|

7/ “““\\\ A ECO" SEARCH

% // RESEARCH IN AGRICULTURAL & APPLIED ECONOMICS

The World’s Largest Open Access Agricultural & Applied Economics Digital Library

This document is discoverable and free to researchers across the
globe due to the work of AgEcon Search.

Help ensure our sustainability.

Give to AgEcon Search

AgEcon Search
http://ageconsearch.umn.edu
aesearch@umn.edu

Papers downloaded from AgEcon Search may be used for non-commercial purposes and personal study only.
No other use, including posting to another Internet site, is permitted without permission from the copyright
owner (not AgEcon Search), or as allowed under the provisions of Fair Use, U.S. Copyright Act, Title 17 U.S.C.


https://makingagift.umn.edu/give/yourgift.html?&cart=2313
https://makingagift.umn.edu/give/yourgift.html?&cart=2313
https://makingagift.umn.edu/give/yourgift.html?&cart=2313
http://ageconsearch.umn.edu/
mailto:aesearch@umn.edu

Perspectives of Innovations, Economics & Business, Volume 4, Issue 1, 2010

www.pieb.cz
ANTECEDENTSOF JOB SATISFACTION: ADNAN RIAZ,
A STUDY OF TELECOM SECTOR Department of Business Administration

Allama Igbal Open University, Pakistan

MUHAMMAD RAMAY,
Department of Business Administration
Internationalslamic Universit, Pakistal

JEL Classifications: M12, M51, M52

Key words: Pay and benefits, communication, performance aggdrasupervision and collegiality, career develepmand
management, job satisfaction, job commitment.

Abstract: This study is based on the assumption that “a hagpker is a productive worker”. The research wasducted to
identify the significance of those factors thatdeawards job satisfaction and commitment of emgésyworking in the
telecom sector of Pakistan. The associations arpaggand benefits, performance appraisal systemegcatevelopment and
management, supervision and collegiality and opemncunication (independent variables) were investdjawith job
satisfaction (dependent variable). The relationshgiween job satisfaction (dependent variable) poid commitment
(outcome) was also hypothesized. Through questionsarvey responses from 221 employees workingnatagerial and
non-managerial positions were collected, which grebwhe significant association of supervision aalliegiality and open
communication on job satisfaction. Furthermore, galtisfaction was also found highly correlated degendent upon job
commitment. Managerial implications and conclusiares presented based upon these results.

opportunities. Moreover, expansion of existing wel
Introduction operators has also created direct and indirect usgeffior
employment. Beside direct opportunities in the main

Telecom sector has emerged as the fastest growing Mobile companies, jobs are also available in frasesh

sector during the last several years in Pakistaitially, sales and promotion, telecom equipment manufagturin
licenses for operating mobile cellular servicesPakistan mobile phone accessories, mobile sets and othguostp
were awarded to two companies i.e. Instaphone akteP services. According to an estimate, almost 183 063
simultaneously in 1990. Mobile Technology, beingvria additional direct and indirect jobs were created tlie
the country, made mobile phone a luxury till theela telecom sector during the last year (PTA Annual &ep
1990’s. However, with the introduction of Mobilink 2006).
1994 telecom sector intr_oduced GSM teqhnology t¢ Being promising sector of the country, it is catézed
telecom sector. The drastic change in the industag as a first and foremost resort for employment taslir
experienced with the introduction of fourth molmleerator graduates due to better pay packages and progeessieer
U-fone by the incumbent of Pakistan Telecommunicati path. Previous years have also witnessed a signffishift
Corporation Limited (PTCL) in 2001. This stiffness of the experienced professionals working in thedfief
competition caused decline in tariff rates and iowed finance, marketing, HR and engineering towards comes
service quality. Due to the new entrant in the reathtal working under telecom sector. The reason may beetet
subscribers rose to 0.3 million from mere 0.3 roilitill pay packages, advancement opportunities and new
1999-2003. This figure kept increasing consisterathyd exposure. Despite all these benefits, mobile phone
touched the milestone of 5 million by end April 300 companies are facing high turnover among emplogees
(Engineering Development Board, 2006). to alternative opportunities available in the samdustry
But still cellular companies could not meet thevgiray and better packages offered from rival companidss T
demand in Pakistan. Therefore, Government decided research is specifically designed to know the factand
introduce more competition in the cellular marKéte year their significance that lead towards job satistactin the
2003 was a historic year in the telecom industrpakistan telecom sector. The research would help the corepawi

whereby the telecom market was opened to privat predict the turnover intention among workers antiine
operators for fixed line and introduced much awhite| €mployees on long-term basis. Because satisfiedkes®r

D

competition in the cellular mobile sector. Pakistasued are strongly committed with their jobs and don’tvéa
two more licenses to cellular companies of worlthdaat withdrawal intentions (Slattery and Selvarajan, %00

the rate of 291 million USD each in open biddingrg&na,

2006). Reason being the highly competitive customer Literaturereview

oriented structure was flourishing which was pughin

operators to extend services in countryside (Ergging Job satisfaction. Extensive review of the literature
Development Board, 2006). reveals that job satisfaction is positively asstedawvith job

commitment and job commitment has negative impact o

Considerable investments from the internationa o ‘ i
quitting intentions of employees. Some authors stigated

companies have resulted in more employment
66
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the relationship between job satisfaction and jol
commitment while some job satisfaction and orgaiopal
commitment. Job satisfaction refers to an individua
positive emotional reactions to a particular job.isl an
affective reaction to a job that results from therson’s
comparison of actual outcomes with those that aséred,
anticipated, or deserved (Oshagbemi, 1997). Orgtiniral
commitment is the attitude held by individuals toevéhe
entire organization. High levels of organizational
commitment are associated with acceptance of the
organizations values and willingness to expendretfo its
behalf (Baron and Greenberg, 1990). In this study,
organizational commitment and job commitment arg
combined in the definition of commitment as “a sed
loyalty to and identification with the organizatijadhe work
and the group to which one belongs. This feeling ig
expressed in the motivation to bring effort intee@nwork,
the motivation to take responsibility and a willivegs to
learn. A precondition is that the employee is virglbrmed
and is involved in decision-making processes” (bfijlet
al.,, 1998). Job commitment is also associated it
internal work motivation that a person has withpacific
job (Boyle, 1997).

The study of Ricke-Kiely (2006) found that satisfie
workers had less turnover intentions. At contrabi
research of Curry et al. (1986) did not find ankatienship
between job satisfaction and commitment. In theesamy,
Geenberg and Baron (1990) also pointed out thdt Jodt
satisfaction and organizational commitment areirditive
types of work related attitudes and that both affec
important aspects of organizational functioning.wdweer,
they do not appear to be direct causes of one anath has
often been assumed.

Literature reveals different impact of job satisfac on
job commitment. Therefore this study is designe#ériow
the factors having direct relationship with jobisaction
and the association between job satisfaction aru jo
commitment, in a less developed country like Pakist

H1: Job satisfaction is positively associated with job
commitment.

Pay and benefits. Pay refers to the wages and salarieg
of jobs in organizations (Noe et al., 2006). Betsedire the
compensation component that accounts for almost 4
percent of the typical total compensation package, |
health insurance, pension plans, unemployment amee,
vacations, sick leave etc (Gomez-Mejia et al., 200bthe
present scenario, pay & benefits, recognition and
participation are becoming more widely recognizedifs
motivational value (Timm, 1984).

Workers are satisfied with pay when they make
referents comparison and find equity. Pay referearts
those with whom workers make pay comparisons like
social, historical, organizational, and financiadamarket
referents. Mostly employees compare their pay weidh
equals outside the organization (market referent d
reference group) and if find equity they are higbdyisfied
with their job and pay (Brown 2001; Clark, 2007)utB
Bygen (2004) highlighted two referents that have
significant impact. The author said that employemspare
their pay with that of similar others (i.e., othevith the
same education and work experience) in their odtupa

o

=
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and in the labor market as a whole. The higherpte of
reference in these areas, the lower the satisfactio

Shapiro and Wahba, (1978) pointed out that higher
paid employees in contrast with the lower paid eygbs
enjoy higher perceived degrees of satisfaction.
Furthermore, social comparison, actual pay and wage
history are the major determinants for satisfaction

H2: Equitable Pay and Benefits have positive
relationship with job satisfaction.

Career development and management. Career refers
to individually perceived sequence of attitudes and
behaviors associated with work related activitiesd a
experiences over span of a person’s life (Bernaatid
Russell, 1993). The pattern of changes that ocating an
individual's career is called career development.
Organizations usually design and sponsor programs t
assist individuals in planning their careers whihermed
as career management or assistance programs (Ggenbe
and Baron). Some organizations also provides career
support such as coaching, protection, sponsorshigp a
providing challenging assignments, exposure anibilrig
(Noe et al., 2006).

In each organizations career ambitious people ,exist
who are fiercely competitive, viewing her or hisezr as a
series of tournaments (each one of which has acatd
winner who moves up to the next career ladder ruagdl
measuring her or his career success by objectivasunes
such as salary, rank or promotion (Leary, 1997).

The study of Chen et al. (2004) revealed that if
organizations cannot provide career developmergrpros
to satisfy the career needs of personnel, it uligahas
negative effects on job satisfaction and increaseover
intentions. Therefore, managers must understandgépe
between career development programs and carees.need
Such understanding may provide job satisfaction and
reduce turnover behavior. Burke (2006) was of thevv
that organizations should understand the careératisps
of not only man but also of women. Further to caree
planning, top management support and commitmealsis
required to keep both gender in decision-makinguabo
recruitment, employee development, the developnoént
policies and procedures and career advancement.

H3: Career development and management program
have positive relationship with job satisfaction.

Communication and participation. Communication is
a process that involves the transmission of medwling
information from one party to another through trse wf
shared symbols (Gomez-Mejia et al., 2005). Thetkethe
effectiveness of any organization is a pattern gaing
communication. Participation referrers to when vwdlials
can take part in decision-making (Timm, 1984).

Gray and Laidlaw (2002) emphasized the importarice o
communication, as it is the main predictor of job
satisfaction. If communication is high within the
organization, it leads towards better job satisfactand
work performance. Managers need to devise strateigie
improve communication for enhanced job satisfactod
positive outcome. Gliem and Gliem (2001) took ayver
myopic view and stated that communication is aieato
job satisfaction. Their study found that employeesre
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dissatisfied due to inadequate communication régard
decisions that may affect their jobs. For examplg
organization could not effectively communicate job
responsibilities, organizational policies and decis,
which caused dissatisfaction.

H4 : Open communication has positive relationship o
the job satisfaction.

Performance appraisal. It is a process by which
organizations evaluate employee’s performance (Wéert
and Davis, 1985). In other words it is a process of
evaluating employees on various work related dirogiss
(Geenberg and Baron, 1990).

When employees are satisfied with their job, thoair
job performance gets high. Another variable thatd&e
towards Job satisfaction is fair performance appiai
system. The positive relationship between perfogaan
appraisal and job satisfaction shows that effective
performance appraisal process not only provides jo
satisfaction but also enhances individual job penénce
(Harris, 2001). However, when employees perceive
performance ratings manipulated for personal likargd
punishment, it provides job dissatisfaction. Whialso
increase turnover intentions. At the other hand i
performance appraisal is conducted for the purpoke
rewarding employees (or avoiding negative outcofioes
them) their job satisfaction and turnover intentieere not
affected (Poon, 2004).

(=)

H5 : Fair and transparent performance appraisal system

has positive relationship with job satisfaction.

Supervision and collegiality. Supervision is the

management, guidance or direction by overseeing the

performance or operation of a person or group (\Metd
2007). Collegiality is derived from the word coligees. It

is the amount of loyalty and cooperation betweer
colleagues in a work place (Nijhof et al., 1998).

Mosadegh-Rad and  Yarmohammadian (2006
conducted a study to know the satisfaction level of
employees with the help of different variables. Wies
showed that employees were more satisfaction with t
factors such as the nature of the job, co-workerd a
supervision while they demonstrated less satigfactith
salaries, benefits, work conditions, promotion and
communication. At the other hand, the results o
Oshagbemi (1999) study showed that employees aehig
rank were satisfied with their counterparts. Setgrayed
persons were also more satisfied with their collesgand
co-workers. However, nearly same level of satigactvas
investigated for gender. But the author furthetestahat
the study only reveals the association not caudeeffiect
relationships.

H6: Better supervision and high collegiality have
postive relationship with job satisfaction.

M ethodology

Objectives of the research. The main purpose of the
research was to measure the extent of job commitareh
job satisfaction and the relationship between thse
variables in telecom sector of Pakistan. Furtheendo
know the impact of different factors such as pay an

68

benefits, communication, performance  appraisal,
supervision and collegiality, career developmentd an
management on job satisfaction.

Subjects. For sampling, nonprobability convenience
sampling method was used. Since it was an attempt t
collect data from all main companies operating unde
telecom sector, such as Mobilink, AlWarid, U-Fone,
Telenor, Huawei, PTCL etc. therefore 75 questiomsain
each company were randomly distributed. But keemng
view the large employees strength of PTCL, neafi9p 1
questionnaires were distributed over there. Inltdis0
guestionnaires were floated to collect the resppnse
above 200 respondents.

Procedure (distribution and response). The efforts
were made to collect primary data, through questine
survey from managerial and non-managerial levebugin
it was difficult task to collect response of ab@25-250
employees, in timely and cost effective manner.rétoge
total of 475 questionnaires were distributed, tigftomail.
The questionnaires also contained brief background
information about the purpose of the study and nness
for confidentiality. Initially response rate was wp
therefore individuals were personally approached an
wherever required, they were briefed about impaeaof
research and how to fill in questionnaire in trpeis

TABLE 1.VALUES OFCRONBACH'S COEFFICIENT
ALPHA FOR SCALE RELIABILITY

Variables Cronbach's Alpha
Pay and benefits 0.772
Performance appraisal 0.813
Career advancement 0.817
Manager and colleague 0.824
Communication 0.844
Job satisfaction 0.835
Job commitment 0.86
For all items 0.948

By taking such steps, total responses received 242¢
which became 51 % of total. But nearly 21 questiras
were rejected on different grounds giving 221 reses.
Ultimately, responses of 47% of distributed questaires
were analyzed using SPSS 17.0.

Measures. Primary data was collected with the help of
guestionnaire. The questionnaire had two secti®astion-
I was designed to know the demographics of the
respondents and section-ll to identify the facti@ading
towards job satisfaction and commitment.

Job satisfaction was measured through five iterkenta
from the study of Chen (2008) while Organizational
commitment was measured with a precise version of
Organizational Commitment Questionnaire (OCQ)
originally developed by Allen's and Meyer and (1p9he
aim of the research was to measure the emotional
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attachment of an employee therefore only itemgingao
affective commitment were added in the questiomnair

To measure pay and benefits, supervision and
collegiality, career development and management th
questionnaire used by McCook (2002) was modified b
reducing the number of items. For open communinatio
(also termed as information sharing) and perforreanc

D

appraisal, a customized question sets taken franstidy
(Singh, 2003; Delaney and Huselid, 1996; Qureshd an
Ramay, 2007) were used. All the items were measured
using five point likert scale ranged from strongdigagree

(1) to strongly agree (5). Values of Cronbach’sfiicient
alpha for scale reliability are given in Table 1.

TABLE 2. DESCRIPTIVEANALYSIS

Pay  Performanct Careel Supervisior Communicatio Job Job
and appraisal development and satisfaction commitment
benefits collegiality
Mear 2.€ 2.91 2.9 3.4 3.2 3.27 3.3¢
Standarc 0.0€ 0.07 0.0€ 0.0¢ 0.0€ 0.0¢ 0.0¢
error
Mediar 3 3 3 3.4 3.2 3.2 3.4
Mode 2.€ 2 3 3.€ 3.2 3 2.8
Standarc 0.84 0.9¢ 0.9z 0.8: 0.87 0.82 0.84
deviation
Sample 0.7 0.9t 0.8t 0.6¢ 0.7¢ 0.6¢ 0.7
variance
Rangt 4 4 4 3.8 4 3.8 4
TABLE 3. CORRELATION MATRIX
Pay anc  Performanct Careet Supervisior Communicatio Job Job
benefits appraisal advancement and satisfaction commitment
collegiality
Pay ancbenefits 1 0.58t 0.55¢ 0.34z 0.407 0.42% 0.37¢
Performanct 0.58t 1 0.70€ 0.46C 0.61€ 0.61Z 0.53¢
appraisal
Careel 0.55¢ 0.70¢ 1 0.39C 0.59t 0.57¢ 0.461
advancement
Manager ant 0.342 0.46( 0.39C 1 0.581 0.651 0.65(
colleagues
Communicatio 0.407 0.61¢ 0.59¢ 0.581 1 0.78: 0.751
Jobsatisfactior 0.42% 0.61Z 0.57¢ 0.651 0.78% 1 0.78¢
Jobcommitmen  0.37¢ 0.53¢ 0.461 0.65C 0.751 0.78¢€ 1

** Correlation is significant at the 0.01 leve-tailed)

Research analysis

Demographic characteristics of respondents. Survey
respondents included 173 male (78%) and 48 female
(22%). Majority of the respondents were betweery@drs
to 35 years of age showing 60% of whole sample. $4%
respondents were having bachelor level of educatioife
43% had master level of education. Above masteellev
were very low (10%). It was attempted to colledpenses
from both levels therefore the response was ceitbfitom
a good combination of both managerial (45%) ang
nonmanagerial (55%). It was also found that the tinign
earning of majority of employees (62%) working in
telecom sector was in between 11 000 to 30 000eNtwan
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30 000 monthly income were 18%. Subsequently, 40%
respondents had 1-5 years of experience while thero
significant figure of 31% were those employees smgn
least 10 years or above. In Pakistan, there areptic
organizations working under the telecom sectorrefioee
(45%) responses were collected from public orgaitiaa
and 55% from private organizations.

Descriptive analysis. Descriptive results reveal varying
results of independent variables (pay and benefits,
communication, performance appraisal, supervisiod a
collegiality, career development and management)
dependent variable (job satisfaction) and outcofod (
commitment). Likert scale helped to explain theisity of
satisfaction and commitment of employees towartls jo

The highest calculated mean of supervision and
collegiality (3.4) shows employee satisfaction todea
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managers and colleagues. It indicates the teamtedeand
cooperative environment in telecom industry. Mamgage
also take keen interest to solve subordinates enobl

Aggregate mean of communication (3.23) reveals th
open communication policy in telecom sector.
Organizations effectively communicate the policiagdes
and regulations that may affect jobs of employeed.
Calculated means of other independent variables piky
and Dbenefits, performance appraisal and career
development are 2.90, 2.97 and 2.93, respectivily.
specifies that satisfaction level among employeesHese
factors are not as much high.

At contrast, mean value of job satisfaction (degend
variable) signifies that employees are satisfieth viheir
jobs. Regardless of insignificant result of some tlo¢
independent variables. Employees are generallysfiati
with their responsibilities and practices of thgarization.

The calculated mean of job commitment (3.38), which
is also the second highest mean value, shows that
employees feel a sense of belongings with theipeets
organization and they are even willing to expendraex
efforts to make their organizations successful.

Correlation results. To determine the strength of the
relationship between two or more variables, “Pearso
Product Moment Correlation Co-efficient” is used.
Correlation of all variables is shown in Table 3s A
concluded in previous researches, significant pesit
correlation amongst the independent and dependent
variables was found. Especially the analysis skgitt bn
the strong positive effect of compensation andgrerénce
appraisal system (0.71). It shows that if the penénce
appraisal system in the organization is transpaeerd
growths of the employees are based on performange
appraisal data, then the employees are usualbfigatiwith
their jobs. It further accentuates that the perforoes
should be measured on the basis of quantifiabldtseand

D

individuals must be given specified career pathetiasn
performance.

Another significant impact of communication is faun
on job satisfaction, which proposes that if orgation
complies with the policy of open communication @).7
then job satisfaction gets high. Organizations that
communicate all policies and procedures to the eyeas
that can effect their jobs or task responsibiliteay get
better results from satisfaction perspective. Selyonit
also emphasizes the need of free flow of
communication/information during change processate
employees into confidence to avoid job dissatigfact

A (0.75) correlation of communication with job
commitment reveals that if employees are clear tboa
objectives, mission and vision of the company and
decisions are made with joint consultation of erjpts
involved, then commitment of employees towards gets
high. In the same way the highest correlation betwi@b
satisfaction and job commitment (0.79) reveals tliat
employees are satisfied with the way organization
determine pay and benefit, performance appraisakec
advancement, managers and collegiality and
communication then employees are highly satisfieth w
their job. Such satisfaction also provides employesense
of attachment with their respective organizationh@ppy
or satisfied worker is willing to spend rest of /hisr life
with the organization. In nutshell, such practitedp to
retain employees for long term basis and decreagtng
intentions.

Regression results. The Regression equation is formed
to test the interdependence of two variables. Withhelp
of Independent variables (pay and benefits, comoatioin
and participation performance appraisal supervisiol
collegiality, career development and management),
dependent variable (job satisfaction) and the ou&dgjob
commitment) following two equations were formed.

TABLE 4. REGRESSIONANALYSIS

Model 1 R R Squar Adjusted Std.
R Square  Error
0.837 0.69: 0.68¢ 0.46:
Model 1 Unstandardize Standardize! t Sig.
Coefficients Coefficients
B Std. Bete
Error
(Constant 0.27¢ 0.15: 1.82¢ 0.06¢
Pay ancbenefits 0.01: 0.04¢ 0.01z 0.24¢ 0.80¢
Performanceppraisa 0.08¢ 0.051 0.10¢ 1.75: 0.081
Careeladvancemer 0.08¢ 0.052 0.09¢ 1.67¢ 0.09¢
Manager anccolleague 0.26¢ 0.04 0.272 5.75¢ 0
Communicatio 0.471 0.05z 0.49; 9.01: 0
70
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TABLE 5. REGRESSIONANALYSIS

Model 2 R R Squar: Adjusted Std.
R Square  Error
0.78€ 0.61% 0.61¢ 0.51¢
Model 2 Unstandardize Standardize: t Sig.
Coefficients Coefficients
B Std. Erro Bete
(Constant) 0.777 0.143 5.431 0
Job Satisfactic 0.791 0.04: 0.78¢ 18.78c¢ 0
Table 4 presents the regression outcomes qf communication system, then such factors would goafe

equation/model 1, which shows that the dependefhpay
and benefits, communication, performance appraisa|,
supervision & collegiality and career developmemid a
management (independent variables) on job satisfact
(dependent variable). Regression analysis shows the
significance of all independent variables on depend
variables, as we can see 68.47% of the variatiodoin

Satisfaction is explained by five independent \ags,

while 31.53 % is the inherent variability or remain
unexplained. Correlation Coefficients, expressdégree to

which two or more predictors, independent varialdes

related to the dependent variable. We have valdes ¢
coefficients Pay and benefits, Personnel appraateer
development and management, Supervision

collegiality, and Communication and participatidh01,
0.09, 0.09, 0.27 and 0.47, respectively. The vahefiect
positive and comparatively high relatedness of twg

and

independent variables that are “supervision and
collegiality” and “communication” with job satisfaon.

Especially, communication (0.47) is significantly
associated with job satisfaction comparing othe

explanatory variables.

Table 5 shows the results of regression analysis
between two variables i.e. job satisfaction (X6) gab
commitment (Y2). From research model, job commitmen
is the outcome of job satisfaction. Therefore hibws that
if employees are satisfied from five factors (Payda
benefits, Personnel appraisal, Career developraedt
management, Supervision and collegiality, Commuitna
and participation) as discussed earlier, then it oy
provides job satisfaction but also enhance the cibmemt
towards job. This is the reason, second equati@dyi
significant impact of job satisfaction over job cmitment.
Approximately, 61.53 percent of the variation ire tjob
commitment is explained by job satisfaction whi&4¥ is
the unexplained variation. The coefficient of job
satisfaction as determined by the regression 3.0.8

Tables 4 and 5 confirm the interdependence of paly a

benefits, communication, performance appraisal
supervision and collegiality, career developmentd an
management with job satisfaction. Whereas, jok

satisfaction is found highly related with job contmeént. If
an employee is satisfied from pay policies, career
advancement opportunities, role of managers and
colleagues, transparency of performance appraisal a

71

high level of satisfaction towards job. Consequertb
satisfaction would provide a real involvement wiitte job
and organization. Job satisfaction leads toward job
commitment, which motivate employee to put extrimref
beyond that normally is expected from him, in ortdehelp
organization to be successful.

Conclusion

Statistical analysis shows that most of the orgations
working under telecom sector are complying the open
communication polices and participatory approacthes;
change taking places within the organization thaym
affect the job of the employees are effectively
communicated. Employees are clear about the vision,
mission and objectives of the organization. Furtiae, it
is also found that employees are satisfied withegan
supervision from managers and collegiality. Thehkig
level of satisfaction is because of the cooperative
environment. This may be the reason of growing
performance of the telecom sector that employees ar
working with dedication and vigilantly due to teamented
environment. Employees do not show significant
satisfaction towards other factors such as pay gebs,
performance appraisal and career development &
management. However, generally employees are found
satisfied with the work responsibilities, practicesd
procedures of the organization. Majority of empleyere
of the view that their jobs have personal meanorgtitiem
and they feel a sense of belongings to their omgiain,
which evoke high commitment towards job and
organization.

The correlation results show the high associatibn o
performance appraisal system with career developareh
management, which indicates that if employees are
promoted on the basis of performance, then it asxs job
satisfaction. Secondly, communication is also fohrghly
correlated with job satisfaction and job commitment
pertaining that open flow of communication not only
provides satisfaction but also confer a sense ydlty to
and identification with the organization. Thirdlyob
satisfaction was found most significantly relatedhwob
commitment in this study. It specifies that when an
individual has positive emotional feelings to atatar
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job then they accept the values and willing to expextra
effort to make organization successful.

Regression results show the high interdependence pf
two variables, i.e. communication and supervision &
collegiality with job satisfaction while the oththree (pay
and Dbenefits, performance appraisal and care¢
development) were not significantly dependent ob jo
satisfaction. Lastly, a high degree of dependeratevéden
job commitment is found on job satisfaction.

=

Practical implication

Empirical evidences support the assumption that t
achieve high level of job satisfaction and commitine
organizations particularly operating under telecsector
should take into account following key factors;

1. Pay and benefits should be offered in accordande wi
the duties and responsibilities assigned to each
employee. Pay packages must also be equitable with
other employees working in the same position in an
other or same organization with whom workers make
pay comparisons;

2. There is a strong need to establish transparen
performance appraisal system based on quantifiab
data, that could help employers to specify caree
planning & development and pay fixation for
employees;

3. In telecom sector since, employees strongly supgort
the idea of cooperative and team oriented envirohyme
therefore the role of managers and colleagues begom
critical in a way that the focus should be at flat]
hierarchical structure and moderate span of cgntrol

4. The current study also investigated the vital rofe
communication that it plays in bringing harmonytie
organization. If free flow of communication occunsd
employees are well informed about their duties
company’s rules and policies, then it would ultietgt
enhance the level of satisfaction;

5. In nutshell, if employees are satisfied, then they
voluntary expend extra effort to achieve the slemn
and long term goals of the organization and spest r
of their career in the same organization.

(=

q(.DI—P
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