which case they also 

change the employer.  (Wong, Wong, Ngo, & Lui, 2003) explain that job insecurity would 

lead to propensity to leave, resistance to change, and reduced work effort and commitment. 

The relationships between job insecurity and these organizational outcomes are often 

negative. In this case job security (insecurity) has a lot of implications on job turnover. 

On the other hand, if employees perceive that their jobs are stable and safe, they are 

more likely to remain on the job. As discussed earlier, continuance commitment often 

develops when people assess the cost-benefit effects of either staying with the organisation 

or leaving it.  



 

38 

 

�

�

�

�

�

�

�

�

�

�

�

�

�

�

�

�

�

�

�

�



 

39 

 

CHAPTER III. METHODOLOGY 

Chapter Overview 

This chapter gives details of the research procedure, research method and gives 

details of the design of the model or research framework. The framework shows the paths 

through which the hypotheses are tested. The framework was developed after thorough 

literature review on what has already been researched concerning the variables under study.  

It therefore gives way to answer the research questions. The research procedure outlines the 

sequence of events that led to the existence of this paper. Under research methods issues of 

data collection in terms of population and sapling are discussed. Also discussed is the 

instrumentation method under which validity and reliability of the questionnaires are 

explained. Data analysis explains the kind of research the researcher used (quantitative), the 

coding style, the package used in analysing the data as well as the method of analysis the 

data. The chapter also explains the questionnaire distribution. 

 

Research Procedure 

A website was developed for collecting data. The questionnaire was uploaded in a 

format that allowed respondents to get the instructions on how to answer the questions and 

what the numbers on the answers meant. This website had an inbuilt database in which all 

the answers were being stored. No e-mail address was required to send the answers. By 

simply clicking the submit button, all the responses went straight to the database. The 

website was developed in a way that by simply clicking at the link, the whole questionnaire 

would appear. Only the IP address from which the individuals responded could be stored in 

the database. This was one way of protecting the respondents’ identity. In submitting the 

questionnaire link to the free sites of the university and to others, an accompanying letter 

was included to introduce the researcher and the aim of the research.  

 The questionnaire was submitted to the free forum website of the University of 

Malawi where people could easily and freely answer the questionnaire. They could also send 

the link to other individuals as a snow ball questionnaire. This consideration was made 
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because the middle range civil servants being targeted are either graduates of the University 

of Malawi, Mzuzu University or other universities. Over 90% of them are direct graduates 

of the University of Malawi and Mzuzu University. The rest are either graduates from other 

Universities outside Malawi or reached the Grade I level through promotions (Lienert, 2005).  

The other consideration was that this study was not targeting every civil servant. The only 

target were the ones who are on Grade I and Grade H levels which are the entry level 

positions and one step from the entry level respectively. To this end random sampling would 

not be used because the target population would not be reached. Hence snow-ball was  ̀ a 

better solution as the right population would be reached so easily.  

 The questionnaire was mainly adopted from two main sources: the Minnesota 

Satisfaction Questionnaire (Weiss et al., 1967) and Job Diagnostic Survey (Hackman & 

Oldham, 1974, 1975). There were a few modifications to the questions just to make sure that 

they suit the current study. The modifications were mainly done to make them fit the time 

lag. Otherwise there were not many modifications to the questionnaires. The selection of the 

questions took into consideration the underlying theories upon which the model was 

developed-the 2-factor theories of motivation. 

 

  The data were collected for a period of two months. A due date was set on which the 

researcher would stop collecting the data. After the one month of collecting the data, the 

researcher downloaded the available data to test the reliability. This acted as the pilot test 

although no changes were made to the questionnaire.  

 

Research Framework 

The model is in 3 stages, called models for easy reference. In the first phase (Model 1) 

H1 is about Job Satisfaction and H2 is about Employee Commitment measured against 

Turnover Intentions. The second phase (Model 2) is about the HR practices: Salary 

strategies, H3; Job Enrichment/Autonomy strategies, H4; and, Job Stability/Security 

strategies, H5 measured against Job Satisfaction and then Employee Commitment. In this 

model each hypothesis has two parts (a) and (b). The (a) part is tested against Job 
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Satisfaction while the (b) part is tested against Employee Commitment.  In Model 3, H6, H7 

and H8 for Salary, Job Enrichment and Job Stability are tested against Turnover Intentions 

in that order. It is worthy stressing at this stage that the model was arrived through literature 

review. This also includes the work that was done on a similar kind of study using the same 

variables.  

 

 

Figure 3. 1. Research Framework 
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Research Methods 

Measures and Data Analysis 

Survey items for the constructs derive from commonly accepted theoretical 

definitions. Thus they are partially influenced by the efforts of other researchers who have 

already used similar constructs. The research paper uses the Likert-type with five-item scale 

on all constructs (1 = definitely not to 5 = definitely yes as follows):  

1= Very Dissatisfied/ Strongly Disagree (much less than what you expected) 

2= Dissatisfied/Disagree(less than what you expected) 

3=Neutral (cannot make your mind: neither satisfied nor dissatisfied) 

4=Satisfied/Agree (as you expected) 

5=Very Satisfied/Strongly Agree (more than you expected) 

A consideration to the research was to keep the questionnaire short. The total number 

of the questionnaire was therefore 24 items. There were 6 demographic items and 18 

questions. The respondents were advised to answer all the questions and use their own 

assessment of their experience in the civil service since these are issues of employee 

attitudes and perceptions. 

The Model was tested using backward multiple regressions using Statistical Package 

for Social Sciences (SPSS) version 17.0.  Backward elimination was chosen because it 

eliminates the values that are not significant or have the least weight and only keeps the ones 

that are strong in the last equation. 

Population and sample 

The total population of the civil servants working on the two positions of Grade I and 

Grade H is not really clear. The researcher did not manage to get the actual figures due to 

filing problems. It is estimated that the total number of civil servants is about 191,000 

(Malawi Dairy Times News, 2008) which includes all grades and all people with different 
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qualifications. It is estimated that the population of these grades contributes between 3% and 

4% since the civil service is highly skewed at the bottom with clerical and unskilled workers. 

The other problems are that the system is being updated from manual to electronic yet there 

are still some ghost workers, more deaths, more exits without notice and other logistical 

problems. However the total number of respondents was 116. Since there were no clear 

numbers of the total population (N), it was necessary to get as much data as possible.  

Since the questionnaire was being administered electronically and it was snowball, it 

was difficult to know the number of people who got the link to the questionnaire.  However 

after one month since the distribution of the questionnaire, some data were retrieved from 

the database to test the re liability. The results listed in Table 3.1 as follows: 

Table 3. 1. Data variables by entries and values (n=68) 

Variables  Entries Percentage 

Gender Male 42 61.8 

 Female 26 38.2 

Age range 20-29 46 67.6 

 30-39 19 27.9 

 40+ 3 4.4 

Marital status Single  47 69.1 

 Married 20 29.4 

 Widow/er 1 1.5 

Job Grade  I 48 70.6 

 H 17 25.0 

Work Experience 1-2 Years 20 29.4 

 3-4Years 29 42.6 

 5-6Years 10 14.7 

 7Years+ 8 11.8 

Highest Education Qualification Diploma 9 13.2 

 College Graduate 36 52.9 

 Graduate Studies 23 33.8 
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Instrumentation 

The instrument used for data collection was a questionnaire. The questionnaire had 2 

parts due the language technicalities. The first part was to be answered with denotations of 

satisfied/dissatisfied while the other part had be answered in an agree/disagree form. This 

was done in order to make sure that there is subject-verb agreement.  

 The questionnaire was derived from several questionnaires that have been used 

before. Such include the (Minnesota Satisfaction Questionnaire [MSQ], 1967) the long form 

version which was modified in (1977). According to (Weiss, Dawis, England & Lofquist, 

1977), this short version can be scored on three dimensions: intrinsic satisfaction, extrinsic 

satisfaction and general satisfaction. It is also measured on the Likert type scale with five 

items each. This paper however did not adopt the full version of the MSQ because some of 

the questions are not applicable to this study. Hence other questions have been adopted from 

the Valencia survey previously mentioned in this paper. The survey was called A model of 

high performance work practices (Luna-Arocas & Camps, 2008) which used the Minnesota 

Satisfaction Questionnaire; the Job Diagnostic Survey (Hackman & Oldham, 1974, 1975); 

The Organisational Commitment Questionnaire (OCQ) by (Mowday et al., 1979) and (Hom 

& Griffeth, 1991).Thus job satisfaction was measured using the MSQ whereas job 

enrichment and job stability were measured using the Job Diagnostic Survey. Employee 

commitment was measured using the Organisational Commitment Questionnaire whereas 

turnover intentions were measured using (Hom & Griffeth, 1991). 

Questionnaire distribution 

  The questionnaire has been divided into several categories based on the y-variables. 

The first seven questions measure Job Satisfaction as follows: 

 

• Questions 1 and 2 measure satisfaction based on salary. The questions were adapted 

from the Minnesota Satisfaction Questionnaire (Weiss et al., 1967). However 

question 2 was modified a little bit by removing words that relate to company and 

inserting words that relate to government institutions in order to suit the situation. 
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• Questions 3, 4 and 5 measure satisfaction based on job enrichment. All the 

questions were adapted from the Minnesota Satisfaction Questionnaire (Weiss et al., 

1967). 

• Questions 6 and 7 measure satisfaction based on job stability. Both questions were 

adapted from the Minnesota Satisfaction Questionnaire (Weiss et al., 1967). 

 

The second set of questions (8 - 14) measure Employee Commitment as follows: 

• Questions 8 and 9 measure employee commitment based on salary. Job Diagnostic 

Survey  (Hackman & Oldham, 1974, 1975). 

• Questions 10, 11 and 12 measure employee commitment based on job enrichment 

(autonomy). All questions were adapted from the Minnesota Satisfaction 

Questionnaire (Weiss et al., 1967) with slight modification to question 10. 

• Questions 13 and 14 measure employee commitment based on job stability. Adopted 

from Job Diagnostic Survey (Hackman & Oldham, 1974 & 1975). Once used by 

Roberto Luna-Arocas and Joaquin Camps in “A model of high performance work 

practices and turnover intentions” (January, 2007). 

 
The last set of questions (15-18) measure Turnover Intentions as follows:  
• Questions 15 and 16 measure turnover intentions based on job satisfaction. The 

questions were adapted from the Minnesota Satisfaction Questionnaire (Weiss et al., 

1967) with a few modifications in terms of the time lag. 

• Questions 17 and 18 measure turnover intentions based on employee commitment. 

Question 17 is self-composed modelled after MSQ while question 18 is fully adopted 

from the Minnesota Satisfaction Questionnaire (Weiss et al., 1967). 
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Distribution of questions and their scales 

Salary scale:  In my present job, this is how I feel about: 

   “The amount of pay for the work I do.” 

“My salary compared with other employees in similar position in other 

government institutions other than the civil service.” 

“My salary compares well with that of other workers on the same 

position.” 

(3 items: Q 1, 2, 9) 

Job enrichment scale: “The challenging nature of my job (tasks & responsibilities).” 

“The involvement and treatment by colleagues and supervisor that I 

get.” 

“I can make autonomous decisions and suggestions at work and have 

them implemented.” 

“My job requires me to do many things at work, using a variety of 

skills and talents (intellectual and non-intellectual ideas).” 

   (4 items: Q 3, 4, 10, 12) 

Job stability scale:  “The way my job provides for steady employment.” 

“The way my job provides for a secure future.” 

“If I do a good job the department/ministry will recognise my effort 

and my job is safe. 

“Compared with my employer, other employers fire workers more 

readily in times of difficult. 
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(4 items: Q 6, 7, 13, 14) 

Employee commitment scale:  “I have no intention to leave my employer but I may 

do so if an opportunity opens.  

“My employer offers better salary and other privileges 

so I cannot leave my job.” 

(2 items: Q 8, 16) 

Job satisfaction scale:   “The overall joy I get from my job as a whole.” 

“I like my job better than the average worker” 

 (2 items: Q 5, 11 

Turnover intentions: “I intend to remain in my profession but to leave my 

current employer for a better one within these 2 years.” 

“I am considering taking another job the soonest I find 

it.” 

      “I have no intention to leave my current employer at all.” 

     (3 items: Q 15, 17, 18) 

Distribution of questions in terms of model 1 to 3 

X1: Salary  

1. The amount of pay for the work I do. 

2. My salary compared with other employees in similar position in other government 

institutions other than the civil service. 

3. My salary compares well with that of other workers on the same position 

X2: Job Enrichment  
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1. The challenging nature of my job (tasks & responsibilities). 

2. The involvement and treatment by colleagues and supervisor that I get. 

3. I can make autonomous decisions and suggestions at work and have them 

implemented. 

4. My job requires me to do many things at work, using a variety of skills and talents 

(intellectual and non-intellectual ideas). 

X3: Job Stability  

1. The way my job provides for steady employment. 

2. The way my job provides for a secure future. 

3. If I do a good job the department/ministry will recognise my effort and my job is safe. 

4. Compared with my employer, other employers fire workers more readily in times of 

difficult. 

Y1: Job Satisfaction  

1. The overall joy I get from my job as a whole. 

2. I like my job better than the average worker. 

Y2: Employee Commitment 

1. My employer offers better salary and other privileges so I cannot leave my job. 

2. I have no intention to leave my employer but I may do so if an opportunity opens.  

Y3: Turnover  

1. I intend to remain in my profession but to leave my current employer for a better one 

within these 2 years. 

2. I am considering taking another job the soonest I find it. 

3. I have no intention to leave my current employer at all. 

 

Validity and Reliability 
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Validity of the questionnaire was determined through the content validity. Content 

validity is actually a way of trying to determine whether the instrument really addresses the 

issues at hand. It therefore looks at the relationship between the content in the instrument 

(questionnaire) and what the researcher is trying to find out. This validation can be done by 

experts or friends who would look at the questionnaire thoroughly. If they do not understand 

or find other problems with it, then the researcher modifies the questionnaire. The 

questionnaire for this study was validated in two ways: expert review and peer review. It 

was submitted to a few scholars who looked at it. Also some peers went through it and gave 

feedback and suggestions on how to improve the questionnaire. Changes were made to that 

effect. However there were a few changes because the questionnaire was adapted from 

already tried and tested instrument. 

Reliability, the measure for internal consistency of the instrument was also obtained 

for both the first set and the second set of the data. The first set, n=68 acted as a pilot study. 

It obtained a reliability of Cronbach Alpha of .735 for all the 18 items. The researcher did 

not test individual questions. For the final data with n=116 the Cronbach Alpha was .703 

with the 18 items. A possible explanation in the drop of the Alpha could be because there 

were a lot of missing data in the final collection. The means of the results were also obtained 

but will be reported in chapter four in order to avoid duplication. 

 

Research Processes 

The researcher went through a number of processes to come up with this paper. The 

figure below shows the whole process that the researcher went through. 
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Design of Final Report

Conclusions and Suggestions

Analysis of Data 

Administration of the Questionnaire

Development of Website for Administering the Questionnaire

Development of the Questionnaire 

Development of Framework of the Study

Establishing of Research Questions and  Hypotheses

Discussion of Literature 

Identifying Research Subject

 

Figure 3.2. Research Process 
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CHAPTER IV. FINDINGS AND DISCUSSION 

Chapter Overview 

This chapter gives detailed descriptive and empirical results. First, the descriptive 

results are presented in a table form for all the variables and then they are explained in detail 

in terms of the overall means for the findings. A table of frequencies for demographics is 

also presented. Later the tables of empirical results for the hypotheses are presented based 

on the model as 4.1, 4.2 and 4.3 in that order. For each of the table presented, the meanings 

of the results are presented below. In this way each item tested is treated as an individual 

hypothesis. A thorough discussion follows after the last part (4.3). In the discussion part, the 

eight hypotheses are explained in details in terms of what the results mean. 
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Empirical Results  

Table 4.1. Descriptive Results 

Variables Valid 
N 

Missing Min Max Mean Mean 
SE 

Std. 
Deviation 

Variance 

X-variables 
Salary 1 115 18 1 5 2.12 .089 .956 .915 
Salary 2 115 18 1 5 2.21 .102 1.096 1.202 
Salary 3 115 18 1 5 2.33 .109 1.168 1.364 
Job Enrichment1 115 18 1 5 3.32 .095 1.013 1.027 
Job Enrichment2   112      21 1 5 3.27 .094 .995 .991 
Job Enrichment3 114 19 1 5 2.69 .104 1.106 1.223 
Job Enrichment4 115 18 1 5 3.67 .102 1.098 1.206 
Job Stability1 113 20 1 5 3.62 .098 1.038 1.077 
Job Stability2 114 19 1 5 3.41 .11 1.189 1.413 
Job Stability3 114 19 1 5 2.77 .11 1.183 1.399 
Job Stability4 115 18 1 5 3.85 .104 1.110 1.232 
Y 1 & 2 Variables 
Job  
Satisfaction1 111 22 1 5 3.14 .114 1.205 1.452 

Job  
Satisfaction2 115 18 1 5 3.27 .088 .949 .900 

Employee  
Commitment1 115 18 1 5 1.91 .087 .933 .870 

Employee 
Commitment2 114 19 1 5 3.02 .132 1.414 2.000 

Y3-variables 
Turnover  
Intentions1 115 18 1 5 3.10 .121 1.294 1.673 

Turnover  
Intentions2 114 19 1 5 3.05 .129 1.375 1.891 

Turnover  
Intentions3 115 18 1 5 3.77 .108 1.155 1.334 

Demographic Factors 
Gender 116 17 1 2 1.36 .045 .483 .233 
Age range 116 17 1 3 1.60 .070 .756 .572 
Marital Status 116 17 1 1 1.61 .082 .882 .779 
Job Grade 116 17 0 2 1.21 .045 . 485 .235 
Work  
Experience 116 17 0 4 2.39 .109 1.170 1.370 

Highest  
Education  
Qualification 

116 17 3 3 2.09 .064 .692 .479 
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Descriptive results discussion 

Based on the descriptive results in Table 4.1., several assumptions and conclusions 

can be made. To have a fair and unbiased judgement, cut-points for the means have to be set 

in order to judge the perceptions of the employees as either being too low, low, high or very 

high. Since the questionnaire used the Likert type scaling where 1 is very low and 5 is very 

high, the researcher takes a cut point of 2.5 to be very low and a cut-point of 3.5 to be good 

or satisfactory and 4 to be high. For standard deviations and variance, 2.5 will be considered 

to be high. Another consideration to this is the total number of valid responses to the 

individual variable items.  The lowest number of valid responses so far is 111 while the 

highest figure is 116. As such, most of the numbers fall within this range. These rules are 

applicable to all the other variable items that are discussed in this section. 

Based on the above definitions, the means of the salary are all low-below 3.5 cut-

point of good. The values range from (2.12 to 3.32), with none other reaching 3.5. We can 

say that on average employees have low perceptions of their salary. This means that the 

employees are not satisfied with their salaries that the employer gives them. It is also proper 

to conclude that the majority of the employees have a similar feeling or perception based on 

the standard deviations and the variance observed on these items. The standard deviations 

are not too big (0.956 to 1.168) and so are the variance figures (0.915 to 1.364). This means 

that employees have similar levels of satisfaction (lack of satisfaction in this case). 

Looking at the means for job enrichment, the results are a bit higher than those of 

salary although they are not too high. They range from 2.69 to 3.67. This means that the 

employees have better perception of their job in terms of how they are aligned or enriched. 

Most of the means are above 2.5 but are below 3.5. This means that their perception is still 

low but higher than the perception for salary. Although this is the case, the values are not 

good enough to say the employees have well aligned and enriched jobs that may boost their 

satisfaction. The standard deviations are not too varied, (0.995 to 1.106) and so are the 

variances (0.991 to 1.223). In practice this means that a large number of employees have 

similar levels of perception and their differences are not too far apart. The variances show 

that there are no outliers and the interpretation of the results above holds. 
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The means for job stability/security are equally low but higher than those for job 

enrichment. They range from 2.77 to 3.85. The standard deviations range from 1.038 to 

1.183 and their variances range from 1.077 to 1.413. This means that most of the employees 

hold a similar perception of the security that employers accord their jobs. The values are still 

low considering that job stability or security is a very important factor in trying to retain 

employees in every organization. Low perception of job security may have serious negative 

implications in terms of employee satisfaction and commitment for the job. If employees 

highly feel that their jobs are not really secure, they are most likely to find other jobs that 

would provide them with security and also satisfaction.  

The values for job satisfaction are also low although they are not actually below 2.5. 

They range from 3.14 to 3.27 and so their standard deviations (0.949 to 1.205) and variances 

are also within the same range (0.900 to 1.452). In essence this means that employees do not 

really feel satisfied with their jobs. The lack of satisfaction however is not too low and 

neither is their satisfaction too high. This low satisfaction may be projected from the 

previous low means of the independent variables of salary, job enrichment and job security. 

A cut point of 3.5 would be deemed satisfactory enough to say the job satisfaction is 

relatively high. Therefore there is low satisfaction among employees. 

The values of employee commitment are not any better-they are all low too. They 

range between 1.91 which is very low to 3.02 which is a bit better but not high. This means 

that on overall there is low commitment among the employees. Their standard deviations 

range from.933 to1.414 which is not too far apart and really too bad. However the variances 

are from .870 to 2.00. According to the rating in this study the variances show that the 

variances are relatively big. In essence this means that employees have different levels of 

commitment to their jobs. A few outliers may be present which results in the relatively high 

variance of 2.00. 

The values of turnover intentions are a bit higher in comparison with the rest. All the 

values are above 3.00 only one is above 3.5 the cut point that would allow us concludes that 

employees have high intentions to leave their current employer who happens to be the 

government. 
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Below is a table showing the frequencies of the demographics. 

Table 4. 2. Frequency Results 

  Frequency Percent Valid 
percent 

Cumulative 
Percent 

Gender Female 42 31.6 36.2 36.2 
 Male 74 55.6 63.8 100.0 
 Total 116 87.2 100.0  

 Missing 
System 17 12.8   

 Total 133 100.0   
Age Range 40+ 19 14.3 16.4 16.4 

 30-39 32 24.1 27.6 44.0 
 20-29 65 48.9 56.0 100.0 
 Total 116 87.2 100.0  

 Missing 
System 17 12.8   

Marital 
Status 

Widow/er 4 3.0 3.4 3.4 

 Divorced 1 .8 .9 4.3 
 Separated 4 3.0 3.4 7.8 
 Married 44 33.1 37.9 45.7 
 Single 63 47.4 54.3 100.0 
 Total 116 87.2 100.0  
 Missing 

System 17 12.8   

 Total 133 100.0   
Job Grade Grade H 28 21.1 24.1 24.1 

 Grade I 84 63.2 72.4 96.6 
 0/Missing  

values 4 3.0 3.4 100.0 

 Total 116 87.2 100.0  
 Missing  

System 17 12.8   

 Total 133 100.0   
Work 

Experience 
7 Years+ 31 23.3 26.7 26.7 

 5-6 Years 16 12.0 13.8 40.5 
 3-4 Years 37 27.8 31.9 72.4 
 1-2 Years 31 23.3 26.7 99.1 
 0 1 .8 .9 100.0 
 Total 116 87.2 100.0  
 Missing  

System 17 12.8   
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Table 4.2 .(continued) 
 Total 133 100.0   

Highest  
Educational  
Qualification 

Graduate  
Studies 33 24.8 28.4 

28.4 
 
 

 
 College  

Graduate 60 45.1 51.7 80.2 

 Diploma 23 17.3 19.8 100.0 
 Total 116 87.2 100.0  
 Missing  

System 17 12.8   

 Total 133 100.0   
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4.3 Turnover Intentions (Model 1) 

 This sub-section discusses the empirical results for model 1 in which job satisfaction 

and employee commitment are tested against various items of turnover intentions as the 

dependent variable. Various tables are presented showing results of the analysis within 

model 1. Table 4.3 presents results for the first item of turnover intentions. 

Table 4.3. Multiple Regression Analysis of job satisfaction and employee commitment and 
turnover intentions  

Y1=Turnover Intentions (Q15) 

  Eq1 Eq2 Eq3 
 Xi  (Question) β value 

(t-value) 

β value 

(t-value) 

β value 

(t-value) 
x1 Q5:  
The overall joy I get from the job as 
a whole 

0.073 

(0.563) 

.086 

(0.669) 
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x2 Q11: 
I like my job better than the average 
worker  

0.504*** 

(3.442) 

 0.535*** 

(3.978) 

 

 0.607*** 

(7.584) 

 
x3 Q8:  
My employer offers better salary and 
other privileges so I cannot leave 

0.052 

(0.535) 
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x4 Q16:  
I have no intention to leave my 
current employer but I may do o if an 
opportunity opens.   

0.307*** 

(3.723) 

 0.312*** 

(3.828) 

0.322*** 

(4.027) 

 

 

R2 
 

0.805  
 

0.804  
 

0.803 

*p < 0.1   **p < 0.05 ***p < 0.001 

Y1= Turnover intentions. Q15 =I intend to remain in my current profession but to leave my 

current employer for a better one within these two years. 
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Turnover intentions based on job satisfaction and employee commitment for the next 

2 years are shown in Table 4.3 above. By using backward elimination process, after 

examining the p–value for the 2 independent variables, the highest insignificant one is 

eliminated. The empirical results show that turnover as a function of Job Satisfaction 

variable factors and Employee Commitment variable factors. This process is repeated three 

times until in the third equation the remaining independent variables reach at least the target 

of 10% level of significance or even lower.  

The parameter for each variable represents the percent change in the Turnover 

Intentions due to a 1% change in the independent variable (job satisfaction). Looking at Eq3, 

the regression reveals that 2 of the variables became significant at least at 1% level.  For 

instance, the parameters of Job Satisfaction factors: only 1 of 2 variables is significant at 1% 

level. The value of the parameter of liking the job (q11) is positive (0.607) with a t-ratio of 

7.584. There is a statistical significance between liking one’s profession and leaving the 

current employer for a better one. There is a relationship between employees’ liking of the 

job and turnover intentions. We can therefore predict turnover intentions using this factor of 

job satisfaction. This means that employees like their jobs more and are willing to retain 

their careers or professions but have strong intentions to move to find another employer. 

Thus there is satisfaction with the job itself but not the employer, hence the intent to quit the 

job and work elsewhere. In other words, the more employees like their professions, the more 

they want to work with good or better employers. 

On the other hand, the parameter for Employee Commitment factors only 1 of 2 

variables is significant at 1% level. The value of the parameter for employee commitment to 

their current employer with no intention to leave but can take advantage of a risen 

opportunity (q16) is positive (0.322) with a t-ratio of (4.027). This means that there is 

significant relationship between availability of new jobs and turnover intentions. The more 

job openings become available, the more employees will have intentions to move to the new 

jobs. We can therefore predict turnover intentions using this factor of commitment. Thus 

employees do not necessarily have the intentions to leave their current employer but may do 

so if an opportunity opens up. That is employees will remain committed to their current 

employer on the condition that no job opportunity opens up. Thus the employees’ 

commitment is short-lived since most of the people will desire to change employer in the 
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next 2 years. The rest of the parameters are not significant and will therefore not be 

discussed in great detail. 

Finally the R-square stands at 0.803 after the elimination process; therefore the 

model can explain 80% of the variance in turnover intentions from job satisfaction and 

employee commitment.   

Results for hypothesis  

For the Job Satisfaction variables, the parameter for Q5, (the overall joy from the job 

as a whole) is not significant. Retain the null hypothesis: βYX = 0 

There is no relationship between overall job satisfaction and turnover intentions. 

Therefore turnover intentions cannot be predicted using this factor (the overall joy one gets 

from the job). 

Results for hypothesis  

For the Job Satisfaction variables, the parameter for Q11, (liking the job better than the 

average worker) is positive (0.607) with a t-ratio of (7.584) significant at level 1%.  This 

means that there is a relationship between employees’ liking of the job and turnover 

intentions. We can therefore predict turnover intentions using employees’ liking of the job. 

The more the employees like their job but the less employees like the employer, the higher 

the turnover intentions. Thus turnover depends largely on the liking of the employer and not 

just the job. That is whether the employees like the employer as a whole or not in terms of 

policies, HR strategies and others. Reject the null hypothesis, and accept the alternative:  

βYX ≠ 0 

There is a relationship between employee job satisfaction and dissatisfactions with 

employer, and turnover intentions. 

 

 



 

60 

 

Results for hypothesis  

For the Employee Commitment variables, the parameter for Q8, (the employer offers 

better salary and other privileges, therefore cannot leave the job) is not significant at any 

level (1%, 5% and 10%). Retain the null hypothesis: βYX = 0 

There is no relationship between job commitment and turnover intentions. Therefore, 

we cannot predict turnover using this factor variable (salary and privileges offered by the 

current employer). 

Results for hypothesis  

For the Employee Commitment variables, the parameter for Q16, (no intention to 

leave employer but do so if an opportunity arises) is positive (0.322) with a t-ratio of (4.027) 

significant at any level 1%.  This means that there is a relationship between the availability 

of opportunities and turnover intentions. We can therefore predict turnover intentions using 

commitment to employer and availability of job opportunities. Therefore all conditions 

being equal the employee will remain at the job; but the more the opportunities for other 

jobs arise the more likely the employee will have intentions to leave the current employer. 

Thus the more job opportunities arise; the more commitment to the job goes down and 

hence, more turnover intentions. Reject the null hypothesis, and accept the alternative: 

βYX ≠ 0 
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 4.4 Turnover Intentions (Model 1) 

This sub-section presents the results of the regression analysis in which the 

independent variables (job satisfaction and employee commitment) are tested against the 

second item for the (dependent variable) turnover intention. A thorough discussion of the 

results follows at the bottom. 

Table 4.4. Multiple Regression Analysis of job satisfaction and employee commitment on 
turnover  

Y1=Turnover Intentions (Q17) 

  Eq1 Eq2 Eq3 
 Xi  (Question) β value 

(t-value) 

β value 

(t-value) 

β value 

(t-value) 
x1 Q5:  
The overall joy I get from the job as 
a whole 

0.070 

(0.482) 

0.061 

(0.426) 
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x2 Q11: 
I like my job better than the average 
worker  

0.631*** 

      (3.866) 

0.607*** 

(4.062) 

 

    0.658*** 

   (7.360) 

 

x3 Q8:  
My employer offers better salary and 
other privileges so I cannot leave 

-0.040 

       (-0.364) 
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x4 Q16:  
I have no intention to leave my 
current employer but I may do o if an 
opportunity opens.   

0.236* 

       (2.551) 

0.232* 

(2.536) 

     0.239*** 

 (2.671) 

 

 

R2 
 

0.758  
 

0.757  
 

0.757 

 *p < 0.1   **p < 0.05 ***p < 0.01 

Y1= turnover intentions. Q17 = (I am considering taking another job the soonest I find it) 
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A model of turnover intentions is shown in Table 4.4 by using backward elimination 

process, after examining the –value for the 2 independent variables, the highest insignificant 

one is eliminated. The table shows empirical results for turnover as a function of Job 

Satisfaction variable factors and Employee Commitment variable factors. This process is 

repeated three times until in the third equation, the remaining independent variables reach at 

least the target of 10% level of significance. It was found however that not all variables 

reached the 10% level. Only two factor variables reached a 1% level of significance with 

none reaching any other significance level.   

The parameter for each variable represents the percent change in the Turnover 

Intentions due to a 1% change in the independent variable. Looking at Eq3, the regression 

reveals that 2 of the variables became significant at least at 1% level.  For instance, the 

parameters of Job Satisfaction factors: only 1 of 2 variables is significant at 1% level. The 

value of the parameter of liking the job (q11) is positive (0.658) with a t-ratio of (7.360). 

This means that there is a relationship between employees’ liking of the job and turnover. 

We can predict turnover using this factor. It may mean that most of the employees like their 

jobs better than other employees however they are still considering taking another job the 

soonest they can find it. Thus liking the job does not necessarily mean maintaining the same 

job (employer). 

 

The parameters of Employee Commitment factors: only 1 of 2 variables is 

significant at 1% level. The value of the parameter of commitment to the current employer 

with no intentions to leave although they may do if an opportunity opens up (q16), is 

positive (0.239) with a t-ratio of (2.671). This means that there is a relationship between 

employee commitment and turnover. We can predict turnover intentions using this factor for 

employee commitment. In this case it shows that employees have commitment to their jobs 

but are not fully committed to their current employer and do not necessarily have intentions 

of looking for another employer in the immediate future. However, they may take on a new 

job if an opportunity opens yet they wish to get a new job in the next 2 years. The broader 

picture here is that there is lack of serious commitment to the employer and hence the 
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intention to leave. The rest of the parameters are not significant and will therefore not be 

discussed in great detail. 

Finally the R-square stands at 0.757 after the elimination process; therefore can 

explain 76% of the variance in turnover intentions from job satisfaction and employee 

commitment approach.   

Results for hypothesis  

For the Job Satisfaction variables, the parameter for Q5, (the overall joy from the job 

as a whole) is not significant at any level (1%, 5% and 10%). Retain the null hypothesis: 

βYX = 0 

There is no relationship between overall joys from the job and turnover intentions. We 

cannot predict turnover intentions using the overall joy that employees get from their jobs. 

Results for hypothesis  

For the Job Satisfaction variables, the parameter for Q11, (liking the job better than the 

average worker) is positive (0.658) with a t-ratio of (7.360) significant at level 1%.  This 

means that there is a relationship between employees’ liking of the job and turnover. We can 

predict turnover using this factor. In this case it shows that the higher the employee likes the 

job better than the average worker, the higher the job turnover. This is contrary previous 

research findings that the higher the employees’ job liking, the lower the job turnover. 

Reject the null hypothesis, and accept the alternative βYX ≠ 0 

 There is a relationship between employees liking of the job and turnover and we can 

predict turnover intention using employees’ liking of the job.  

Results for hypothesis  

For the Employee Commitment variables, the parameter for Q8, (the employer offers 

better salary and other privileges and so cannot leave job) is not significant at any level (1%, 

5% and 10%) and is retained. This means that there is no relationship between the 
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employer’s offering of better salary and turnover intentions. Therefore we cannot predict 

turnover intentions using this factor. Retain the null hypothesis: βYX = 0 

Results for hypothesis 

For the Employee Commitment variables, the parameter for Q16, (no intention to leave 

employer but do so if an opportunity arises) is positive (0.239) with a t-ratio of (2.671) 

significant at any level but at 1% only.  This means that there is a relationship between 

employee commitment and turnover intentions. We can therefore predict turnover intentions 

using employee commitment. All conditions being equal the employee will remain at the job; 

but the more the opportunities for other jobs arise, the more likely the employee will have 

intentions to leave the current employer. Thus the more job opportunities arise; the more 

commitment to the job goes down and hence, more turnover intentions. Reject the null 

hypothesis, and accept the alternative: βYX ≠ 0 
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4.5 Turnover Intentions (Model 1) 

This sub-section introduces the results of the regression analysis in which job 

satisfaction and employee commitment are the independent variables whereas the turnover 

intention is the dependent variable. A thorough discussion of the results follows at the 

bottom. 

Table 4.5. Multiple Regression Analysis of job satisfaction and employee commitment on 
turnover intentions  

Y1=Turnover Intentions (Q18) 

  Eq1 Eq2 Eq3 
 Xi  (Question) β value 

(t-value) 

β value 

(t-value) 

β value 

(t-value) 
x1 Q5:  
The overall joy I get from the job as 
a whole 

0.156 

(1.456) 

0.133 

(1.263) 
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x2 Q11: 
I like my job better than the average 
worker  

0.420*** 

(3.494) 

0.362*** 

(3.263) 

 

0.474*** 

  (7.136) 

 

x3 Q8:  
My employer offers better salary and 
other privileges so I cannot leave 

-0.099 

(-1.238) 
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x4 Q16:  
I have no intention to leave my 
current employer but I may do o if an 
opportunity opens.   

0.489*** 

(7.233) 

0.479*** 

(7.118) 

       0.494*** 

      (7.452) 

 

 

R2 
 

0.869  
 

 0.867 
 

0.865 

*p < 0.1   **p < 0.05 ***p < 0.001 

Y1 = Turnover intentions). Q18 =I have no intention to leave my current employer at all. 
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A model of turnover intentions is shown in Table 4.5. By using backward 

elimination process, after examining the p–value for the 2 independent variables, the highest 

insignificant one is eliminated. The table shows empirical results for turnover as a function 

of Job Satisfaction variable factors and Employee Commitment variable factors. This 

process is repeated three times until in the third equation the remaining independent 

variables reach at least the target of 10% level of significance. It was found however that not 

all variables reached the 10% level. Only two factor variables reached a 1% level of 

significance with none reaching any other significance level. 

The parameter for each variable represents the percent change in the Turnover 

Intentions due to a 1% change in the independent variable. Looking at Eq3, the regression 

reveals that 2 of the variables became significant at least at 1% level.  For instance, the 

parameters for Job Satisfaction factors: only 1 of 2 variables is significant at 1% level. The 

value of the parameter of liking the job (q11) is positive (0.474) with a t-ratio of (7.136). 

This means that there is a relationship between how the employees like their job and 

turnover intentions. We can predict the employees’ intention to leave their current employer 

by using the factor of how employees like their jobs. The broader picture is that although 

employees like their jobs better than the average workers, there is still an indication that they 

still have intentions to leave their current employer. 

 

The parameters for Employee Commitment factors: only 1 of 2 variables is 

significant at 1% level. The value of the parameter of commitment to the employer (q16) is 

positive (0.494) with a t-ratio of (7.452). This means that there is a relationship between 

commitment and turnover within if there is an opportunity. The explanation may be that the 

employees are not fully committed to their jobs hence do not necessarily think of leaving the 

current employer but they may do so if an opportunity rises. The rest of the parameters are 

not significant and will therefore not be discussed in great detail. 

Finally the R-square stands at 0.865 after the elimination process; therefore the 

model can explain 87% of the variance in turnover intentions from job satisfaction and 

employee commitment approach.   
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Results for hypothesis  

For the Job Satisfaction variables, the parameter for Q5, (the overall joy from the job as a 

whole) is not significant at any level (1%, 5% and 10%). Retain the null hypothesis: βYX = 

0 

Results for hypothesis  

For the Job Satisfaction variables, the parameter for Q11, (liking the job better than the 

average worker) is positive (0.474)   with a t-ratio of (7.136) significant at level 1%.  This 

means that the less the employee likes the job better than the average worker, the higher the 

job dissatisfaction and hence the higher the turnover intentions. Reject the null hypothesis, 

and accept the alternative hypothesis: βYX ≠ 0  

Results for hypothesis  

For the Employee Commitment variables, the parameter for Q8, (the employer offers 

better salary and other privileges) is not significant at any level (1%, 5% and 10%). This 

means there is no relationship between salary and other privileges offered by the employer 

and turnover intentions.  Retain the null hypothesis: βYX = 0 

Results for hypothesis  

For the Employee Commitment variables, the parameter for Q16, (no intention to 

leave employer but do so if an opportunity arises) is positive (0.494) with a t-ratio of (7.452) 

significant at any level but at 1% only.  This means that there is a relationship between 

commitment and turnover. We can explain employee job turnover using this variable of 

commitment. The broader picture is that all conditions being equal the employees will 

remain at the job; but the more the opportunities for other jobs arise, the more likely the 

employee will have turnover intentions. Thus the more job opportunities arise; the more 

commitment to the job goes down and hence, more turnover intentions. Reject the null 

hypothesis, and accept the alternative: βYX ≠ 0  
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4.6 Empirical Results (Model 2) 

This sub-section introduces the results for salary, job enrichment and job stability as 

the independent variables and job satisfaction as the dependent variable.  

Table 4.6.  Multiple Regression Analysis of Salary, job enrichment and job stability and job 
satisfaction 

Y2= Job Satisfaction (Q5) 

  Eq1 Eq8 

 Xi  (Question) β value 
(t-value) 

β value 
(t-value) 

x1 Q1: The amount of pay for the work I do. 0.096 
(1.064) 

 

x2 Q2: My salary compared with other employees in similar 
position in other government institutions other than the 
civil service. 

-0.006 
(-0.074) 
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x3 Q9: My salary compares well 0.044 
(0.585) 

 

x4 Q3: The challenging nature of my job (tasks & 
responsibilities) 

0.117 
(1.073) 

0.156* 
(1.670) 

x5 Q4: The involvement and treatment by colleagues and 
supervisor that I get. 

0.386** 
(3.124) 

 

0.403*** 
(3.834) 

x6 Q10: I can make autonomous decisions and suggestions at 
work and have them implemented. 

0.120 
(1.450) 

0.128* 
(1.781) 
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X7 Q12: My job requires me to do many things at work, using 
a variety of skills and talents (intellectual and non-
intellectual ideas). 

-0.038 
(-0.351) 

 

x8 Q6: The way my job provides for steady employment.  0.084 
(0.640) 

 

x9 Q7: The way my job provides for a secure future. 0.210* 
(1.708) 

0.298** 
(3.256) 

x10 Q13: If I do a good job the department/ministry will 
recognise my effort and my job safe. 

-0.089 
(-1.076) 
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x11 Q14: Compared with my employer, other employers fire 
workers more readily in times of difficulty. 

0.066 
(0.748) 

 

 R2 0.923 0.919 

*p < 0.1   **p < 0.05 ***p < 0.001 
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Y2= Job Satisfaction. Q5= The overall joy I get from my job as a whole. 

    Empirical results for Model 4.1 

The empirical results are divided into 3 subcategories as follows: salary, job enrichment and 

job stability (security). In the first section all results relating to salary are reported and in the 

second section all results relating to job enrichment are reported and in the third section all 

results pertaining to job stability are reported.  

A model of job satisfaction is shown in Table 4.6, by using backward elimination 

process, after examining the p–value for the 11 independent variables, the highest 

insignificant one is eliminated. The table shows empirical results for job satisfaction as a 

function of salary, job enrichment and job stability (security) factor variables. This process 

is repeated eight times until in the eighth equation the remaining independent variables reach 

at least the target of 10% level of significance. It was found 2 variables (q3) and (q10) 

reached the 10% level; (q7) reached a 5% level and (q4) reached 1% of significance with 

none reaching any other significance. 

The parameter for each variable represents the percent change in the Job Satisfaction 

due to a 1% change in the independent variable. Looking at Eq8, the regression reveals that 

none of the factors of salary in relation to job satisfaction is significant. This does not mean 

that there is no relation between the two.  Rather this only shows that there is no enough 

evidence to prove the existence of the relationship and its direction.   

The parameters for Job Enrichment factors: only 3 of 4 variables are significant. The 

value of the parameter for q3 (the challenging nature of job tasks and responsibilities) is 

positive (0.156) with a t-ratio of (1.670) and significant at 10%. This means that a 

relationship exists between job enrichment and job satisfaction. The relationship can be 

explained with 90% accuracy. If employees feel that they have jobs that are challenging 

enough, job satisfaction will also increase.  

The parameter for q4, involvement and treatment by colleagues and supervisors to 

the job is positive (0.367) with a t-ratio of (3.251) and is significant at 5% level. This means 

that there is a relationship between the two and this relationship can be confidently 
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explained with at least 95% accuracy. The relationship indicates that if employees feel that 

their colleagues and supervisors treat them well; their level of job satisfaction will increase.  

The parameter for q10, the chance to make autonomous decisions and have them 

implemented on the job is positive (0.128) with a t-ratio of (1.781) and is significant at 10% 

level. This indicates that there is a relationship between the two and this relationship can be 

confidently explained with at least 90% accuracy. This means that if the employees have a 

chance to make autonomous decisions and have them implemented; their level of job 

satisfaction will also go up. 

The parameter for Job Stability only 1 of 3 variables is significant at 10% level. The 

value of the parameter q7, the way the job provides job security is (0.298) with a t-ratio of 

(3.256). This is an indication that a relationship exists between employees’ perception of 

security for their job and job satisfaction. This means that if employees’ perception of 

security for job is high then the higher the level of job satisfaction. The existence of this 

relationship can at least be explained with 90% accuracy. 

Finally the R-square stands at (0.919) after the elimination process; therefore the 

model can explain 92% of the variance in job satisfaction from salary, job enrichment and 

job stability approach.  

Results for hypotheses  

For all the salary variables, the parameter for q1, q2 and q9, are not significant at any 

level (1%, 5% and 10%). Therefore there is no relationship between the 3 variables and job 

satisfaction. Employees do not feel satisfied with the job as a whole (on overall there is no 

satisfaction from the job). Retain the null hypothesis: βYX = 0 

Results for hypothesis  

For the job enrichment variable for q3 the challenging nature of the job (tasks and 

responsibilities) on the job is significant. Therefore there is a relationship between q3 and 

job satisfaction. Reject the null hypothesis and accept the alternative: βYX ≠ 0 
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Results for hypothesis  

For the job enrichment variable for q4, chance to make autonomous decisions and have 

them implemented on the job is positive at the job is significant. Therefore there is a 

relationship between q10 and job satisfaction. Reject the null hypothesis and accept the 

alternative: βYX ≠ 0 

Results for hypothesis  

For the job enrichment variable for q10, chance to make autonomous decisions and 

have them implemented on the job is positive at the job is significant. Therefore there is a 

relationship between q10 and job satisfaction. Reject the null hypothesis and accept the 

alternative: βYX ≠ 0 

Results for hypothesis   

For the Job Enrichment variables, the parameter for q12 is not significant at any level 

(1%, 5% and 10%). Therefore there is no relationship between q12 and job. Retain the null 

hypothesis: βYX = 0 

Results for hypothesis  

For the Job Stability variables, the parameter for q6 is not significant at any level (1%, 

5% and 10%). Therefore there is no relationship between q6 and job. Retain the null 

hypothesis: βYX = 0 

Results for hypothesis  

For the Job Stability variables, the parameter for q7, the way the job provides a secure 

future is significant. Therefore there is a relationship between q7 and job satisfaction. Reject 

the null hypothesis and accept the alternative: βYX ≠ 0 
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Results for hypothesis  

For the Job Stability variables, the parameter for q13, recognition for a good job well 

done and the security it provides is not significant at any level (1%, 5% and 10%). Therefore 

there is no relationship between q13 and job satisfaction. Retain the null hypothesis: βYX = 

0 

Results for hypothesis  

For the Job Stability variables, the parameter for q14, comparatively the better security 

the employer offers in difficult times is not significant at any level (1%, 5% and 10%). 

Therefore there is no relationship between q14 and job satisfaction. Retain the null 

hypothesis: βYX = 0 
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4.7 Empirical Results (Model 2) 

This sub-section introduces the results for salary, job enrichment and job stability as the 

independent variables and job satisfaction as the dependent variable. This is the second item 

for measuring job satisfaction. 

Table 4.7. Multiple Regression Analysis of salary, job enrichment and job stability and job 
satisfaction  

Y2= Job Satisfaction (Q11) 

  Eq1 Eq5 
 Xi  (Question) β value 

(t-value) 
β value 

(t-value) 

x1 Q1: The amount of pay for the work I do. 0.121* 
(1.652) 

0.112* 
(1.853) 

x 2 Q2: My salary compared with other employees in similar 
position in other government institutions other than 
the civil service. 

-0.031 
(-0.483) 

 

Sa
la

ry
  

x3 Q9: My salary compares well 0.020 
(0.327) 

 

x4 Q3: The challenging nature of my job (tasks & 
responsibilities) 

0.158* 
(1.766) 

0.146* 
(1.748) 

x5 Q4: The involvement and treatment by colleagues and 
supervisor that I get. 

0.004 
(0.042) 

 

x6 Q10: I can make autonomous decisions and suggestions 
at work and have them implemented. 

0.245*** 
(3.634) 

0.255*** 
(4.109) 
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x7 Q12: My job requires me to do many things at work, 
using a variety of skills and talents (intellectual and 
non-intellectual ideas). 

0.152* 
(1.711) 

0.144* 
(1.828) 

x8 Q6: The way my job provides for steady employment.  -0.28 
(-0.266) 

 

x9 Q7: The way my job provides for a secure future. 0.141 
(1.408) 

0.130* 
(1.680) 

x10 Q13: If I do a good job the department/ministry will 
recognise my effort and my job safe. 

0.113* 
(1.659) 

0.113* 
(1.752) 
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x11 Q14: Compared with my employer, other employers fire 
workers more readily in times of difficulty. 

0.122* 
(1.694) 

0.119* 
(1.730) 

 R2 0.947 0.947 

*p < 0.1   **p < 0.05 ***p < 0.001 
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Y2= Job satisfaction.  Q11 (I like my job better than the average worker). 

 

A model of job salary is shown in Table 4.7. By using backward elimination process, 

after examining the p–value for the 11 independent variables, the highest insignificant one is 

eliminated. The table shows empirical results for job satisfaction as a function of salary, job 

enrichment and job stability (security) factor variables. This process is repeated five times 

until in the fifth equation the remaining independent variables reach at least the target of at 

least 10% level of significance. It was found that six variables (q1, q3, q7,q12 q13 and q14) 

reached the 10% level. Only1 factor variable (q10) reached a 1% level of significance. 

The parameter for each variable represents the percent change in the Job Satisfaction 

due to a 1% change in the independent variable. Looking at Eq5, the regression reveals that: 

the parameter of salary q1, employee’s satisfaction of the job based on salary in 

correspondence with the work they do and in comparison with other workers is significant at 

10%. The parameter is positive (0.112) with a t-ratio of (1.853). This means that the higher 

the level of job liking and satisfaction based on salary, the higher the level of job satisfaction 

as a whole. The other factors for salary are not significant. 

The parameters of Job Enrichment factors: only 2 of 4 variables are significant. The 

value of the parameter for q3 is positive at (0.146) with a t-ratio of (1.748) and is significant 

at 10% level. This is about the challenging nature of job and responsibilities at the work 

place. This means that if employees feel that nature of the job they do is more challenging 

and have more responsibilities, the level of their job satisfaction will increase. 

The parameter for q10, the ability to make autonomous decisions and suggestions 

and have them implemented is also positive (0.252) with a t-ratio of (4.019) and is 

significant at 1%. This means the more challenging and more responsibilities the employee 

has, the higher the level of job satisfaction. 

The parameters of Job Stability only 3 of 4 variables are significant. The value of the 

parameter for q7, the way the job provides a secure future is (0.130) with a t-ratio of (1.680). 

This means that employees if employees feel that their future is safe due to the stability of 

the job, their level of job satisfaction increases. 
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The value of the parameter for q13, the recognition employees get for a good job 

well done and the security it accords the future is positive (0.133) with a t-ratio of (1.752). 

This means that employees if employees perceive that doing a good job earns recognition 

which in turns secures the job, their level of satisfaction with the job will increase. 

The value of the parameter for q11, the level of liking the job in comparison with 

other workers is positive (0.119) with a t-ratio of (1.730). This means that the more 

employees like their jobs than others the higher the satisfaction levels.  

Finally the R-square stands at (0.947) after the elimination process. Therefore the 

model can explain 94% of the variance in job satisfaction from salary, job enrichment and 

job stability approach.  

Results for hypotheses  

For the salary variables, only the parameter for q1, the amount of salary for the work 

done is significant. When employees feel that the amount of pay they get is commensurate 

with the amount of work they do, satisfaction goes up. Reject the null hypothesis and 

accept the alternative: βYX = 0 

Therefore there is a relationship between the 3 variables and job satisfaction. 

Results for hypotheses  

For the salary variable, the parameter for q2, salary in comparison with other 

employees in similar position in other government institutions other than the civil service is 

not significant. Retain the null hypothesis: βYX = 0 

This means that there is no relationship between q2 and job satisfaction. 

Results for hypotheses  

     For the salary variable, the parameter for q9, salary in comparison with other employees 

on the same job in the civil service is not significant. Retain the null hypothesis: βYX = 0 
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This means that there is no relationship between q9 and job satisfaction. 

Results for hypothesis  

For the job enrichment variable for q3 the challenging nature of the job (tasks and 

responsibilities) on the job is significant. Reject the null hypothesis and accept the 

alternative: βYX ≠ 0 

Therefore there is a relationship between q3 and job satisfaction. 

Results for hypothesis for the job enrichment variable for q4, the involvement and 

treatment from colleagues and supervisors is not significant. Retain the null hypothesis: 

βYX = 0 

Therefore there is no relationship between q4 and job satisfaction. 

Results for hypothesis  

For the job enrichment variable for q10, chance to make autonomous decisions and 

have them implemented on the job is positive at the job is significant. Reject the null 

hypothesis and accept the alternative: βYX ≠ 0 

Therefore there is a relationship between q10 and job satisfaction. 

Results for hypothesis   

For the Job Enrichment variables, the parameter for q12, variety of skills and talents 

(intellectual and non-intellectual) required to do work on the job is significant. Reject the 

null hypothesis and accept the alternative: βYX ≠ 0 

Therefore there is a relationship between q12 and job. 

Results for hypothesis  

For the Job Stability variables, the parameter for q6 the way the job provides for steady 

employment is not significant at any level. Retain the null hypothesis: βYX = 0 
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Therefore there is no relationship between q6 and job satisfaction. 

Results for hypothesis  

For the Job Stability variables, the parameter for q7, the way the job provides a secure 

future is significant. Reject the null hypothesis and accept the alternative: βYX ≠ 0 

Therefore there is a relationship between q7 and job satisfaction. 

Results for hypothesis  

For the Job Stability variables, the parameter for q13, recognition for a good job well 

done and the security it provides is significant. Reject the null hypothesis and accept the 

alternative: βYX ≠ 0 

Therefore there is a relationship between q13 and job satisfaction. 

Results for hypothesis  

For the Job Stability variables, the parameter for q14, comparatively the better security 

the employer offers in difficult times is significant. Reject the null hypothesis and accept 

the alternative: βYX ≠ 0 

Therefore there is relations hip between q14 and job satisfaction. 
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4.8 Empirical Results (Model 2) 

This sub-section presents the results of the regression analysis in which salary; job 

enrichment and job stability are the independent variables with employee commitment as 

dependent variable.  

Table 4.8. Multiple Regression Analysis of salary, job enrichment and job stability 

and employee commitment  

Y2= Employee Commitment (Q8) 

  Eq1 Eq8 

 Xi  (Question) β value 
(t-value) 

β value 
(t-value) 

x1 Q1: The amount of pay for the work I do. 0.392*** 
(3.464) 

0.427*** 
(4.838) 

x2 Q2: My salary compared with other employees in similar 
position in other government institutions other than 
the civil service. 

0.142 
(1.439) 
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x3 Q9: My salary compares well 0.134 
(1.430) 

0.161* 
(1.867) 

x4 Q3: The challenging nature of my job (tasks & 
responsibilities) 

0.013 
(0.090) 

 

x5 Q4: The involvement and treatment by colleagues and 
supervisor that I get. 

-0.124 
-0.832 

 

x6 Q10: I can make autonomous decisions and suggestions at 
work and have them implemented. 

0.114 
(1.095) 

 

Jo
b 

E
nr

ic
hm

en
t/a

ut
on

om
y 

x7 Q12: My job requires me to do many things at work, 
using a variety of skills and talents (intellectual and 
non-intellectual ideas). 

-0.022 
(-0.157) 

 

x8 Q6: The way my job provides for steady employment.  -0.084 
(-0.506) 

 

x9 Q7: The way my job provides for a secure future. 0.020 
(0.127) 

 

x10 Q13: If I do a good job the department/ministry will 
recognise my effort and my job safe. 

0.167 
(1.592) 

0.190** 
(2.159) 
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x11 Q14: Compared with my employer, other employers fire 
workers more readily in times of difficulty. 

0.234* 
(2.108) 

0.200* 
(2.379) 

 R2 0.875 0.870 

*p < 0.1   **p < 0.05 ***p < 0.001 
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Y3= Employee Commitment. Q8 (My employer offers better salary and other privileges so I 
cannot leave my job). 

 

A model of employee commitment is shown in Table 4.8. By using backward 

elimination process, after examining the p–value for the 11 independent variables, the 

highest insignificant one is eliminated. The table shows empirical results for employee 

commitment as a function of salary, job enrichment (autonomy) and job stability (security) 

factor variables. This process is repeated eight times until in the eighth equation the 

remaining independent variables reach the target of at least 10% level of significance.  

The parameter for each variable represents the percent change in the Employee 

Commitment due to a 1% change in the independent variable. Looking at Eq8, the 

regression reveals that: the parameter for salary q1, employee’s satisfaction of the job based 

on salary in correspondence salary and other privileges offered by the employer is positive 

(0.427) with a t-ratio (4.838) and is significant at 1% level. This means that if the employees 

feel that the employer offers better salaries and other privileges, the level of commitment 

will increase.  

The parameter for salary q9, the comparison of salary with other employees on the 

same level is positive (0.161) with a t-ratio of (1.867) and is significant at 10% level. This 

means that if employees feel that their salary compares well with other employees on the 

same position, their level of commitment to the employer will go up. 

For the parameters of Job Enrichment factors none of them is significant. This means 

that there is no relationship between job enrichment and employee commitment. Hence this 

will not be discussed in a detail. 

The value of the parameter for job stability, q13, the recognition employees get for a 

good job well done and the security it accords the future is positive (0.190) with a t-ratio of 

(2.159). Level of significance is 5%.This means that employees if employees perceive that 

doing a good job earns recognition which in turns secures the job, their level of commitment 

to the job/employer will increase. 
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The value of the parameter for  job stability, q14, the employer does not fire worker 

more readily in times of need as compared with other employers is also positive (0.200) with 

a t-ratio of (2.379) and is significant at 10% level. This means that the more employees feel 

that there more job security with their employer, the higher the employee commitment levels. 

Finally the R-square stands at (0.870) after the elimination process. Therefore the 

model can explain 87% of the variance in employee commitment from salary, job 

enrichment and job stability approach.  

Results for hypotheses  

For the salary variables, only the parameter for q1, the amount of salary for the work 

done is significant. Reject the null hypothesis and accept the alternative: βYX ≠ 0 

Therefore there is a relationship between the q1 variable and employee commitment. 

Results for hypotheses  

For the salary variable, the parameter for q2, salary in comparison with other 

employees in similar position in other government institutions other than the civil service is 

not significant. Retain the null hypothesis: βYX = 0 

This means that there is no relationship between q2 and employee commitment. 

Results for hypothesis  

For the salary variable, the parameter for q9, salary in comparison with other 

employees on the same job in the civil service is significant. Reject the null hypothesis and 

accept the alternative: βYX ≠ 0 

This means that there is a relationship between q9 and employee commitment. 
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Results for hypothesis  

For the job enrichment variable for q3 the challenging nature of the job (tasks and 

responsibilities) on the job is not significant. Retain the null hypothesis: βYX = 0 

Therefore there is no relationship between q3 and employee commitment. 

Results for hypothesis  

For the job enrichment variable for q4, the involvement and treatment from colleagues 

and supervisors is not significant. Retain the null hypothesis: βYX = 0 

Therefore there is no relationship between q4 and employee commitment. 

Results for hypothesis  

For the job enrichment variable for q10, chance to make autonomous decisions and 

have them implemented on the job is not significant. Retain the null hypothesis: βYX = 0 

Therefore there is no relationship between q10 and employee commitment. 

Results for hypothesis   

For the Job Enrichment variables, the parameter for q12, variety of skills and talents 

(intellectual and non-intellectual) required to do work on the job is significant.  

Retain the null hypothesis: βYX = 0 

Therefore there is a relationship between q12 and employee commitment. 

Results for hypothesis  

For the Job Stability variables, the parameter for q6 the way the job provides for steady 

employment is not significant at any level. Retain the null hypothesis: βYX = 0 

Therefore there is no relationship between q6 and employee commitment. 
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Results for hypothesis  

For the Job Stability variables, the parameter for q7, the way the job provides a secure 

future is not significant. Retain the null hypothesis: βYX = 0 

Therefore there is not relationship between q7 and employee commitment. 

Results for hypothesis  

For the Job Stability variables, the parameter for q13, recognition for a good job well 

done and the security it provides is significant. Reject the null hypothesis and accept the 

alternative: βYX ≠ 0 

Therefore there is a relationship between q13 and employee commitment. 

Results for hypothesis  

For the Job Stability variables, the parameter for q14, comparatively the better security 

the employer offers in difficult times is significant. Reject the null hypothesis and accept 

the alternative: βYX ≠ 0 

Therefore there is relations hip between q14 and employee commitment. 
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4.9 Empirical Results (Model 2) 

This sub-section presents the results of the regression analysis in which salary; job 

enrichment and job stability are the independent variables with employee commitment as 

dependent variable.  

Table 4.9. Multiple Regression Analysis of salary, job enrichment and job stability, and 
employee commitment  

Y2= Employee Commitment (Q16) 

  Eq1 Eq10 

 Xi  (Question) β value 
(t-value) 

β value 
(t-value) 

x1 Q1: The amount of pay for the work I do. 0.026 
(0.190) 

 

x2 Q2: My salary compared with other employees in similar 
position in other government institutions other than 
the civil service. 

0.057 
(0.487) 
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x3 Q9: My salary compares well -0.021 
(-0.188) 

 

x4 Q3: The challenging nature of my job (tasks & 
responsibilities) 

0.175 
(1.057) 

 

x5 Q4: The involvement and treatment by colleagues and 
supervisor that I get. 

0.493** 
(2.732) 

0.517*** 
(4.429) 

x6 Q10: I can make autonomous decisions and suggestions 
at work and have them implemented. 

-0.047 
(-1.274) 

 

Jo
b 

E
nr

ic
hm

en
t/a

ut
on

om
y 

X7 Q12: My job requires me to do many things at work, 
using a variety of skills and talents (intellectual and 
non-intellectual ideas). 

-0.209 
(-1.274) 

 

x8 Q6: The way my job provides for steady employment.  0.390* 
(1.980) 

0.399*** 
(3.412) 

x9 Q7: The way my job provides for a secure future. -0.183 
(-0.994) 

 

x10 Q13: If I do a good job the department/ministry will 
recognise my effort and my job safe. 

0.108 
(0.859) 
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x11 Q14: Compared with my employer, other employers fire 
workers more readily in times of difficulty. 

0.138 
(1.039) 

 

 R2 0.822 0.811 

*p < 0.1   **p < 0.05 ***p < 0.001 
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Y2=Employee Commitment. Q16 (I have no intention to leave my employer but I may do so 
if an opportunity opens). 

A model of employee commitment is shown in Table 4.9. By using backward 

elimination process, after examining the p–value for the 11 independent variables, the 

highest insignificant one is eliminated. The table shows empirical results for employee 

commitment as a function of salary, job enrichment (autonomy) and job stability (security) 

factor variables. This process is repeated ten times until in the tenth equation the remaining 

independent variables reach the target of at least 10% level of significance.  

The parameter for each variable represents the percent change in the Employee 

Commitment due to a 1% change in the independent variable. Looking at Eq10, the 

regression reveals that the parameters for salary are not significant. This means that there is 

no relationship between salary and employee commitment, therefore we will not discuss 

them in any detail.  

The parameter for job enrichment q4, the involvement on the job and the treatment 

by colleagues and supervisor is positive (0.517) with a t-ratio of (4.429) and is significant at 

1% level. This means that if employees feel that they are involved in their jobs and get good 

treatment by colleagues and their supervisors, then the level of their commitment increases. 

The value of the parameter for job stability, q6, the way the job provides for steady 

employment is also positive at (0.399) with a t-ratio of (3.412) and is significant at 1% level. 

This means that the more employees feel that their job provides steady employment the 

higher the level of commitment to the job. The rest of the variables are not significant and 

will therefore not be discussed in detail. 

Finally the R-square stands at (0.811) after the elimination process. Therefore the 

model can explain 81% of the variance in employee commitment from salary, job 

enrichment and job stability approach.  

Results for hypotheses  

For the salary variables, only the parameter for q1, the amount of salary for the work 

done is not significant. Retain the null hypothesis: βYX = 0 
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Therefore there is no relationship between the q1 variable and employee commitment. 

Results for hypotheses  

For the salary variable, the parameter for q2, salary in comparison with other 

employees in similar position in other government institutions other than the civil service is 

not significant. Retain the null hypothesis: βYX = 0 

This means that there is no relationship between q2 and employee commitment. 

Results for hypotheses  

For the salary variable, the parameter for q9, salary in comparison with other 

employees on the same job in the civil service is not significant. Retain the null hypothesis: 

βYX = 0 

This means that there is no relationship between q9 and employee commitment. 

Results for hypothesis  

For the job enrichment variable for q3 the challenging nature of the job (tasks and 

responsibilities) on the job is not significant. Retain the null hypothesis: βYX = 0 

Therefore there is no relationship between q3 and employee commitment. 

Results for hypothesis  

For the job enrichment variable for q4, the involvement and treatment from colleagues 

and supervisors is significant. Reject the null hypothesis and accept the alternative: βYX 

≠ 0 

Therefore there is a relationship between q4 and employee commitment. 
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Results for hypothesis  

For the job enrichment variable for q10, chance to make autonomous decisions and 

have them implemented on the job is not significant. Retain the null hypothesis: βYX = 0 

Therefore there is no relationship between q10 and employee commitment. 

Results for hypothesis  

For the Job Enrichment variables, the parameter for q12, variety of skills and talents 

(intellectual and non-intellectual) required to do work on the job is significant. Retain the 

null hypothesis: βYX = 0 

Therefore there is a relationship between q12 and employee commitment. 

Results for hypothesis  

For the Job Stability variables, the parameter for q6 the way the job provides for steady 

employment is significant. Reject the null hypothesis and accept the alternative: βYX ≠ 0  

Therefore there is no relationship between q6 and employee commitment. 

Results for hypothesis  

For the Job Stability variables, the parameter for q7, the way the job provides a secure 

future is not significant. Retain the null hypothesis: βYX = 0 

Therefore there is not relationship between q7 and employee commitment. 

Results for hypothesis  

For the Job Stability variables, the parameter for q13, recognition for a good job well 

done and the security it provides is not significant. Retain the null hypothesis: βYX = 0 

Therefore there is no relationship between q13 and employee commitment. 
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Results for hypothesis  

For the Job Stability variables, the parameter for q14, comparatively the better security 

the employer offers in difficult times is not significant. Retain the null hypothesis: βYX = 0 

Therefore there is no relationship between q14 and employee commitment. 
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4.10: Empirical results (Model 3) 

This sub-section presents the results of the regression analysis in which salary; job 

enrichment and job stability are the independent variables with turnover intentions as 

dependent variable.  

Table 4.10. Multiple Regression Analysis of salary, job enrichment and job stability 

and turnover intentions (Y1) 

Y1= Turnover Intentions (Q15) 
  Eq1 Eq6 

 Xi  (Question) β value 
(t-value) 

β value 
(t-value) 

x1 Q1: The amount of pay for the work I do. -0.315** 
(-2.554) 

-0.330** 
(-2.888) 

x2 Q2: My salary compared with other employees in similar 
position in other government institutions other than 
the civil service. 

0.240** 
(2.239) 

0.252** 
(2.432) 
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x3 Q9: My salary compares well 0.169* 
(1.657) 

0.177* 
(1.917) 

 
x4 Q3: The challenging nature of my job (tasks & 

responsibilities) 
 0.233* 

(1.749) 

x5 Q4: The involvement and treatment by colleagues and 
supervisor that I get. 

  

x6 Q10: I can make autonomous decisions and suggestions 
at work and have them implemented. 
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X7 Q12: My job requires me to do many things at work, 
using a variety of skills and talents (intellectual and 
non-intellectual ideas). 

0.277* 
(1.855)                   

0.260**            
(1.993) 

 
x8 Q6: The way my job provides for steady employment.    

x9 Q7: The way my job provides for a secure future.   

x10 Q13: If I do a good job the department/ministry will 
recognise my effort and my job safe. 
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x11 Q14: Compared with my employer, other employers fire 
workers more readily in times of difficulty. 

0.347** 
(2.877) 

0.355** 
(3.211) 

 R2 0.852 0.849 

*p < 0.1   **p < 0.05 ***p < 0.001 
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Y1= Turnover Intentions. QA= I intend to remain in my profession but leave my current 

employer for a better one within these 2 years. 

 

A model of Turnover Intentions is shown in Table 4.10. This intention is based on 

the question of time period (2 years). That is whether the employees want to maintain the 

same employer of leave within the next 2 years. By using backward elimination process, 

after examining the p–value for the 11 independent variables, the highest insignificant one is 

eliminated. The table shows empirical results for Turnover Intentions (within the next 2 

years) as a function of salary, job enrichment and job stability (security) factor variables. 

This process is repeated six times until in the sixth equation the remaining independent 

variables reach at least the target of 10% level of significance. It was found that 7 variables 

were significant: (q1), (q2), (q12) and (q14) were found to be significant at 5% level. (q3) 

and (q9) were found to be significant at 10% level. 

The parameter for each variable represents the percent change in Turnover Intentions 

due to a 1% change in the independent variable. Looking at Eq6, the regression reveals that 

all of the factors of salary in relation to Turnover Intentions are significant. The parameters 

for salary factors: 1 of the 3 is negative (-0.330) with a t-ratio of (-2.888) and is significant 

at 5% and this is q1, the parameter for salary and the amount of the work the employee does. 

This means that the lower the salary, the higher the turnover intentions. This means that if 

employees’ feel that their salaries are low, the intentions to leave their current employer 

within the next 2 years will increase.  

 The parameters for the other factors are positive. For q2, (salary compared with 

other employees in similar positions in other government institutions other than the civil 

service) the parameter is (0.252) with a t-ratio of (2.432) and is significant at 5% level. The 

comparison of the salaries will determine whether the employees feel that their employer 

lags behind the market or not. If they feel that they get lower salaries, then turnover 

intentions will go up, if they feel that their salaries are high then intentions would go down. 

In the meantime the time frame is short-the next 2 years. In other words, even though the 

employees feel that their salaries compare well with those on the same position other than 
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the civil service, they will still look for other opportunities/jobs that pay better than their 

employer. 

For q9 (comparison of the salary with other workers on the same position) has a 

parameter of (0.177) with a t-ratio of (1.917) and is significant at 5% level. This also 

indicates that there is a relationship between the two variables. Since the relationship is 

positive, it means that even if employees perceive that their salaries compare well with other 

employees within the position, their intent to find new job within the next 2 years will still 

increase. This also contradicts with other research findings that when employees have a high 

sense of distributive justice, the intent to leave their jobs lowers. 

The parameters for Job Enrichment factors: only 2 of 4 variables are significant. The 

value of the parameter for q3 (the challenging nature of job tasks and responsibilities) is 

positive (0.233) with a t-ratio of (1.749) and significant at 10%. This means that a 

relationship exists between job enrichment and turnover intentions within the next 2 years. 

The relationship can be explained with 85% accuracy. Even though employees feel that they 

have jobs that are challenging enough, the intention to leave the current employer in the next 

2 years will still increase although they will still wish to maintain their professions.   

For q12, (the job requires the employee to do a lot of things at work using a variety 

of skills and talents) has a parameter of (0.260) with a t-ratio of (1.993). It is also significant 

at 5% level. This means that despite having enriched jobs, employees still have the intention 

to leave the current employer within the next 2 year although they may have to maintain 

their professions. 

The parameter for Job Stability only 1 of 4 variables is significant. The value of the 

parameter q14, in comparison with this employer, other employers fire workers more readily 

in times on difficulty is (0.355) with a t-ratio of (3.211).  It is also significant at 10% level. 

This means that despite the security that the employer (government) offers to its employees, 

there is still that strong intent for a lot of employees to leave their jobs. 

Finally the R-square stands at (0.849) after the elimination process; therefore the 

model can explain 85% of the variance in turnover intentions from salary, job enrichment 

and job stability approach.  
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Results for hypothesis  

For the salary variables: the parameter for q1 (the amount of pay for the work done) is 

significant at 5% level. Therefore there is relationship between salary and turnover 

intentions (the intention to leave the job and find another one in the next 2 years). However 

the relationship is negative. This means that if the salaries are better or people have a higher 

positive perception of their salaries then turnover intentions within the next 2 years will go 

down. Reject the null hypothesis and accept the alternative: βYX ≠ 0 

Results for hypothesis  

The parameter for q2 (employee’s salary in comparison with other employees in 

similar position in other government institutions other than the civil service) is significant at 

significant at 5% level. Therefore there is relationship between salary and turnover 

intentions (the intention to leave the job and find another one in the next 2 years). Reject the 

null hypothesis and accept the alternative: βYX ≠ 0 

Results for hypothesis  

The parameter for q9 (employee’s salary compares well with that of other workers on 

the same position) is significant at any 5% level. Therefore there is relationship between 

salary and turnover intentions (the intention to leave the job and find another one in the next 

2 years). Reject the null hypothesis and accept the alternative: βYX ≠ 0 

Results for hypothesis  

For the job enrichment variables: the parameter for q3 (the challenging nature of the 

job (tasks and responsibilities) on the job) is significant. Therefore there is a relationship 

between q3 and turnover intentions (the intention to leave the job and find another one in the 

next 2 years).  Reject the null hypothesis and accept the alternative: βYX ≠ 0 

Results for hypothesis  

The parameter for q4 (the involvement and treatment received from colleagues and 

supervisor) is not significant. Therefore there is no relationship between q4 and turnover 
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(the intention to leave the job and find another one in the next 2 years). Retain the null 

hypothesis: βYX = 0 

Results for hypothesis  

The parameter for q10 (the chance to make autonomous decisions and suggestions at 

work and have them implemented) is not significant. Therefore there is no relationship 

between q10 and turnover (the intention to leave the job and find another one in the next 2 

years). Retain the null hypothesis: βYX = 0 

Results for hypothesis  

The parameter for q12 (the job requires the employee to many things at work, using a 

variety of skills and talents both intellectuals and non-intellectual ideas) is significant. 

Therefore there is a relationship between q12 and turnover (the intention to leave the job and 

find another one in the next 2 years). Reject the null hypothesis and accept the 

alternative: βYX ≠ 0 

Results for hypothesis  

For the job stability variables: the parameter for q6 (the way my job provides for 

steady employment) is not significant. Therefore there is no relationship between q6 and 

turnover (the intention to leave the job and find another one in the next 2 years). Retain the 

null hypothesis: βYX = 0 

Results for hypothesis  

The parameter for q7 (the way the job provides for a secure future) is not significant. 

Therefore there is no relationship between q7 and turnover (the intention to leave the job and 

find another one in the next 2 years). Retain the null hypothesis: βYX = 0 

Results for hypothesis  

The parameter for q13 (if the employee does a good job the department/ministry will 

recognise the efforts and so the job is safe) is not significant. Therefore there is no 
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relationship between q13 and turnover (the intention to leave the job and find another one in 

the next 2 years). Retain the null hypothesis: βYX = 0 

Results for hypothesis  

The parameter for q14 (compared with this employer, other employers fire workers 

more readily in times of difficulty) is significant. Therefore there is a relationship between 

q14 and turnover (the intention to leave the job and find another one in the next 2 years). 

Reject the null hypothesis and accept the alternative: βYX ≠ 0 
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4.11 Empirical results (Model 3) 

This sub-section presents the results of the regression analysis in which salary; job 

enrichment and job stability are the independent variables with turnover intentions as 

dependent variable.  

Table 4.11  Multiple Regression Analysis of salary, job enrichment and job stability and 
turnover intentions (Y1) 

Y1= Turnover Intentions (Q17) 

  Eq1 Eq8 

 Xi  (Question) β value 
(t-value) 

β value 
(t-value) 

x1 Q1: The amount of pay for the work I do. -0.176 
(-1.241) 

-0.196* 
(-1.762) 

x2 Q2: My salary compared with other employees in similar 
position in other government institutions other than 
the civil service. 

-0.088 
(-0.692) 
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x3 Q9: My salary compares well 0.259** 
(2.194) 

0.218** 
(2.052) 

x4 Q3: The challenging nature of my job (tasks & 
responsibilities) 

0.228 
(1.334) 

 

x5 Q4: The involvement and treatment by colleagues and 
supervisor that I get. 

-0.094 
(-0.508) 

 

x6 Q10: I can make autonomous decisions and suggestions 
at work and have them implemented. 

-0.125 
(-0.966) 
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X7 Q12: My job requires me to do many things at work, 
using a variety of skills and talents (intellectual and 
non-intellectual ideas). 

0.607*** 
(3.563) 

0.608*** 
(4.657) 

x8 Q6: The way my job provides for steady employment.  0.110 
(0.534) 

 

x9 Q7: The way my job provides for a secure future. -0.087 
(-0.450) 

 

x10 Q13: If I do a good job the department/ministry will 
recognise my effort and my job safe. 

0.034 
(0.262) 
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x11 Q14: Compared with my employer, other employers fire 
workers more readily in times of difficulty. 

0.235* 
(1.704) 

0.279)** 
(2.346) 

 R2 0.807 0.792 

*p < 0.1   **p < 0.05 ***p < 0.001 
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Y1= Turnover Intentions. Q17= I am considering taking another job the soonest I find it. 

A model of Turnover Intentions is shown in Table 4.11. This intention is based on 

the employee’s intention to take another job the soonest they can find it. 

That is there is already an intention to look for another job but leaving the current 

employer depends on how soon the other job can be found. By using backward elimination 

process, after examining the p–value for the 11 independent variables, the highest 

insignificant one is eliminated. The table shows empirical results for Turnover Intentions (as 

soon as the next job is found) as a function of salary, job enrichment and job stability 

(security) factor variables. This process is repeated six times until in the sixth equation the 

remaining independent variables reach at least the target of 10% level of significance. 

It was found that 4 variables were significant: (q1) was found to be significant at 10% 

level; (q9) and (q14) were found to be significant at 5% level and finally, (q12) was found to 

be significant at 1% level. The other variables were found to be insignificant at any level. 

The parameter for each variable represents the percent change in Turnover Intentions 

due to a 1% change in the independent variable. Looking at Eq6, the regression reveals 2 of 

the 3 factors of salary in relation to Turnover Intentions are significant. The parameters for 

salary factors: 1 of the 2 is negative (-0.196) with a t-ratio of (-1.762) and is significant at 

10% and this is q1, the parameter for salary and the amount of the work the employee does. 

This means that the lower the salary, the higher the turnover intentions. This means that if 

employees’ that their salaries are low, the intentions to leave their current employer as soon 

as they can find a new job. 

For q9 (comparison of the salary with other workers on the same position) has a 

parameter of (0.218) with a t-ratio of (2.052) and is significant at 5% level. This also 

indicates that there is a relationship between the two variables. Since the relationship is 

positive, it means that even if employees perceive that their salaries compare well with other 

employees within the position, their intent to find new job the soonest they can find them. 

Thus regardless of fair distributive justice that can be applied to the employees, the 

employees would still take on new jobs if they become available. This means that if the jobs 

cannot be found very soon, the employees would remain in their respective jobs. 
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For q12, (the job requires the employee to do a lot of things at work using a variety 

of skills and talents) has a parameter of (0.608) with a t-ratio of (4.657). It is also significant 

at 1% level. This means that despite having enriched jobs, employees still have the intention 

to leave the current employer although they may have to maintain their professions. This 

however is based on chance opportunity that the job becomes available and the time lag is 

immediate. That is, the moment one finds the new job then they will leave the current 

employer (government). 

The parameter for Job Stability only 1 of 4 variables is significant. The value of the 

parameter q14, in comparison with this employer, other employers fire workers more readily 

in times on difficulty is (0.279) with a t-ratio of (2.346).  It is also significant at 5% level. 

This means that despite the security that the employer (government) offers to its employees, 

there is still that strong intent for a lot of employees to leave their jobs.  

The parameter for Job Stability only 1 of 4 variables is significant. The value of the 

parameter q14, in comparison with this employer, other employers fire workers more readily 

in times on difficulty is (0.279) with a t-ratio of (2.346).  It is also significant at 5% level. 

This means that despite the security that the employer (government) offers to its employees, 

there is still that strong intent for a lot of employees to leave their jobs. 

Finally the R-square stands at (0.792) after the elimination process; therefore the 

model can explain 79% of the variance in turnover intentions from salary, job enrichment 

and job stability approach.  

Results for hypothesis  

For the salary variables: the parameter for q1 (the amount of pay for the work done) is 

significant at 10% level. Therefore there is relationship between salary and turnover 

intentions (the intention to leave the job as long as another one becomes available). However 

the relationship is negative. This means that if employees feel that salaries are better or 

people have a higher positive perception of their salaries then turnover intentions will go 

down. Further if the job does not become available any time soon, then the employees will 

maintain their present job. Reject the null hypothesis and accept the alternative: βYX ≠ 0 
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Results for hypotheses  

The parameter for q2 (employee’s salary in comparison with other employees in 

similar position in other government institutions other than the civil service) is not 

significant at any level. Therefore there is no relationship between salary and turnover 

intentions. Retain the null hypothesis: βYX = 0 

Results for hypotheses  

The parameter for q9 (employee’s salary compares well with that of other workers on 

the same position) is significant at any 5% level. Therefore there is relationship between 

salary and turnover intentions (depending on the timely availability of the new job). Reject 

the null hypothesis and accept the alternative: βYX ≠ 0 

Results for hypotheses  

For the job enrichment variables: the parameter for q3 (the challenging nature of the 

job (tasks and responsibilities) on the job) is not significant. Therefore there is no 

relationship between q3 and turnover intentions (depending on how quick the job will be 

available). Retain the null hypothesis: βYX = 0 

Results for hypotheses  

The parameter for q4 (the involvement and treatment received from colleagues and 

supervisor) is not significant. Therefore there is no relationship between q4 and turnover 

(depending on how quick the job will be available). Retain the null hypothesis: βYX = 0 

Results for hypotheses  

The parameter for q10 (the chance to make autonomous decisions and suggestions at 

work and have them implemented) is not significant. Therefore there is no relationship 

between q10 and turnover (depending on how quick the job will be available). Retain the 

null hypothesis: βYX = 0 
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Results for hypotheses  

The parameter for q12 (the job requires the employee to many things at work, using a 

variety of skills and talents both intellectuals and non-intellectual ideas) is significant at 5% 

level. Therefore there is a relationship between q12 and turnover (depending on how quick 

the job will be available). Reject the null hypothesis and accept the alternative: βYX ≠ 0 

Results for hypotheses  

For the job stability variables: the parameter for q6 (the way my job provides for 

steady employment) is not significant. Therefore there is no relationship between q6 and 

turnover (depending on how quick the job will be available). Retain the null hypothesis: 

βYX = 0 

Results for hypotheses  

The parameter for q7 (the way the job provides for a secure future) is not significant. 

Therefore there is no relationship between q7 and turnover (depending on how quick the job 

will be available). Retain the null hypothesis: βYX = 0 

Results for hypotheses  

The parameter for q13 (if the employee does a good job the department/ministry will 

recognise the efforts and so the job is safe) is not significant. Therefore there is no 

relationship between q13 and turnover (the intention to leave the job and find another one in 

the next 2 years). Retain the null hypothesis: βYX = 0 

Results for hypotheses  

The parameter for q14 (compared with this employer, other employers fire workers 

more readily in times of difficulty) is significant at 5% level. Therefore there is a 

relationship between q14 and turnover (depending on how quick the job will be available). 

Reject the null hypothesis and accept the alternative: βYX ≠ 0 
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4.12: Empirical results (Model 3) 

This sub-section presents the results of the regression analysis in which salary; job 

enrichment and job stability are the independent variables with turnover intentions as 

dependent variable.  

Table 4.12. Multiple Regression Analysis of Salary, Job Enrichment and Job Stability and 

Turnover Intentions 

Y1= Turnover Intentions (Q18) 
  Eq1 Eq8 

 Xi  (Question) β value 
(t-value) 

β value 
(t-value) 

x1 Q1: The amount of pay for the work I do. -0.128 
(-1.274) 

-0.142* 
(-1.858) 

x2 Q2: My salary compared with other employees in similar 
position in other government institutions other than 
the civil service. 

-0.006 
(-0.064) 
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x3 Q9: My salary compares well -0.022 
(-0.258) 

 

x4 Q3: The challenging nature of my job (tasks & 
responsibilities) 

0.133 
(1.081) 

 

x5 Q4: The involvement and treatment by colleagues and 
supervisor that I get. 

-0.134 
-1.016 

 

x6 Q10: I can make autonomous decisions and suggestions 
at work and have them implemented. 

0.079 
(0.856) 
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X7 Q12: My job requires me to do many things at work, 
using a variety of skills and talents (intellectual and 
non-intellectual ideas). 

0.293** 
(2.397) 

0.293** 
(2.978) 

x8 Q6: The way my job provides for steady employment.  0.401** 
(2.723) 

0.400*** 
(3.732) 

x9 Q7: The way my job provides for a secure future. -0.041 
(-0.298) 

 

x10 Q13: If I do a good job the department/ministry will 
recognise my effort and my job safe. 

-0.017 
(-0.180) 
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x11 Q14: Compared with my employer, other employers fire 
workers more readily in times of difficulty. 

0.403*** 
(4.078) 

0.407*** 
(4.398) 

 R2 0.901 0.897 

*p < 0.1   **p < 0.05 ***p < 0.001 
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Y1= turnover intentions. Q18 = (I have no intention to leave my current employer at all). 

 

A model of Turnover Intentions is shown in Table 4.12. This intention is based on 

the employee’s intention not to leave the current employer at all. That is there is no intention 

to leave the current employer at all.  

By using backward elimination process, after examining the p–value for the 11 

independent variables, the highest insignificant one is eliminated. The table shows empirical 

results for Turnover Intentions (no intention to leave the current employer at all) as a 

function of salary, job enrichment and job stability (security) factor variables. This process 

is repeated eight times until in the eighth equation the remaining independent variables reach 

at least the target of 10% level of significance. It was found that 4 variables were significant: 

(q1) was found to be significant at 10% level; (q12) was found to be significant at 5% level; 

(q6) and (14) were found to be significant at 1% level. The other variables were found to be 

insignificant at any level. 

The parameter for each variable represents the percent change in Turnover Intentions 

due to a 1% change in the independent variable. Looking at Eq8, the regression reveals 1 of 

the 3 factors of salary in relation to Turnover Intentions is significant. The parameters for 

salary factors, q1 is negative (-0.142) with a t-ratio of (-1.858) and is significant at 10%. 

This means that the lower the salary, the higher the turnover intentions. Or, if salary 

increases, turnover will decrease. That is, if employees’ feel that their salaries are low, there 

will be higher intentions to leave their current employer as soon as they can find a new job. 

For q12, (the job requires the employee to do a lot of things at work using a variety 

of skills and talents) has a parameter of (0.293) with a t-ratio of (2.978). It is also significant 

at 5% level. This means that as job enrichment increases and so does turnover increases. In 

other words, increasing job enrichment does not decrease employee turnover intentions. 

 

The parameters for Job Stability only 2 of 4 variables are significant. The value of 

the parameter q6, the way the job provides for steady employment is (0.400) with a t-ratio of 
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(3.732) and is significant at 1%. This means that as stability increases so does turnover 

intentions. This is quite different from previous researches that indicate that most of the 

employees would on the job because of secure jobs. 

The value of the parameter for q14, in comparison with this employer, other 

employers fire workers more readily in times on difficulty is (0.407) with a t-ratio of (4.398).  

It is also significant at 1% level. This means that despite the security that the employer 

(government) offers to its employees, there is still that strong intent for a lot of employees to 

leave their jobs. Intentions to leave the employer increase despite an increase in job security 

that the employer offers. 

Finally the R-square stands at (0.897) after the elimination process; therefore the 

model can explain 90% of the variance in turnover intentions from salary, job enrichment 

and job stability approach.  

Results for hypotheses  

For the salary variables: the parameter for q1 (the amount of pay for the work done) is 

significant at 10% level. Therefore there is relationship between salary and turnover 

intentions (the intention to leave the job as long as another one becomes available). However 

the relationship is negative. This means that if employees feel that salaries are better or 

people have a higher positive perception of their salaries then turnover intentions will go 

down. We can therefore predict turnover by using salary. Reject the null hypothesis and 

accept the alternative: βYX ≠ 0 

Results for hypotheses  

The parameter for q2 (employee’s salary in comparison with other employees in 

similar position in other government institutions other than the civil service) is not 

significant at any level. Therefore there is no relationship between salary and turnover 

intentions- the intention to completely leave the current employer. Retain the null 

hypothesis: βYX = 0 
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Results for hypotheses  

The parameter for q9 (employee’s salary compares well with that of other workers on 

the same position) is not significant at any level. Therefore there is no relationship between 

salary and turnover intentions- the intention to completely leave the current employer. 

Retain the null hypothesis: βYX = 0 

Results for hypotheses  

For the job enrichment variables: the parameter for q3 (the challenging nature of the 

job (tasks and responsibilities) on the job) is not significant. Therefore there is no 

relationship between q3 and turnover intentions- the intention to completely leave the 

current employer. Retain the null hypothesis: βYX = 0 

Results for hypotheses  

The parameter for q4 (the involvement and treatment received from colleagues and 

supervisor) is not significant. Therefore there is no relationship between q4 and turnover-the 

intention to completely leave the current employer. Retain the null hypothesis: βYX = 0 

Results for hypotheses  

The parameter for q10 (the chance to make autonomous decisions and suggestions at 

work and have them implemented) is not significant. Therefore there is no relationship 

between q10 and turnover-the intention to completely leave the current employer. Retain 

the null hypothesis: βYX = 0 

Results for hypotheses  

The parameter for q12 (the job requires the employee to many things at work, using a 

variety of skills and talents both intellectuals and non-intellectual ideas) is significant at 5% 

level. Therefore there is a relationship between q12 and turnover- the intention to 

completely leave the current employer. Reject the null hypothesis and accept the 

alternative: βYX ≠ 0 
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Results for hypotheses  

For the job stability variables: the parameter for q6 (the way my job provides for 

steady employment) is not significant at 1% level. Therefore there is no relationship 

between q6 and turnover- the intention to completely leave the current employer. Retain the 

null hypothesis: βYX = 0 

Results for hypotheses  

The parameter for q7 (the way the job provides for a secure future) is not significant. 

Therefore there is no relationship between q7 and turnover- the intention to completely leave 

the current employer. Retain the null hypothesis: βYX = 0 

Results for hypotheses  

The parameter for q13 (if the employee does a good job the department/ministry will 

recognise the efforts and so the job is safe) is not significant. Therefore there is no 

relationship between q13 and turnover- the intention to completely leave the current 

employer. Retain the null hypothesis: βYX = 0 

Results for hypotheses  

The parameter for q14 (compared with this employer, other employers fire workers 

more readily in times of difficulty) is significant at 5% level. Therefore there is a 

relationship between q14 and turnover- the intention to completely leave the current 

employer. Reject the null hypothesis and accept the alternative: βYX ≠ 0 
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Empirical Results Discussions 

Model 1 

Looking at the results from the tables 4.3, 4.4 and 4.5 for the first model in which 

hypotheses 1 and 2 are being tested, the following results are seen: 

Hypothesis 1: 

For hypothesis 1 (there is no relationship between Job satisfaction and job Turnover 

Intentions), only 1 item is significant with the 3 items of turnover. Q11 (I love my job better 

than the average worker) is positive and statistically significant at 1% level with all the 3 

items for job turnover. This means that for Q15 (I intend to remain in my profession but to 

leave my current employer for a better one within these 2 years); employees are well 

satisfied with their jobs but not the employer. This means that intentions to find new 

employers will remain high in the next 2 years. We can as well postulate that government 

will face a lot of resignations and/or job dumping at a large scale.  Based on the theories of 

job affective, job satisfaction is viewed as a phenomenon with exogenous (external) sources 

or a person/work role interaction. It can be said that the employees perceived enough 

satisfaction with their jobs although they may not be satisfied to maintain the same employer 

(Judge & Timothy, 2005).  

On the second item of the dependent variable, Q 17 (I am considering taking another 

job the soonest I find it) is positively significant at 1% level. This means that even though 

these employees are well satisfied with their jobs, they do not intend to stay on the same job 

for long. Thus they will take advantage of the rising opportunities to move to other jobs 

and/or employers. In essence, employees will not be able to move on to new jobs and to new 

employers if no new job openings are available. These arguments are very plausible with 

regard to the theories of job turnover in terms of push and pull factors. According 

(Loquercio, 2006; Werner & DeSimone, 2006), pull factors concern the attraction of new 

jobs or the prospect of the period of being unemployed. That is the availability or offers of 

attractive jobs and the consideration of the length of time when one maybe jobless if they 

decided to leave the current job. Therefore, if there are no attractive jobs (pull factors) then 
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the people would rather remain with the unsatisfying employer than leave into cold waters 

of jobless miseries, (Tang et al, 2000). 

Alternatively, employees may decide to move out because they feel like they are 

being pushed out of the organisation by the organization itself.  Often these are 

organizational factors namely policies, values and management, management support, 

training and development, terms and conditions of service. When employees feel that the 

policies of the company are not good enough for their growth, they tend to look for other 

“better” employers who have “better” policies for their career and personal growth. This 

may also be the case with these employees (civil servants). 

Finally, for the last item of the dependent Q18 (I have no intention to leave my 

employer at all) is also positive and significant at 1% level. This means that even though the 

employees love their jobs and like it too, they still have a wish to move on to the next 

employer. Finding a new job at this time translates into finding a new employer. 

Based on the prior arguments on job satisfaction and turnover, it is worthy pointing 

out it may not necessarily be job satisfaction that may keep employees on the job. 

Individuals may be satisfied with their jobs in terms of what and how they are supposed to 

achieve and how to achieve them, yet they may still be unsatisfied with other things 

surrounding the job such as their compensation package and others.  If this happens, it is 

more likely that workers will try to find other “better” jobs in which case the employer is 

also likely to be a different one. Therefore, simply being satisfied with the job alone is not 

enough. Other factors surrounding the job that deal directly with the welfare of the 

individual need to be taken care of so that the employee continues to stay on the same job. It 

is possible therefore that employees may be enjoying their job and be satisfied with it at the 

same time be dissatisfied with their employer’s policies on different aspects of their 

compensation system. Irrefutably, there is a relationship between job satisfaction and 

turnover intentions. 
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Hypothesis 2 

For hypothesis 2 (there is no relationship between Employee Commitment and job 

Turnover Intentions); only 1 item is significant with the 3 items of turnover. Q16 (I have no 

intention to leave my employer but I may do so if an opportunity opens up) is positive and 

statistically significant at 1% level with all the 3 items for job turnover. This means that for 

Q15 (I intend to remain in my profession but to leave my current employer for a better one 

within these 2 years); most of the employees’ commitment is highly attitudinal as opposed 

to behavioural. This is to explain that employees consider the extent to which their values 

and goals are compatible with those of the employer- government in this case. If they feel 

that their values are not compatible with those of the employer, workers tend to develop 

negative attitudes which are portrayed on the job. One such attitude is lack of decisiveness 

in terms of continuing with the same employer at all times regardless of whether there are 

seemingly greener pastures elsewhere. 

In addition to the above, employees have continuance kind commitment. This means 

that employees look at the cost-benefit effects of either staying with or leaving the employer, 

(Meyer & Allen, 2003). Employees will have to evaluate the benefits they may gain if they 

continue with the same employer or they leave for another one. They also have to evaluate 

any losses they may make if they remain with the current employer or if they choose to 

move on to the next one. The third decision is to evaluate the period that they may be jobless 

if they decide to leave the current employer. If the prospect of being jobless for a long time 

is bigger, then employees are more likely to remain with their current employer. This is 

perhaps why these employees can only leave the government if there are other job openings 

elsewhere. If the job openings are not available then, the employees will still remain on their 

current jobs. Oftentimes individuals attach having a job and status. Some people would not 

quit their jobs if they think the length of being jobless will be long because this also means 

losing their status in the society (as they can no longer command any respect within the 

society). The other reason is the weight of responsibility they have. The more responsibility 

the individual has, the less likely they would want to quit their jobs without any prospects of 

a new job.  
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Since the world economy is not good right now, most of the employees may feel 

unsafe to quit their jobs. The prospects of finding new jobs right now may not be as obvious 

as more and more companies are trying to avoid hiring more staff in order to mitigate the 

impact of the global recession. Individuals may therefore fear to venture into new jobs so 

soon in case they may be the first ones to be fired when the company has financial problems. 

Finally, for the last item of the dependent Q18 (I have no intention to leave my 

employer at all) is also positive and significant at 1% level. This means that even though the 

employees seem to be committed to their jobs, there is still an intention to leave their jobs in 

one way or the other.  It can be inferred from the previous two results why this may be the 

case. The previous results show that their commitment is not based on intrinsic loyalty but 

rather on gains and losses to be incurred if there is continued service on not. This is not a 

hopeless situation on the part of government considering the economic issues surrounding 

Malawi- high unemployment rates and impending effects of world recession.  

Based on the above discussion, we can confidently conclude that there is a 

relationship between employee commitment and turnover intentions. This relationship is 

however different from most of the previous research findings (Meyer & Allen, 2003; 

Becker & Billings, 1993; Hunt & Morgan, 1994) in which increased employee commitment 

reduced turnover intentions and ultimately turnover itself. The reason for this disparity may 

be explained in that the commitment being exercised by the employees is simply on cost-

assessment and not obligatory (normative). There is also affective commitment but at a very 

low level. 

Model 2 

Looking at the results from the tables 4.6; 4.7; 4.8 and 4.9 for the first model in 

which hypotheses 1 and 2 are being tested, the following results are seen: 

Hypothesis 3(a & b) 

For hypothesis (a) (There is no relationship between salary strategies and job 

satisfaction): salary is statistically significant with just one item for satisfaction (liking the 

job far better than other workers). The relationship is also positive. This means that when 
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employees perceive that their salary and the work they do are comparable; they tend to feel 

more satisfied than the average workers. The opposite may also be true-low sense of salary 

in comparison with the work done, lowers down satisfaction. Employees who normally have 

very low perception of their salary in comparison with work they also tend to develop low 

motivation for the job and hence their satisfaction is usually lower than the average workers 

(Judge & Hulin, 1990).  

For hypothesis (b) (There is no relationship between salary strategies and employee 

commitment): based on the results, there is a relationship between salary and employee 

commitment. The parameters are significant and in a positive direction. This relationship is 

dual dimensional (two way). In the first place, employees feel committed on their job based 

on the amount of pay for the work they do. The second reason is that they feel that there is 

fairness in distribution of the pay for workers on the same position. These finding are in line 

with (Meyer & Allen, 1991) writings about commitment. The employees are committed due 

to the gains they get and the losses they may make and not necessarily because they feel 

obligated to do so. In essence continuance commitment refers to an awareness of the costs 

associated with leaving the organisation. Employees whose primary link to the organisation 

is continuance commitment stay because they need to do. This indicates that the more 

workers feel the trade–offs in the employer-employee relationship is comparable, they more 

they will be committed to the employer. Alternatively, employees at this time feel that they 

are more likely to gain more by staying with the employer than they are going to lose if they 

leave. There may also be other factors that may make workers to feel compiled to be 

committed to their job and/or employer. Some reasons for being committed may not be 

visible or understood because of peoples’ different attitudes to life and their environment.  

It should be noted at this point that according to Malawi Government Public Sector 

Administration (2004) the remuneration in Government is meant to compensate employees 

for services rendered. Employees occupying equivalent grades regardless of profession share 

similar salaries. There are however minimal annual salary increments that result in officers’ 

salaries progressing over time in respective salary scales. It is important therefore for 

employees at the same position to feel this high sense equality and fairness in terms of their 

salary strategies which government designed to be that way. 
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Hypothesis 4(a & b) 

For hypothesis (a) (There is no relationship between job enrichment (autonomy) and 

Job satisfaction): out of the four items for job enrichment only three are statistically 

significant in a positive direction with the overall joy  obtained from the  job as a whole. The 

three items are: the challenging nature of the job (tasks & responsibilities); the involvement 

and treatment by colleagues and supervisor received and; the chance to make autonomous 

decisions and suggestions at work and have them implemented. These results are promising. 

Employees get a strong sense of satisfaction for their job as a whole when the job tasks and 

responsibilities are challenging. Additionally, when people feel that they highly involved on 

the job and they also get positive and encouraging treatment from colleagues and supervisor.  

Another important item is the ability to make autonomous decisions and suggestions at work 

and have them implemented. Thus the more job enrichment strategies are observed and 

practiced, the more satisfied the employees become. These findings are supported by 

Moorhead and Griffin (2004), Mohr and Zoghi, (2006) and Miner (2005) about job 

enrichment and employees’ satisfaction.  

For hypothesis (b) (There is no relationship between Job enrichment (autonomy) and 

Employee Commitment): out of the four items for job enrichment only one is statistically 

significant in a positive direction with no intention to leave the employer but may do so if an 

opportunity opens up. The item is for involvement and treatment received from colleagues 

and supervisor. This means that employees consider their involvement and treatment by 

colleagues and supervisors as very important on the work place. It is important therefore that 

strategies that involve job enhancement and teamwork be encouraged. Also building 

relationships that contribute positively to the employees would be an added advantage for 

the government to enhance employee commitment. The results indicate clearly that all 

conditions being equal, they would remain in their current jobs hence maintain their current 

employer. However, if a job opening happens to be available somewhere, they will simply 

jump over it. In essence this is an indication that their commitment is highly based on two 

things: the perception that they are being highly involved and therefore they not being 

wasted, and; the strong and good relationships that the workplace accords. These results are 

also supported by (Scott-Ladd, Travaglione & Marshall, 2006) in their study where they 

found that the more employees are involved the more they become satisfied and the more 
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they commit. Also, the more internetworking and team work there is (cordial relations 

among employees, colleagues and supervisors), the more employees develop affective 

commitment towards the organisation. The similar results were once replicated by 

(Moorhead & Griffin, 2004). 

Hypothesis 5(a & b) 

For hypothesis (a) (There is no relationship between Job stability and Job 

satisfaction): out of the three items for job stability (security) only one is statistically 

significant in a positive direction with the overall joy the employee gets from the job as a 

whole. The item is for the way the job provides for a secure future. When employees feel 

that they will have a secure future due to the way their job is organised, they will also feel a 

high sense of satisfaction. In this case it shows that the employees feel more satisfied with 

the security the jobs accord them. It can therefore be seen that enhancing job security 

strategies has a positive influence on the satisfaction of the employees. These findings are 

not new as they have once been studied and had similar results. According to (Ongori, 2007) 

a similar study conducted in Botswana produced similar results. The theories of job security 

stipulate that the more employees feel safe and secure on the jobs or with their employers, 

the more likely they will become satisfied. Satisfied workers hardly quit their jobs anyhow. 

It was also found that secure employees are more productive because they do not usually 

suffer psychological problems (Stewart, 2002). 

The second question for job satisfaction (liking the job far better than other workers) 

is also statistically significant with three item measures of job stability. The items include: 

the way the job provides for the secure future; if the employee does a good job the 

department/ministry will recognise the effort and so the job is safe, and finally; other 

employers fire workers more readily in comparison with this employer. These results have 

important underlying messages. They indicate that a worker’s satisfaction may rise above 

other workers if some or all of these job security and stability practices are in place.  

If workers perceive that their job is stable and so provides secure future, satisfaction 

levels go up. The importance of having stable jobs according to (Yakoboski, 1997) is that, 

from a policy perspective, often a large portion of workers’ retirement benefits are tied to 
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their jobs. Common knowledge tells us that workers with defined benefit plans receive 

substantially lower benefits if they change jobs frequently. Thus the more they change jobs 

the more they lose their pension and retirement benefits, the fewer the benefits they will 

have after retirement. This pauses a bleaker and unsecure future for the employees.  

The other thing worth noting is the security that comes about as a result of doing 

well on the job. When employees do a good job, they need to be recognised. It is natural for 

human beings to long to achieve and get recognition for their achievement. This was already 

proposed and tested by Maslow’s Hierarchy of Need theory (1954). In addition, employees 

would rather trade off their good performance for job security. In these times of global 

recession when people are losing jobs, employees would try as much as possible to be the 

best so that they escape the axing hand of lay-off. Therefore the assurance that they would 

hardly be fired in times of hardship is of paramount importance. This also means that the 

institution is more stable and hence able to maintain workers even in times of hardships. The 

stability of the institution also has a bearing on the future of the employees. If the institution 

is not stable, workers are more likely to be losing their terminal benefits in case of closer as 

it was the case with ENRON (BBC Business News, 2002). 

For hypothesis (b):  There is no relationship between Job stability (security) and 

Employee Commitment): out of the four items for job stability/security, only two are 

statistically significant with employer’s offering other better privileges such that the 

employee cannot leave the job. The two items are: if the employees do a good job the 

department/ministry will recognise the effort and the job is safe and, other employers fire 

workers more readily in comparison with this employer. The commitment here is based on 

seemingly “selfish” reasons where the employees know that they are going to gain 

something-recognition for a good job-well-done; security; stability and of course other 

privileges.  As explained in the earlier hypotheses results, employees develop commitment 

based on different reasons one of which is the gain-loss predictability that determines their 

level of commitment. In this case, job stability/security strategies being implemented by the 

government seem to work the magic-enhancing commitment of the workers to their 

employer. 

 



 

112 

 

Model 3 

The third model tests hypotheses 6,7 and 8. From tables 4.10, 4.11 and 4.12 the 

results of the hypotheses can be discussed as follows: 

Hypothesis 6 

There is no relationship between salary strategies and job turnover intentions: all of 

the three items for salary are statistically significant with the employees’ intention to remain 

in the profession but leave the employer for a better one within these 2 years. The first item 

for salary (the amount of pay for the work done) is negatively correlated. The deeper 

meaning of this is that employees would wish to get to the next job if the salaries are low. If 

the salaries are high they would intend to remain on the same job and with the same 

employer. Thus increasing the salaries would reduce turnover intention and the opposite is 

also true. This kind of finding has support from other studies in which employees felt that 

they would want to find jobs with higher salaries either in the short term or in the long term 

(Loquercio, 2006; Werner & DeSimone, 2006). 

 

Looking at the second item for measuring turnover (I am considering taking another 

job the soonest I find it); there is also a negative correlation. In essence, the employees have 

a strong perception of the need for higher salaries in order to stay in government. Only 

external markets (availability of job) may prevent the exit movement of civil servants. The 

third measure for turnover (I have no intention to leave my current employer at all) is also 

significantly negative. The deeper meaning of this finding is that salary has a lot to do with 

the employee’s decision to exit or stay in the government. We can conclusively say that 

salary in this situation a good cause of dissatisfaction. According to (Chyung, 2005), when 

the condition of hygiene deteriorates to levels where employees feel it to be unacceptable, it 

causes dissatisfaction. However raising the level of hygiene factors to an optimal level does 

not bring satisfaction and this is basically the case in this study. In all essence the amount of 

pay for the work done by the employee has a totally negative effect on turnover intentions. It 

may be important for the government to consider raising the salaries of employees to avoid 

disaffection although this may not raise any satisfaction at all. 
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The second item of salary is (employee’s salary compares well with other employees 

in similar position in other government institutions other than the civil service). This item is 

positively significant with the intention to leave the job in the next 2 years. This means that 

employees would seek new employment based on the comparison of their salaries and those 

of non-civil servants in other government institutions within these 2 years. The comparison 

of the salaries will determine whether the employees feel that they lag behind or not. If they 

feel that they get lower salaries, then turnover intentions will go up, if they feel that their 

salaries are high then intentions would go down. (This interpretation is provided by the 

Minnesota Satisfaction Questionnaire, 1967).  These kinds of results are often due to the 

peoples’ thinking that organisations with the same mother body should have very 

comparable salaries. This may be a farfetched dream in that some organisations within the 

same umbrella body may have higher salaries due to profit making and small numbers of 

employees. According to (Malawi Government Public Sector Administration, 2004), salary 

levels in government more especially in civil service are much lower. This is a function of 

affordability in the profit making private sector organizations and other non-civil service 

institutions and large numbers in the public service. High profits in such institutions are also 

basically due to high competition and performance-pay at all levels which is not the case in 

civil service. Therefore, seeking equal pay levels with non-civil service would be unfair 

distribution of resources considering that there are no high profits and no competition in the 

civil service. 

 

Testing the same item with the intent to leave as soon as a new job opening is 

available, the item becomes insignificant in the last (8th) equation but only in the first 

equation. In the first equation the two are statistically significant in the negative direction. 

This means that the more jobs become available the more employees will exit the civil 

service, the less the opportunities become available the less employees will exit the service. 

This is a finding that has been attributed a function of internal and external market 

availability. However, testing the same item with (I have no intention to leave my current 

employer at all), the item is insignificant in the last (8th equation). In the first equation there 

is statistical significance and in the negative direction. In essence, there are those intentions 

to leave the civil service.  
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Finally, the third item for salary (a comparison of the salary with other workers on 

the same position) is also significant but in the positive direction. Since the relationship is 

positive, it means that even though employees perceive that their salaries compare well with 

other employees within the same or similar position, their intent to find new job within the 

next 2 years will still be high. This also contradicts with other research findings that when 

employees have a high sense of distributive justice, the intent to leave their jobs lowers. This 

is called distributive justice in which case the employees look at results of fairness in 

different dimensions: equity (based on contributions), equality (all have an equal chance) 

and need (those with greatest deficits). There may be other trigger factors to be looked into 

as to why these employees may still want to move out even though their perception of 

justice is high. 

Testing the same item with (the consideration to take another job the soonest the 

employer finds it) the result is insignificant in the last equation but negatively significant in 

the first equation. Thus employees would only take on a new job based on its availability. It 

does not matter that they feel a strong sense of fairness in the distribution of the resources. 

Government can only bank on the unavailability of jobs elsewhere so that its employees do 

not exit the civil service. 

 Hypothesis 7 

There is no relationship between job enrichment (autonomy) and turnover intentions: 

of all the four measures for job enrichment/autonomy, only two are statistically significant 

although it is at different levels. These items are: the challenging nature of the job (tasks & 

responsibilities) and the job requires the employer to do many things at work, using a variety 

of skills and talents (intellectual and no-intellectual ideas).  

 

Testing the first item against (I intend to remain in my profession but leave my 

current employer for a better one within these 2 years), the result is positive significance. 

Thus, even if government improve on this item civil servants will still leave the service. The 

other items are not significant in the last equation but in the first equation and are 

negatively significant. At a lower level this means that if job enrichment strategies are 
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improved, intentions to quit within the next 2 years will be reduced. This is also true even if 

jobs are available. 

   

Testing the other second significant item the job requires the employer to do many 

things at work, using a variety of skills and talents (intellectual and no-intellectual ideas) 

against all the 3 measures for turnover, all are positively significant. This has a lot of 

implications. In the first place, it means that no matter how people feel about their jobs in 

terms of challenging jobs as well as the diversity of the job, turnover intentions will not go 

down. People will still try their best to move out either within these 2 years or when the jobs 

become available or anytime. 
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CHAPTER V. CONCLUSIONS AND RECOMMENDATIONS 

Chapter Overview 

This chapter has 3 major parts: part I conclusion, part II recommendations and part 

III recommendations for future research for government. In the conclusion, highlights are 

made about the major and serious issues observed in the study. In the second section 

provides possible solutions and recommendations to government on how it can deal with 

these problems considering that the problems cannot be overcome just at one time. 

Conclusions Based on the Results 

Based on H1and H2 

1. Employees are well satisfied with their jobs but not the employer. This means that 

intentions to find new employers will remain high in the next 2 years. We can as 

well postulate that government will face a lot of resignations and/or job. 

2. There is high employee commitment among the civil servants. However this 

commitment is based simply on the cost-assessment made by the employees. That is 

what they are bound to gain or lose if they stay or exit the civil service. Due to this, 

intentions to quit the civil service remain high. This kind of commitment is not 

strong to hold the employees to stay on the job. If they perceive to incur a lot of 

losses by staying on the job, employees will exit in masses.  

3. Employees want to join new jobs but will not be able to move on to new jobs and to 

new employers if no new job openings are available. Employees may decide to 

move out because they feel like they are being pushed out of the organisation by the 

organization itself. This is because the employer’s policies and HR strategies are not 

in tandem with the needs, values and aspirations of the employees. Often these are 

organizational factors namely policies, values and management, management 

support, training and development, terms and conditions of service. These are 

extrinsic values of the job as they are influenced by outside and environments 

(government policy, supervision and pay). In essence this shows that most of the 
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employees would want nice and descent jobs that would make them proud in terms 

of values. 

Based on H3  

1. When employees perceive that their salary and the work they do are comparable; they 

tend to feel more satisfied than the average workers. The opposite may also be true-

low sense of salary in comparison with the work done, lowers down satisfaction. 

Employees who normally have very low perception of their salary in comparison 

with work they also tend to develop low motivation for the job and hence their 

satisfaction is usually lower than the average workers (Judge & Hulin, 1990). This is 

the case with the civil servants in this study. There are other privileges that bind 

people to stay on the job.  

2. Employees feel committed on their job based on the amount of pay for the work they 

do. The second reason is that they feel that there is fairness in distribution of the pay 

for workers on the same position. This is a good development considering that 

government’s policy is that employees within the same job grade should get the 

same pay. The difference in pay comes due to tenure-as time goes employees tend to 

receive salary increments (Malawi Government Public Sector Administration, 2004). 

 

Based on H4 

1. There is relative satisfaction with job enrichment/autonomy. These include the 

challenging nature of the job (tasks & responsibilities); the involvement and 

treatment by colleagues and supervisor received and; the chance to make 

autonomous decisions and suggestions at work and have them implemented. These 

results are promising. Employees get a strong sense of satisfaction for their job as a 

whole when the job tasks and responsibilities are challenging. Thus, it appears that 

intrinsic job characteristics play a significant role in boosting job satisfaction. 

2. Employees have no intention to leave the employer but may do so if an opportunity 

opens up because of the involvement and treatment received from colleagues and 

supervisor. Enjoying good company and a sense of recognition by having more and 

autonomous responsibilities bring these employees. In better words, the employees 
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are committed to stay in the job due to the good involvement and treatment they 

receive from colleagues and supervisors. However they move to a new job if an 

opportunity opens up. They do not intend to go on job hunt but simply waits for 

chance coincidence. This means that employees consider their involvement and 

treatment by colleagues and supervisors as very important on the work place. 

Based on H5 

1. Employees feel that they will have a secure future due to the way their job are 

organised, hence they feel a high sense of satisfaction. In this case it shows that the 

employees feel more satisfied with the security the jobs accord them. It can 

therefore be seen that enhancing job security strategies has a positive influence on 

the satisfaction of the employees. 

2. Workers perceive that their jobs are stable and so provide secure future; consequently 

their satisfaction levels are high. Stable jobs translate into more terminal benefits as 

time goes the benefits accumulate. This stability is in terms of both the employer 

and the employee’s job. If the employer is not stable, employees are usually worried 

of continued existence of the organisation because if the organisations go down, 

their benefits often go down to the drain with it. Secondly they become jobless, and 

no continued income. This has a lot of psychological effects on the well-being of the 

individuals. 

3. Employees feel that their jobs get secure when they do well on the job. They are 

therefore ready to sacrifice what it takes to secure their jobs (their future). This is 

good in that it works as a vicious circle. The employees try to work hard in order to 

secure their jobs, when they do well; the government recognises it and are safe. In 

turn the employees feel satisfied with both the recognition and the security their 

good actions bring.  

4. It is also observed that the employees perceive that their employer hardly fires people 

in times of hardship. On other hand, other employers fire workers more readily in 

times of hardship. This knowledge that the employer hardly fires people is very 

comforting and gives the employees a reason to be committed to their employer. 

5. The employer offers other better privileges such that the employees cannot leave the 

job/employer. This is one reason for the employee’s commitment to this employer. 
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This is consistent with the earlier findings about commitment that employee are 

committed based on conditions that they gain something by staying. Thus they know 

they will gain other better privileges. 

Based on H6 

1. Employees would wish to get to the next job because the salaries are low as soon as 

they land another job or find an opportunity to do so. If the salaries are high they 

would intend to remain on the same job and with the same employer. 

2. There is a general feeling that employees do not receive salaries commensurate with 

the work they do thereby the wish to find other jobs (employers). They therefore 

wish to get new jobs in order to have better pecks. 

3. There is high comparison for salaries among employees. This comparison is about 

employees’ salaries under the same mother institution-government but in different 

institutions on the same or similar positions. There is a general trend that the salaries 

are comparable but the civil servants would still want to move out any time soon 

into other sectors other than civil service. 

 

Based on H7 

 

1. The job enrichments strategies being employed are not good enough to stop civil 

servants from moving out. Employees feel that they have challenging jobs and have 

so much autonomy but they would still move on to new jobs, either in the next 2 

years or as soon as they find them. However, some factors were negatively 

significant at the lowest level (in the first equation and not the last), which means if 

strategies are enhanced turnover intentions may be reduced in the long run. 

Therefore all is not lost for the government. 

 

Based on H8 

1. Employees feel that they have safe and secure jobs. This perception is very high 

however this does not stop them from looking for jobs either in the immediate future, 

in the far future and anytime they can find it. Even though the jobs seem to provide 

a secure future, employees would still try their way out from the civil service. This 
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is important to note because previous researches show that employees would remain 

on the job if they feel it is secure or stable. This finding explains in other words that 

a secure future is not always bright. It may also be that employees understand the 

unpredictability of life as such they cannot guarantee a bright future simply because 

it the employer has good job security strategies. This may also explain the notion 

that if physical needs are not met, it is hard for the employees to feel satisfied for the 

future. This vindicates Maslow’s theory of needs. 

2. We can conclude that there are a lot of dissatisfies or hygiene factors that need to be 

corrected so that dissatisfaction should be reduced and then the employees can 

experience the satisfiers or the motivators. Without the motivators employees would 

not feel dissatisfied but without the hygiene factors being in order, employees will 

have high tendencies to seek employment where there are fewer dissatisfies.  

 

In a nutshell, government should work hard to enhance satisfaction through salaries. 

It should also put structures that would enhance employee commitment at all its 3 different 

levels: affective, continuance and normative. From the study, employees are committed 

simply because they are looking for something to gain from the government. If this perceive 

that they will not gain something, they are more likely to jump from job to job a situation 

which is worrisome. Some of the structures may be increasing the chance for employees to 

work in teams to create more affective commitment. Also develop structures that will 

promote career growth and personal growth. These will boost employee commitment. The 

bottom line is that government should address the most pertinent issue of salary. This means 

everything related to salary, in short tangible monitory benefits. Without address the first 

physical need, there will be continued attrition rates and government will not be able achieve 

the Malawi Growth and Development Strategy (MGDS), since civil servants are the 

government’s tool for spearheading any development. 
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Recommendations  

For the Government 

There are a number of issues that the government needs to do in order to mitigate the 

problems at hand.  

1. The government needs to address the issues of salaries as well as other compensation 

matters in general before the other things are done. This is because if all conditions 

were equal, most of the employees would have left the civil service as they feel that 

they are totally dissatisfied. They are still remaining in the service due to: lack of 

other opportunities, they feel secure and stable on job, they feel their jobs provide a 

secure future, they enjoy other better privileges, they perceive a strong sense of 

fairness in salary distribution, they feel satisfied with the treatment from colleagues 

and supervisors and also, there are no easy way of finding new jobs due to high 

unemployment rates. If these positives did not exist on the job, most definitely there 

would be more exists. The other way of thinking about it is what would happen if 

they stopped considering the other factors as being important in their lives. It is 

obvious that there would be mass exodus to other sectors or employers. 

2. The govt should realign its policies to suit the current global labour market demands 

and supply chain. With free labour market or liberalisation, more and more 

employees will look for competitive employers in different aspects. Professional 

migration (brain drain according to the employer) may increase as employees have 

the chance to choose who they want to work for. The changes should focus on short 

term and medium mitigation on turnover and also focus on long term prospects. 

3. With Malawi’s fast growing economy due to more international investors and 

organisations, govt should expect high attrition rates as the knowledge workers will 

be attracted by these competitive international organisations. This calls for a good 

overhaul of policies and HR strategies. The more laxity govt enjoys the more it is 

likely to lose employees to such institutions. Govt should make itself a competing 

body in the globalised world otherwise there is more doom to be expected. To retain 

workers, govt ought to provide: 

• Highly competitive pay or compensation strategies 

• Challenging work 
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• Introduce performance incentives/bonuses 

• Opportunities to develop in a specialist field  

• Management support in decision making. 

 

 
Bearing in mind that the economy for Malawi is small and donor-dependent, there 

are many constraints to the government budget. Due to this problem, government may not 

always be able to offer very attractive salaries to these knowledge workers. It is therefore 

suggested that the government should consider putting in other fringe benefits to the 

employees which would compensate the difference in the salary. These may not necessarily 

have to be monetary, they may be in-kind benefits. 

 

Recommendations for Future Research 

• There is need to conduct a good qualitative research with focus groups and semi-

structured interviews with selected policy makers and the employees themselves to 

determine the way forward-policies that will make govt a competitive employer too.  

• The government ought to establish the extent to which bundles of HR strategies and 

specific practices for attracting, motivating and retaining knowledge workers are 

convergent or divergent with its poachers especially in areas that it is heavily 

affected (health, judiciary and teaching). In essence the government needs to instate 

a thorough research on what the market is offering on the same jobs and why its 

competitors are doing that. This means that the research should find out which areas 

government is lagging or leading in terms of both monetary and non-monetary 

compensations and benefits. While doing that the job structures (tasks and 

responsibilities) should be looked into so that the compensation benefits and 

packages should commensurate with the employees’ productivity. Employees do not 

have to be paid for filling the post but for their efficiency and effectiveness. 
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APPENDICES 

Employee Turnover Intentions Questions 

Appendix A: Questionnaire Covering Letter 

 

EMPLOYEE QUESTIONNAIRE 

 

Dear respondent, 

 

My name is Esther Ng'ong'ola doing Master of Education in International Workforce 

Education and Development (easily understood as Human Resource Education and 

Development) at National Taiwan Normal University. 

 

The purpose of this questionnaire is to measure employee attitude on some HR practices in 

the Malawi Civil Service other than other Public Offices and Statutory Corporations. The 

data collected are for academic purposes only. All answers will be held in strictest 

confidence and your email address will not appear in the database.  

 

The only legible respondents are the ones on Grade I (AO/PO) and Grade H (P8).  

 

Please click on your choice of answers till the last question. Then click the submit button to 

submit. Thank you for your participation.  

You may send the link to others too since it is snowball questionnaire. 

http://www.my3q.com/home2/265/namulangeni/35435.phtml?  

Please submit before the deadline (April-10-2009). 

Thank you. 
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Appendix B: Employee Research Questionnaire  

EMPLOYEE TURNOVER INTENTIONS QUESTIONNAIRE 

 

CONFIDENTIAL  

Your answers to the questions and the information you give us will be held in strictest confidence. 

 

Please provide the following demographic data: 

Gender: Male                            Female  

  

Age Range: 20-29   30-39  40+ 

Marital Status: Single  Married           Separated            Divorced             Widow/er 

Job Grade:   Grade I AO/PO        Grade H P8 

Working Experience: 1-2 Years       3-4 Years  5-6 Years     7 Years + 

Highest Qualification Diploma       College Graduate           Graduate Studies 

Please indicate your level of satisfaction to the statements below using this scale: 

   

1 

Very Dissatisfied  

(Much less than what 
you expected) 

2 

Dissatisfied  

(Less than what 

you expected) 

3 

Neutral 

(Cannot make 
your mind: 
Neither 
satisfied nor 
dissatisfied) 

4 

Satisfied   

(as  you  

expected) 

5 

Very Satisfied  

(More than you 
expected) 
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Please circle the number of each of the statements below that suits your situation. Only one 
answer is applicable on each question. Please answer all questions. 

 

In my present job, this is how I 
feel about: 

Very 

Dissatisfied 

Dissatisfied Neutral Satisfied Very Satisfied 

1. The amount of pay for 
the work I do. 

1 2 3 4 5 

2. My salary compared with 
other employees in 
similar position in other 
government institutions 
other than the civil 
service. 

1 2 3 4 5 

3. The challenging nature of 
my job (tasks & 
responsibilities). 

1 2 3 4 5 

4. The involvement and 
treatment by colleagues 
and supervisor that I get. 

1 2 3 4 5 

5. The overall joy I get from 

my job as a whole. 

1 2 3 4 5 

6. The way my job provides 

for steady employment. 

1 2 3 4 5 

7. The way my job provides 
for a secure future. 

1 2 4 4 5 

 

 

 

 

 

 



 

132 

 

Please indicate your level of agreement to the statements below using this scale: 

1 

Strongly Disagree 

2 

Disagree 

3 

Neutral 

4 

Agree  

5 

Strongly Agree 

Please circle the number of each of the statements below that suits your situation. Only one 
answer is applicable on each question. Please answer all questions. 

 Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

8. My employer offers better salary 
and other privileges so I cannot 
leave my job. 

1 2 3 4 5 

9. My salary compares well with that 
of other workers on the same 
position. 

1 2 3 4 5 

10. I can make autonomous decisions 
and suggestions at work and have 
them implemented. 

1 2 3 4 5 

11. I like my job better than the average 
worker. 

1 2 3 4 5 

12. My job requires me to do many 
things at work, using a variety of 
skills and talents (intellectual and 
non-intellectual ideas). 

1 2 3 4 5 

13. If I do a good job the 
department/ministry will recognise 
my effort and my job is safe. 

1 2 3 4 5 

14. Compared with my employer, other 
employers fire workers more 
readily in times of difficult. 

1 2 3 4 5 

15.  I intend to remain in my profession 
but to leave my current employer 
for a better one within these 2 
years. 

1 2 3 4 5 

16. I have no intention to leave my 
employer but I may do so if an 
opportunity opens.  

1 2 3 4 5 

17. I am considering taking another job 
the soonest I find it. 

1 2 3 4 5 
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18. I have no intention to leave my 
current employer at all. 

1 2 3 4 5 

 


