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ABSTRACT

The study aimed to investigate the influence of job satisfaction on employee’s intention to turnover in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania (SDASHCT). Specifically, the study identifies influence of working condition towards labour turnover intention at SDASHCT, examine the influence of job security towards labour turnover intention SDASHCT and determine the influence of advancement towards turnover intention within the SDASHCT.  A case study design adopted in the study. A total of 102 sample size drawn using simple random sampling. Data collected using structured questionnaire and analyzed descriptively with the aid of SPSS. Finding reveals that, working condition has influence towards labour turnover intention at SDASHCT, job security has influence towards labour turnover intention at SDASHCT, advancement has influence towards labour turnover intention at SDASHCT. The study recommends the review of terms of employment to permanent and pensionable to employees at least who work for some years in order reduce labour turnover intention. Further study to similar perspectives to determine specific variable under the studied phenomenon is suggested into deferent Churches of Seventh Day Adventist other of the Southern Highlands Conference of Tanzania. Inclusion of other job satisfaction factors in the model may also improve the understanding of labour turnover intention at SDASHCT. 
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CHAPTER ONE

INTRODUCTION

1.1.  Overview
This chapter presents background of the study, statement of the problem, research objectives, research questions, significance of the study and organization of the study. 

1.2. Background of the Study 

This study investigates the effect of Job Satisfaction on Employee’s Intention to Turnover in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. Private sector in Tanzania is facing skills shortages due to lack of job satisfaction (Minja, 2011). The Seventh Day Adventist Church of Southern Highlands Conference of Tanzania is not isolated to this because is among of the non-government organization in Tanzania. The seventh a Seventh Day Adventist Church of Southern Highlands Conference of Tanzania are among of non-governmental organizations that leading in the education service provision. Therefore, it is very important for these non-government organizations to keep their skilled workers. 
Shahi (2012) comments that job satisfaction variables have influence over the intention to turnover.  Further, Shahi (2012) comments over the job satisfactions factors to be job security, growth & development, promotion opportunities, working conditions, recognition of performance, financial rewards, position & status, decision making opportunity. Lawrence (2005) listed down the following ten representatives for job satisfaction: type of work, job security, company, advancement, coworkers, pay, supervision, hours, benefits & working conditions. Both researchers argued that if employees are not satisfied with these factors the outcome will be turnover intention.
Turnover intention is a challenge not only in private sector but even in public organization (Mrope, 2014).  This is because the intention is associated with time consuming over the part of management thinking on how, they can replace the leaving employees to rescue organization performance (Abdali, 2011). According to management of Ilala Municipal the number of employee’s turnover has been increasing year after year. The number of voluntary exits is very high and this is paraphs because of lack of job satisfactions as researchers explain. According to researchers (Jalagat et al, 2017; Kyumana, 2017) job satisfaction is considered as a strong predictor of overall individual well-being as well as a good predictor of employee’s intentions to exit.
Therefore, there is a need to expand understanding on Job Satisfaction towards Employee’s Intention to Turnover in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. Luthans (2002) define Job satisfaction as a set of favorable or unfavorable feelings and emotions with which employees view their work.
1.2 Problem Statement 

Employee’s intention to exit has been marked as challenge to most of private sector in Tanzania (Minja 2011). The management of Ilala Municipal argued that a number of employee’s exit is increasing year after year. The Seventh Day Adventist Church of Southern Highlands Conference of Tanzania cannot be excluded from this. Shahi (2012) perceive that intention to labour turnover in among public and private organizations is due to lack of job satisfaction. In this view there is a need to study over the influence of job satisfaction towards employee intention to quit in Tanzania. It is expected that the influence of job satisfaction towards employee turnover intention shall be known.
1.3 Research Objectives
1.3.1 Main Objective

The main objective of this study was to investigate the influence of job satisfaction on employee’s intention to turnover in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania (SDASHCT).

1.3.2 Specific Objectives 

i. To identify influence of working condition towards labour turnover intention at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania.
ii. To examine the influence of job security towards labour turnover intention at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania.
iii. To determine the influence of advancement towards turnover intention within the Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. 
1.4 Research Questions 
i. Does working condition influence turnover intention in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania?

ii. Does job security influence labour turnover intention at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania?

iii. Does advancement have influence on labour turnover intention within the Seventh Day Adventist Church of Southern Highlands Conference of Tanzania?

1.5 Significances of the Study
This study is significant in the development of researcher’s knowledge on job satisfactions towards turnover intension within the Seventh Day Adventist Church of Southern Highlands Conference of Tanzania.  The study also assists the management of the of Seventh Day Adventist Church of Southern Highlands Conference and entire community of Tanzania in solving the prevailing problem of labour turnover, and lastly the study expects to bring stakeholders values over the goods and services provided by Seventh Day Adventist Church of Southern Highlands Conference of Tanzania for the entire community development.

1.6 Organizations of the Research Proposal
This research has organized into three sections in which section one cover the aspect of background to the research problem to justify the existence of that problem, objective, research questions as well as the significance of the study. Section two cover over the aspects of literature review in which theoretical literature review gives an insight to the study using deferent theories while empirical literature used to show relevant studies that tries to explain variability of the findings relevant to the study. Either at the end the research gap was identified. Section three cover the aspect of research methodology and methods used in the study.
CHAPTER TWO
LITERATURE REVIEW
2.1 Overview 

This chapter presents thorough review of literature related to our study. It begins with definitions of terms where job satisfaction and labour turnover are defined. Moreover, theoretical literature is covered as well as the theory guiding the study. The chapter further provides a detailed review of empirical literature and ends up with discussing literature gap. Conceptual framework was also discussed at this level.
2.1.1 Conceptual Definitions 

For the purpose of this study two terms are going to be discussed. The terms are labour turnover and job satisfaction. 

2.1.1.1 Labour Turnover 

Marisoosay (2009) define labour turnover as it refers to the relative rate in which organization increase and losses its human resources. On the other hand, labour turnover can be defined as the percentage of the amount of organizational human resources lost throughout the time being measured divided by the percent of number of general populations in an organization throughout the period in question (Price 1977).

Labour turnover can be defined with regards to voluntarily or in voluntarily. This means labour turnover refers to all factors that lead to labour turnover which can be controlled by the management of the organization and other factors that cannot controlled by the management of the organizations. For instance, factors that can be controlled by the management of the organizational are such that satisfaction with pay, nature of work and supervision, moreover factors like deaths, and in fulfillment of essential needs of life are also important (Mrope, 2014). For the purpose of this study labour turnover can be defined as the intention to quit from one work position to another work position within similar work or new work positions. 
2.1.1.2 Job Satisfaction 

Prasad (2013) Job satisfaction is the amount of pleasure associated with jobs. Happock cited in Gupta (2012) define job satisfaction is the combination of psychological, physiological and environment circumstances that cause a person to truthfully say he or she is satisfied with the job. Job satisfaction can be defined as a sense of employee achievements and successes (Dziuba et al (2020). For the purpose of this study job satisfaction is adopted the definition of Gupta that is a total of all circumstances that make a person can say is fulfilled with psychological, physiological and environment of entire work.
2.2 Theoretical Literature Review

2.2.1 Causes of Employee Turnover

Deferent scholars in tried to determine why labour turnover intention. These scholars have come out with similar findings has to why employees have intention to move from one organization to another. Also, the findings reveal that the intentions are irrelevant to time and other demographic variables such as age or gender. From the study done by Mrope (2014) at Kibaha district council findings reveals that managerial practice with the aspect of incentives cut and the cuts of allowances and per diems, failure to creating good relationship with colleagues, underutilization of employee skills, improper placement (misallocation),  poor grievance procedures (unfair & injustice treatment), rising false hope for growth and advancement, less employee concern, lack of growth opportunity/promotion and lack guidance and support are the factors associated with the employee intention to quite from the organization because these factors bring dissatisfactions to their work life in one way or another.

A study by Ongori (2007) observed that, factors like poor personnel policies, poor recruitment policies, poor supervisory practices and poor grievance procedures contribute to high labour turnover because in most cases employees associate them with bias employees are not recruited systematically, promotions of employees are not based over stipulated organizational policies, favoritism in grievance procedures are in place hence employees decides to quit. Similarly, in the sugar industry Bula (2012), said that factors like salary, training, promotion, performance appraisal and work condition are highly associated with turnover intention in Kenya.
Sherman et al. (2006) in highlighting reasons towards employee turnover in the organizations, come up with the aspect of motivation factors which can assists mangers to influence employee retention in their organizations. The factors are like hiring practices, managerial style, lack of recognition, lack of competitive compensation system, toxic workplace environments are the motivational factors that causes turnover. Others include lack of interesting work, lack of job security, lack of promotion and inadequate training and development opportunities, amongst others. However, emphasize is made that because these factors were associated with motivation towards employee hence if not provided will lead to employee’s dissatisfaction.
2.2.2 Relationship between Job Satisfaction and Employee Turnover 

Marisoosay (2009) declared that relationship between satisfaction and turnover intention, and indicate that job satisfaction is negatively linked to turnover. Empirical work over the years has clearly established that the role of job satisfaction in predicting turnover is significant (ibid). In estimate a corrected correlation between job satisfaction and turnover intentions argued that, there is significant relationship between the two factors. Similarly, Randhawa (2007) found that there are negative correlations between job satisfaction and labour turnover intension among scientists and agriculture extension officers in Haryana. 
Alam (2012) argued that lack of job satisfaction is a predictor of quitting a job. Satisfaction on a job might be motivated by the nature of the job, its pervasive social climate and extent to which workers peculiar needs are met. Alam and Asim (2019) argued that job satisfaction therefore has negative association with labour turnover intentions. In his study job satisfaction factors used to predict labour turnover intention were organization policies and strategies, satisfaction with supervision, compensation level, task clarity and career development. 
Moreover Alam (2012) opine that working conditions that are similar to local and international standard and extent to which they resemble work conditions of other professions in the locality has direct relationship with labour turnover intention as employees always ted to compare circumstances of a particular work conditions. Not only that but also other factors such as availability of power and status, pay satisfaction, promotion opportunities and task clarity can also be used in determining relationship between job satisfaction and labour turnover. Hence if any employee is not being motivated by the factors’, quitting tendency is observed.
Zhang et al (2020) provide that the role of village doctor in china is vital important in improving health of rural residents. High labour turnover in the area threatened the stability of the medical teams because they accompanied with huge task. The study shows that while resilient have positive impact on labour turnover intentions work engagement have negative impact towards labour turnover intention thus labour turnover is not directly affected by work engagement among doctors in China.
Arnoux-Nicolas et al (2016) also emphasize that dissatisfaction with adverse working conditions is significantly and positively correlated with turnover intentions. For instance, dissatisfaction with image of the company, lack of personal development and work pressure. It is shown that once employees observe unwelcoming working condition with regard to the above explained variables especially at work setting labour turnover intention increases and hence quitting the organization is their best solution.

Bahram (2011) argued that job security affects organization commitment and job satisfaction as well.  Once job security is low then job commitment will also be low as well as job satisfaction. But once job security is high then organization commitment is high as well as job satisfaction. Lyengi (2014) wondering why job satisfaction factors such as job security and career advancement facilities has influence on employee’s labour turnover beside much effort had been done to ensure job security and career path among private sector employees in Tanzania. 
Mrigo (2013) argued that high labour turnover in Tanzania is due to lack of career development. He further explains that currently ministries do not sponsor employees to go for further studies and training due to lack of budget. This impact on employees’ attitude and hence tries to look for other institutions and organizations for compensation purposes. Rahman (2019) argued that beside compensation and career advancement has influence on job satisfaction but has no influence on labour turnover intentions.   

2.2.3 Recommended Measures

David (2009) said that the good mechanism to alleviate the intention towards turnover is  to take steps to connect employees into organization jobs by viewing them clear leadership and allow them know how they can add their efforts towards organization performance, in additional respect and appreciation, will give them ways to voice their ideas and anxiety which will give them power to make decisions independently rather than trying to control and restrict them because the organization’s capacity to engage, retain, and optimize the value of its employees would encourage employees to stay in organizations.

Ongori (2007) said that the accessibility of information will lead to strong performance and corporate culture (Meaghan et al. 2002), work optimization, the extent to which organization’s optimizing the performance of the employees by providing good working conditions and establishing accountability and workers who have a greater variety of tasks tend to stay in the job. The opportunity to utilize a variety of valued skills and talents and the extent to which job provides freedom, independence, and discretion in scheduling work and determining procedures that job provides, and job feedback (Tor et al., 1997), will save as a strategy to employee turnover within a certain organizational context.

On the other hand, Ongori (2007) said that, among others strategies to turnover are increasing employee loyalty towards the organization, job involvement represents the extent to which employees are absorbed and identifies with their jobs lead to employee loyalty and commitment. Employee’s empowerment, by delegating responsibilities to employees will lead to more job satisfaction because employees will consider their leaders to be fair and make employees to become committed to the organization and reduces the chances of quitting the organization.
Bernthal & Wellins (2001) argued that among the strategies to employee turnover are improved communication between management and employees and expanded or improved training and development opportunities, if properly handled can significantly minimizes turnover rates. According to Oracle White Paper (2012) the elements such as developing new skills, good career prospects and challenging work in which workers wish for opportunities and job development within the organization were dominant attractions when employees joining organization and acts as a key stay factor.

2.3 Theoretical Framework
Job satisfaction can be professed from different categories of theories. The first category is Content theories, which assume that all individuals possess the same set of needs and therefore prescribe the characteristics that ought to be present in jobs. It covers theories such as Maslow Hierarchy of needs and Hertzberg two – factor theory. However, this study focuses only on the Herzberg (1959) two factor theory.

2.3.1 The Herzberg Two-Factor Theory 
This theory was developed by Herzberg in 1959 attempts to explain satisfaction and motivation in the workplace. This theory states that satisfaction and dissatisfaction are driven by different factors among others motivation and hygiene factors.  Motivation can be seen as inner force that drives individuals to accomplish personal goals as well as organization goals. Motivating factors are those features of the job that make people want to perform, and provide people with satisfaction, for instance factors like work achievement, recognition, promotion opportunities. According to Armstrong (2009) motivating factors are considered to be intrinsic to the job or inside work factors. Hygiene factors include aspects of the working atmosphere such as pay, company policies, supervisory practices, and factors related to the general working conditions. 

Job satisfaction, according to Herzberg, is mainly a result of the definite work conducted and a series of matters that contributed to the positive perception towards work. For instance, some of the issues are related to job recognition, achievement, and the possibility of growth, advancement and responsibility (Gupta, 2012). Herzberg concluded that these factors does not only cause motivation, but also lead to positive and lasting influence on motivation if are present at work setting. Therefore, the factors are also known as “motivators”. Dissatisfaction on the other hand was caused by factors in the job setting that are not directly contribute to the work itself (Gupta, 2012). According to Herzberg, positive management of these factors could have to lead to temporary consequence and results on motivation, while these factors produced severe dissatisfaction with the job, if they were handled badly. Herzberg referred these factors as hygiene.

Herzberg regarded his findings as prove for his initial hypothesis that job satisfaction and dissatisfaction were unrelated matters (Herzberg, 1959). Hence, he regarded the opposite of motivation to be not satisfaction and the opposite of job dissatisfaction to be not satisfaction. Thus, the presence of motivator factors would cause satisfaction and motivation and their absence not necessarily to cause employees demotivation and dissatisfaction among employees. The hygiene factors on the other hand would mostly lead to dissatisfaction and would in a positive case cause a nil state of motivation or satisfaction (Mullins, 2002).

According to Herzberg (1987) managers need to eliminate dissatisfaction by fix poor and disruptive company policies, provide effective, supportive and non-intrusive supervision; create and support the culture of respect and dignity for all team members; ensure that wages and salaries are competitive, provide job security. Build job status by providing meaningful work for all positions. The above actions help in eliminating job dissatisfaction in organizations and there is no point trying to motivate people or employees until these issues are addressed. Addressing the above issues should not be an end in itself but rather managers have to be aware because if somebody is not dissatisfied it does not mean is satisfied. It is fundamental to identify context factors that ensure employees motivation. 

Herzberg (1987) advanced that there is the need to address the motivating factors associated with work, this he called job enrichment. His premise was that every job should be examined to determine how it could be made better and more satisfying to the person doing it. Hence, managers need to consider and include opportunity for achievement, recognizing workers’ contributions, creating work that is rewarding and that matches the skills and abilities of the employee, giving responsibility to each team member as possible, providing opportunities for workers advancement in the company through internal promotions and offering training and development opportunities so that employees can pursue the positions they want within the company.

The theory has successful demonstrated the differences between satisfaction and dissatisfaction by showing clearly that each one can lead to different results. Despite that Hertzberg theory does not consider individual differences, conversely predicting all employees will react in the same manner to changes in motivating/hygiene factors. In addition, the model has been criticized in that it does not specify how motivating/hygiene factors are measured. This study uses this theory as guide basing on both hygiene and motivation factors. This is because the theory can be used to explain the importance of job design and quality of work life which is needed in order to make jobs more interesting and consequences reduce turnover. It also suggests on how people’s jobs can be redesigned to incorporate more motivators.

	HYGIENE VS MOTIVATOR FACTORS

	Leading to dissatisfaction
	Leading to satisfaction

	· Company policy and administration. 

· Working conditions. 

· Salary. 

· Quality supervision. 

· Job security. 

· Inter-personal relations (with superiors and others).
	· Gaining recognition 

· Attaining achievement 

· Obtaining challenging work 

· Gaining advancement/promotion 

· Having status 

· Being given responsibility 

· Growth in the job.


Figure 2.1: Hygiene versus Motivator Factors
Source: Literatures (2020).

2.4 Empirical Literature

Study done by Alam (2012) on factors Affecting Job Satisfaction, Motivation and Turnover Rate of Medical Promotion Officer (MPO) in Pharmaceutical Industry: A Study Based in Khulna City. The study uses survey research design with simple fandom sampling. Data collected using questionnaire and analyses descriptively. The study found that the most of the Medical Promotion Officers (MPOs) are not satisfied with their jobs and for this they are not motivated hence turnover tendency is high. The MPOs are dissatisfied with their job security, social status, working load, visit to retailers’ shop, sales target, no room for family, not getting the retirement benefit and not getting the family insurance support. These factors save as the causes of labour turnover intention. The study proposes the use of force field analysis model to remove negative factors in order to reducing the turnover rate. 

While studying the role of job satisfaction towards employee turnover intention in Penang Automation Industry Marisoosay (2009) showed that there is positive relation between job satisfaction and low employee turnover intention. Awareness of these factors can help the management team especially the human resource department to plan for low employee turnover.

Sing (2011) while examined the relationship of organizational learning culture, job satisfaction, and organizational outcome variables with a sample of information technology (IT) employees in the United States. It found that learning organizational culture is associated with IT employee job satisfaction and motivation to transfer learning. Turnover intention was found to be negatively influenced by job satisfaction. Bartlett (2004) examined the effects of organizational learning culture and job satisfaction on motivation to transfer learning and turnover intention. 
Msuya (2016) exploring levels of job satisfaction among teachers in public secondary schools in Tanzania. The study uses survey research design with simple random sampling where data collected using interview guide, questionnaire and documentary review and further analyses using descriptive statistical analysis and presented in table.  Findings reveals that teacher’s level of job satisfaction among secondary schools in Tanzania is low. 
Results reported teachers are not satisfied with working condition in the districts standard deviation 1.02 and mean score 2.8. With regards to the job security results reveals that teachers are satisfied with their job due to high assurance of permanent and pensionable contracts. Moreover, results for career growth reveals that teachers working in public schools are satisfied with career progression due to availability of teacher’s development schemes for instance in-service training. The study recommends educational officers and government to use different management styles and motivational strategies to maximize teachers‟ motivation in order to reduce labour turnover among teachers. 
Antony (2015) assesses the causes of employee’s turnover in private companies in Tanzania a case study of Vodacom Tanzania limited. The study used quantitative research design. Sample selected using simple random sampling. Data collected using questionnaire and documentary reviews and analyzed descriptive statistical. Findings emerged from the study reveals that factors influencing departure from Vodacom Tanzania Limited includes, nature of company management style, the inequitable HRM polices, lack of developmental and performance-oriented organization culture, family matters in relation to company assignment, incentive schemes and absence of opportunity for promotions. Further study recommend that managers should strive and introduce initiatives to balance between enforcement of polices, observing family matters, setting strategies to retain employees. 
Ngatuni & Matoka (2020) assessing relationships Among Job satisfaction, Organizational affective commitment and turnover intentions of university academicians in Tanzania using a survey design. Conveniently sampling was used in the study. Data collected using questionnaire. Further data analyzed using descriptive statistical analysis, multiple regression analysis, and the Hayes’ Process Tool. Findings reveal both job satisfaction and affective commitment statistically negatively predicted turnover intentions. The study recommends universities to have in place work systems that are pro-job satisfaction to reduce turnover intentions among the academicians. 
Jalagat et al (2017) studies the impacts of job satisfaction on employee turnover a case study of Oman Air in Sultanate of Oman. Specifically, the study studies on factors such as general working conditions, general working conditions, pay and promotion, work relationships, use of skills and abilities and work activities in relation to job satisfaction and employee turnover. Descriptive research design and survey questionnaires used in the study. 
Data collected questionnaire, analysis done descriptive statistics, correlation and regression analysis.  findings report a positive significant correlation on the following factors on job satisfaction: pay and promotion, work relationships and the use of skills and abilities positively correlated to employee job satisfaction with R-values 0.451, 0.398, and 0.253 and 332 are significant while negative correlation for work activities with 0.388 and significant at p=0.004<0.5 level of significance. But there is no relationship between the general working conditions as perceived by employees in Oman Air and employee job satisfaction as evidenced by its p-value of 0.080. Study recommend management take considerations on pay and promotion, work relationships and using the skills and abilities of employees to ensure high job satisfaction and fewer labor turnovers.  

Kyumana (2017) measuring the level of job satisfaction among library staff at the Institute of Finance Management, Tanzania. The study used Minnesota Satisfaction Questionnaire and sampling was enumerative to incorporate all professionals and para-professionals library staff. The findings showed that IFM library staff experience moderate satisfaction with work itself and job security being the factors that caused high satisfaction. Achievement, recognition, advancement, salary, responsibility, status and relationship with supervisors and co-workers accounted for moderate satisfaction. The study pointed out that overwhelming factor for low satisfaction leading to dissatisfaction of IFM library staff was working environment. More over study advices the establishment of the library board to include stakeholders from various faculties including students and management. 
Mrope (2014) examining the Influence of Management Practice and Attitudes on Employee Turnover: A Case of Kibaha District Council. The study uses a case study research design with simple random sampling approaches. Data were collected using questionnaire and interview and analyses using descriptive statistical analysis and thematic analysis. Findings are presented in table. Findings reveals that management practice as influence on higher labour turnover in the LGAs in Tanzania.  More over findings reveals that management practices bring pains to employees due to less employees concerns in their issues and welfares. The study further recommended execution of inclusive management style will work better than autocratic approaches, and lead to employees’ positive attitude towards management.

2.5 Research Gap

From the empirical literature reviewed it has been noticed that numerous studies on job satisfaction and labour turnover are done in public and private schools other than Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. This shows that studies on job satisfaction and labour turnover are not done in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. On the other hand, some of the factors were criticized by researchers that are not effective towards job satisfaction and labour turnover.
Researchers also try to point out a number of factors for effective job satisfaction towards labour turnover. The factors are such as management practices, motivation, commitment, satisfaction. Achievement, recognition, advancement, salary, responsibility, status, job security, social status, working load, dissatisfaction with image of the company, lack of personal development, work pressure and other related factors. These studies do not point out explicit factors that influence labour turnover specifically to Seventh Day Adventist Church of Southern Highlands Conference of Tanzania.
From the empirical literatures, majority of the study done using survey research design. The current study uses a case study research design and findings are expected to be generalized for further research implications. This study therefore, set to breach this gap and uncertainties arises in the literatures by examining the influence of job satisfaction and labour turnover in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania as a case study. 

2.6 Conceptual Framework

The proposed conceptual framework for the study composed of job satisfaction variables and turnover intention variable. The variables are seen in figure 1.1. The interactions among these variables are very important in determining the influence of job satisfaction towards employee turnover in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. This is because there is perceive positive relationship between job satisfaction variables with turnover intention (Shahi 2012). Therefore, labour turnover intention is an output of interactions between job satisfactions variables. 


Figure 2.2: Conceptual Framework
Source: Researchers (2020).
CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introductions

This section explains the methodology using in the study. The following are the issues to be considered with in this section. It explains the methodology that used in the study. It covers the research philosophy, research approach, research design and strategy, area of the study, population of the study, sampling technique and sample size. The chapter also includes data collection methods, data analyses procedures, validity, reliability and finally cover aspects of research ethics.   

3.2 Research Philosophy  

Research philosophy refers to a system of beliefs and assumptions about the development of knowledge. It provides for important aspects on how the researcher is intending to answer research question. It refers to the mechanism on how the data will be gathered, analyses and used. The underlying assumption in research philosophy lies under the aspects of knowledge or truth. Research philosophy also provides for the issue of reality which exists in the world whereby in one side there is belief of multiple reality and on the other side there is single reality about a phenomenon (Babbie, 2010).  In this aspect, there is a belief on what is known to be true and what is believed to be true. For the purpose of this study positivism research paradigm used.  
3.3 Research Approach 

Taking into consideration the existing philosophy in research with two prominent sides of positivism and interpretivism, the decision of research approach to be used in the study must made by the researcher.  Research approaches are strategies and the techniques for research that show the steps from wide assumptions to detailed approaches of data collection, analysis, and interpretation (Creswell, 2014). There is a qualitative, quantitative and mixed approach in research. 
Quantitative research basically focuses on determining the existing relationship between independent and dependent variables in a particular context (Singh 2007). It focuses on quantitative data expressed in numbers with the aim of confirming or falsifying a fore built assumption (hypothesis) (Kunkuta 2011). It takes a positivism paradigm by putting emphasize on the existing one truth which is free from the influence of other factors. On the other hand, qualitative research seeks to understand a particular phenomenon from the perspective of local population involved (Mack 2005). It has to do with understanding a particular phenomenon direct from its setting through gathering data based on direct audience of the people who live in such a provided condition.  In this case qualitative approach is more interpretivism based on the truth that there is no single truth.
Due to the nature of this study which seeks to assess the factors which influence job satisfactions and labour turnover in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. By using quantitative research approach, researcher is able to establish the relationship between the factors i.e. working condition, job security and career advancement.
3.4 Research Design and Strategy 

Research design implies a plan, structure and strategy of investigation conceived so as to obtain answers to research questions (Kumar, 2002). The objective of research design is to plan, structure and execute the selected research in such a way that the validity of findings is maximized. The major common of research in any discipline is the exploration, the description or explanation. This takes us to specific research design which can be used by the researcher in answering his or her research question. These include case study design, survey design and experimental design (Babbie, 2010).

By considering the nature of this study a case study research design was used. As indicated by a rationalist Lewis and Thornhill (2009) a case study is a procedure for directing an exploration which includes an examination of a specific contemporary sensation inside a genuine setting utilizing numerous methods of proof in the territory picked for the investigation. Now a researcher used this research design since because this approach allowed the researcher to be more attention on a real situation, that was considered to be as solutions to any business that may either want to apply the stated findings for enhancing a real situation (Nyasha et al., 2012). 
Not only that but also a case study allowed the researcher to give their opinion and judgments, for that sense was actually have relationship together with participants under the study. Beyond the discussion this study was having the ability to a researcher to obtain an adequate as well as the quality that provided a huge amount of description, gathered more details of related information by focusing the case as well as the comprehensive awareness and knowledge and understanding of the context of the study together with the processes that was proposed and conducted
3.5 Study Area

This study conducted in the Seventh Day Adventist Church of Southern Highlands Conference of Tanzania, Mbeya region. There a number of reasons behind the choice of the area among others includes, financial and time constrains. But also, in the area there are other factors and reasons that points employee turnover for instance absenteeism and job dissatisfactions. Hence this point the researcher’s interest in the area to determine the cause and effects of job satisfaction towards labour turnover in the area using Seventh Day Adventist Church of Southern Highlands Conference of Tanzania, Mbeya region as a case study. 
3.6 Population and Sample Size
Population is a group of individuals from which samples are taken for measurements (Jamal, 2004). From the region the estimated population is (137) employees in which the sample size of study drawn.
3.6.1 Sample Size 
The sample size refers to the number of objects selected from the population to constitute a sample (Kothari, 2004). From a population of 137 employees from selected regions, a sample size of 102 respondents was estimated by equation developed by Yamane, (1967) at 5% of desired precision:
n =        N                            

       1+N (e) 2                            

Where:                                          

n = Sample size
N = Population size  

e = desired precision (5 - 10%)

Researcher expects this number is enough to the of influence of job satisfaction on employee’s intention to turnover in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania.
3.7 Sampling Techniques

Is the procedure a researcher uses to gather people to study or it is a process of selecting a number of individuals or population such that the selected population should include elements representatives of the individuals to be found in the entire population (Kothari 2014). This study therefore uses a simple random sampling due to the fact that it is bias free (ibid).
3.7.1 Simple Random Sampling

It refers to a method of selection whereby each member of the population has an equal chance of being selected (Cohen et al, 2000). Simple random sampling is employed in selecting the respondents from different departments and units. Therefore, the list of employees was taken and sequence numbers from a random numbers table was used in selecting respondents. 

3.8 Data Collection Methods 
Quantitative methods of data collection were used on this study.  Pending to the nature of the study a structured questionnaire was used in the collect of study data. Questionnaire is regarded as a series of questions, each one providing a number of alternative answers from which the respondents can choose (White, 2002).  Questionnaires with closed questions was design and distribute to elicit data from variety of employees irrespective of job or status. The researcher expects that 102 population samples is enough for the study questionnaire. In actual sense questionnaire was administered to ensure high return response. 
3.9 Data Analysis

Data are analyzed through the use descriptive statistical analysis with the aid of statistical package for social science (SPSS). Findings are presented in table, described and interpreted and discussed to assess the degree of certainty of inferences from sample data for generalization (Saunders etal, 2009). SPSS analyses quantitative data by the use of descriptive statistical analysis from questionnaire in terms of frequencies, mean, mode and medium to describe, show or summarize data in a meaningful way (Saunders etal, 2009). 
3.10 Validity and Reliability 

The purpose of validity check in research is to ensure that the data collection instruments to be used are accurate, correct, true, and meaningful and right (Guba and Lincoln 1998 cited in Masue 2010).  The aim is to ensure that, collected data from questionnaire measure the intended results (Taherdoost, 2018). To ensure validity in this study, researcher embark in pilot study before going to actual field data collection. The purpose of pilot study is to test the data collection tool to ascertain its relevance, accuracy, correctness and meaningful. To enhance the pilot study, the data collection instruments tested to a sample of 10 respondents from forest secondary school. 

Reliability intends to check the stability  of the measure if the research tool is going to give the same results when repeat (Sounders 2012). To ensure reliability of the study, the questionnaire adopted and further refined during the pilot study to ensure that the questions are clearly understood by the respondents. 

3.11 Ethical Consideration

Research ethics are the research norms observed in research study that promote they include validity of the research confidentiality, trust, accountability, objectivity, respect, fairness and avoiding risk to the respondents during the researching period (Kombo and Tromp, 2006). These ethical issues help a researcher to be accountable and responsible to the public or community (Resnik, 2010).
During the collection data for this study, researcher ensured privacy and confidentiality of the response from the respondents by not disclosing their names in this work. During data collection researcher avoided the use of language that would harm the respondents hence researcher considered carefulness in using simple and clear words. The researcher made sure that data collected during the study was what presented in this work. In this research work, the researcher presented data collected from Seventh Day Adventist Church of Southern Highlands Conference of Tanzania through questionnaire distributed under this study. The researcher adhered to all rules and regulations of Seventh Day Adventist Church of Southern Highlands Conference (SDACSHC) of Tanzania guidelines for writing research as presented in research ethics part.

CHAPTER FOUR
FINDINGS AND DISCUSSIONS
4.1 Overview
This chapter presents and discusses the results obtained from the data analysis. The chapter consists of the following sub sections; descriptive statistics of the study sample to identify the distribution characteristics and descriptive statistics of the study variables in regards to all objectives. The study is guided by three objectives as follows: -
i. To identify influence of working condition towards labour turnover intention at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania.

ii. To examine the influence of job security towards labour turnover intention at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania.

iii. To determine the influence of advancement towards turnover intention within the Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. 
4.1. Demographic Characteristics of Respondents
This section presents the respondents demographic characteristics which include gender, age, marital status, education level and working experience of the respondents. These are described as follows: -
4.1.1 Respondents Gender

Results regarding to gender of the respondents were presented in table 4.1. From the table results reveals that 52 (63.4%) of the respondents were male and 30 (36.6%) of the respondents were female. This implies that majority of the study respondents were male compared to female counterpart. This is because more male was available at the office than the female and they were willing to participate in my study by filling the questionnaires. The findings imply that, the study considered equal treatment and avoid bias as all gender male and female employees were given equal chance to participate in this particular study.  But the essence of ensuring both male and female are b participated in this study is based on the fact that the study variables affect both male and female employees in the work setting and therefore getting insight from both is fundamental. 

Table 4.1: Respondents Gender
	Gender
	Frequency (N)
	Percent (%)

	Male
	52
	63.4

	Female
	30
	36.6

	Total
	82
	100.0


Source: Field Data, (2020)
4.1.2 Respondents Age

The results of respondents age were also determined in table 4.2. From the table finding indicate that 40 (48.8%) of the respondents were aged between 20-30 years old, 26 (31.7%) of the respondents were aged between 31-40 years old, 9 (11.0%) of the respondents were aged between 41-50 years old and 7 (8.5%) of the respondents were aged 50 and above years. The findings imply majority of the study respondents are matured and experienced enough to give insights regarding to effects of job satisfaction and labour turnover in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania.

Table 4.2: Respondents Age
	Respondents Age
	Frequency (N)
	Percent (%)

	20-30
	40
	48.8

	31-40
	26
	31.7

	41-50
	9
	11.0

	50 and above
	7
	8.5

	Total
	82
	100.0


Source: Field Data, (2020)
4.1.3 Respondents Marital Status
Results regarding to marital status of the respondents were presented in table 4.3. From the table results reveals that 43(52.4%) of the respondents were married and 39 (47.6%) of the respondents were having other status such as divorced, single, widow and so on and so forth. This implies that majority of the study respondents were married compared to others status. This is because more married was available at the office than the others and they were willing to participate in my study by filling the questionnaires. 
Table 4.3: Respondents Marital Status
	Respondents Marital Status
	Frequency (N)
	Percent (%)

	Married

Others

Total 
	43
	52.4

	
	39
	47.6

	
	82
	100.0


Source: Field Data, (2020).

4.1.4 Respondents Education Level

Results regarding to educated respondents were presented in table 4.4. From the table results reveals that 13(15.9%) of the respondents had secondary school level of education, 15(18.3%) of the respondents had diploma level, 51(62.2%) of the respondents had bachelor degree and 3(3.7%) of the respondents had master’s level of education. The findings reported that majority of the study respondents participated in this study had bachelor degree level of education. It is believed that a valid response would always come from a respondent who is knowledgeable enough of his working environment. The more the education the more the valid the responses are, this is due to the fact that, the respondents knows to read, understand and write. Therefore, the researcher expects the findings of this study to be very comprehended as it includes insights from knowledgeable respondents.  

Table 4.4: Respondents Education Level
	Respondents Education Level
	Frequency (N)
	Percent (%)

	Secondary

Diploma

Bachelor Degree

Master’s Degree

Total
	13
	15.9

	
	15
	18.3

	
	51
	62.2

	
	3
	3.7

	
	82
	100.0


Source: Field Data, (2020)
4.1.5 Respondents Work Experience
Respondents were asked to state on their working experience. Working experience of the respondents is important on the side of the researcher since it helped to realize the command atmosphere. Results regarding to work experience of respondents were presented in table 4.5. From the table results reveals that 31(37.8%) of the respondents had less than 3 years of working experienced 19(23.2%) of the respondents had 3-6 years of experience, 14(17.1%) of the respondents had 6-9 years of experience, 7(8.5%) of respondents had 9-12 years of experience and 11(13.4%) of the respondents had 12 and above years of experience. The findings reported that majority of the study respondents had experience between 0 to 9 years. This indicate that the study respondents have enough working experience to know the challenges facing them and therefore, they are in a position to give a valid response to regarding the study phenomenon because they are in a position to known all the challenges around them especially regarding to work setting.

Table 4.5:  Respondents Work Experience
	 Respondents Work Experience
	Frequency (N)
	Percent (%)

	Less than 3 years

3-6 years

6-9years

9-12 years

12 and above years

Total
	31
	37.8

	
	19
	23.2

	
	14
	17.1

	
	7
	8.5

	
	11
	13.4

	
	82
	100.0


Source: Field Data, (2020)
4.2 Job Satisfaction and Labour Turnover Intention Level

Before going to the analysis of the general objective, the researcher analyses the level of job satisfaction and labour turnover intention among employees at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania.

4.2.1 Job Satisfaction Level 

Results of the analysis are shown in table 4.3. From the table findings shows that majority of employees at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania are satisfied with job satisfaction variables in their work context. Thus, while proceeding with the analysis of the general objectives we assure ourselves that the level of job satisfaction among employees is at satisfactory level. 
Table 4.6: Job Satisfaction Level 
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4.2.2 Turnover Intention Level
Moreover, turnover intention analysis precedes the analysis of the general objective in order to know the respondent’s attitudes. Results of the labour turnover intension shown in table 4.4. From the table result shows that majority of the respondents at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania Mbeya region agreed that they had intention to quit the working station and looking for a new job in a near future. 

Table 4.7: Turnover Intention 

	SN
	STATEMENT
	SA
	A
	N
	D
	SD

	1
	How likely is that you will actively look for a new job in the next year?
	22

(26.8%)
	15

(18.3%)
	24

(29.3%)
	10

(12.2%)
	11

(13.4%)

	2
	I often think about quitting
	29

(35.4%)
	21

(25.6%)
	25

(30.5%)
	2

(2.45%)
	5

(6.1%)

	3
	I will probably look for a new job next year
	30

(36.6%)
	18

(22.0%)
	23

(28.0%)
	5

(6.1%)
	6

(7.3%)


Source: Field Data (2020).
4.3 To Identify Influence of Working Condition Towards Labour Turnover Intention at SDACSHC of Tanzania
In respect to objective number one, the study aimed to identify the influence of working condition towards labour turnover intention at SDACSHC of Tanzania.  Results are shown in Table 4.8. from the table findings reveals that, 7(8.5%) of respondents disagreed that working condition have influence towards labour turnover intention, 15(18.3%) of respondents had no opinion over the influence of working condition towards labour turnover intention at SDACSHC of Tanzania, and 60(73.2%) of the respondents agreed that working condition at SDACSHC of Tanzania influences labour turnover intention. 
Table 4.8: Working Conditions Influence on Labour Turnover at SDACSHC of Tanzania
	Working condition
	Frequency
	Percent

	Disagree
	7
	8.5

	Neutral
	15
	18.3

	Agree
	60
	73.2

	Total
	82
	100.0


Source: Field Data (2020).
4.4 To Examine The Influence of Job Security Towards Labour Turnover Intention at SDACSHC of Tanzania
In respect to objective number two, the study aimed to examine the influence of job security towards labour turnover intention at SDACSHC of Tanzania.  Results are shown in Table 4.9. From the table findings reported that, 8(9.7%) of respondents disagreed that job security has influence towards labour turnover intention, 20(24.4%) of respondents had no opinion over the influence of job security towards labour turnover intention at SDACSHC of Tanzania, and 51 (65.8%) of the respondents agreed that job security at SDACSHC of Tanzania has influences towards labour turnover intention. 

Table 4.9: Job Security Influence on Labour Turnover at SDACSHC of Tanzania
	Job Security 
	Frequency
	Percent

	Disagree
	8
	9.7

	Neutral
	20
	24.4

	Agree
	51
	65.8

	Total
	82
	100.0


Source: Field Data (2020).
4.5 To Determine the Influence of Advancement Towards Turnover Intention within the SDACSHC of Tanzania
In respect to objective number three, the study aimed to determine the influence of advancement towards labour turnover intention within the SDACSHC of Tanzania. Results are shown in Table 4.10. From the table results shows that, 5(7.1%) of respondents disagreed that advancement has influence towards labour turnover intention, 19 (23.2%) of respondents had no opinion over the influence of work advancement towards labour turnover intention at SDACSHC of Tanzania, and 58 (70.7%) of the respondents agreed that work advancement at SDACSHC of Tanzania has influences on labour turnover intention.
Table 4.10: Work Advancement Influence on labour turnover at SDACSHC of Tanzania
	Work Advancement
	Frequency
	Percent

	Disagree
	5
	7.1

	Neutral
	19
	23.2

	Agree
	58
	70.7

	Total
	82
	100.0


Source: Field Data (2020).
4.7 Discussion of the Findings
The findings from this study are discussed in relation to research questions stated earlier. In order to answer the started research questions, the following research objectives were used in this study:  1) identify influence of working condition towards labour turnover intention at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania, 2) examine the influence of job security towards labour turnover intention at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania, 3) determine the influence of advancement towards turnover intention within the Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. 
4.7.1 Objective one: Identify Influence of Working Condition towards Labour Turnover Intention at SDACSHC of Tanzania
With regards to the first research question sought to identify influence of working condition towards labour turnover intention at SDACSHC of Tanzania. Results obtained shows that working conditions influences labour turnover intention at SDACSHC of Tanzania. In the preliminary analysis while determining levels of job satisfaction and labour turnover intention. Results revels that, majority of employees are satisfied with job satisfaction variables including working conditions. 
On the other hand, the level of labour turnover intention at SDACSHC is high. Therefore, the results imply that, beside large number of employees are satisfied with working condition still the current working condition is connected towards labour turnover intension as turnover intention is ranked high among employees at SDACSHC. Perhaps, there is possibility these employees observe unwelcome work environment. Because, currently employees have nowhere to go, then they comment that they are satisfied with the current environment but once they get somewhere to go the intention is there.  
The findings of this study are similar with the study of Alam (2012) who emphasize that working conditions which are similar to local and international standard and extent to which they resemble work conditions of the other professionals in the locality has direct relationship with labour turnover intention. Zhang et al (2020) in China found that inside the work setting if employees are not engaged towards organization routine then the stability of that organization will be threatened as labour turnover intention will increases. 
4.7.2 Objective Two: Examine the Influence of Job Security towards Labour Turnover Intention at SDACSHC of Tanzania

The second research question sought to examine the influence of job security towards labour turnover intention at SDACSHC of Tanzania. Result obtained shows that job security has influence on labour turnover intention at SDACSHC of Tanzania.  Besides at the time employees are experiencing satisfaction with regards to job satisfaction variables including job security. But findings also reveal that the level of labour turnover intention is high. Perhaps the situation is due to lack of parament and pensionable terms of service. Contrary to the government institutions where the terms are strictly applied. These terms sometimes have interpretations to employees as employees can feel they are not secured and that employer are free high and fire at any time of which for them is related to low job security. 
The findings of this study also in line with the findings of Bahram (2011) argued that job security affects organization commitment and job satisfaction hence labour turnover intentions.  The researcher opines that the low the job security, the low job commitment as well as job satisfaction. But once job security is high then organization commitment is high as well as job satisfaction. In this circumstance we should not expect employees to have intention to quit.  Similarly, Lyengi (2014) wondering why job security influence on employee’s labour turnover beside much effort had been done to ensure job security among private sector employees in Tanzania. With this regard’s management must ensure that employees are secured in their work to diminish adverse employees attitude including labour turnover intention. 

4.7.3 Objective Three: Determine the Influence of Advancement towards Labour Turnover Intention at SDACSHC of Tanzania

The third research question required to examine the influence of advancement towards labour turnover intention at SDACSHC of Tanzania. Result are shown in table 4.10. from the table results reported that advancement has influence on labour turnover intention at SDACSHC of Tanzania. Perhaps there is limited career advancement at SDACSHC. For instance, limited opportunity for promotion, lack of development plan in the area, low or no training, lack of mentorship position and support from pears and supervisors.  Advancement is a very fundamental factor that have immediate impact on job satisfactions. For instance, employees if are not given opportunity to advance in their career automatically can quit to other organizations looking for the same. 
The present study findings correlate with the findings of Mhando (2014) while study on the factors influence job satisfaction and labour turnover in the mining industries Tanzania. Mhando found that career advancement has positive effects on job satisfaction and labour turnover among employees. With regards to all three objectives results shows that are correlated with the Herzberg two factor theories, the theory that guides this study. Therefore, it is emphasized work condition; job security and career advancement are the factors that can predict job satisfactions among employees.
CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Overview 

This chapter draw the conclusion, summary, and recommendations for the findings obtained in chapter four of this study. Therefore, the chapter has the following subsections; summary, conclusion, recommendations, and suggestion for further research.  

5.2 Summary 

The purpose of this study is to investigate the influence of job satisfaction on employee’s intention to turnover in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania (SDASHCT). The study has three specific objectives. Firstly, the researcher sought to identify influence of working condition towards labour turnover intention at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. The results of this study show that working condition has influence towards labour turnover at SDASHCT. 
Secondly, the researcher wants to examine the influence of job security towards labour turnover intention at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania; the findings of this study indicate that job security has influence towards labour turnover at SDASHCT.  Thirdly the researcher determines the influence of advancement towards turnover intention within the Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. The findings of this study reported that advancement has influence towards labour turnover intention at SDASHCT.
5.3 Conclusion 

With regard to this study, it can be concluded that working condition, job security and advancement have influence towards labour turnover intention at SDASHCT. This is to say that job satisfaction has influence on labour turnover intention at SDASHCT. 
5.4 Recommendations 

The results of this study give information to the management and stakeholders that there is labour turnover intention at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. Therefore, there is a need to find out mechanism and proper strategy to cub the situation before it comes to serious stage as labour turnover is a cost to the organization. Moreover, the review of terms of employment to permanent and pensionable to employees at least who work for some years is highly recommended for the management of Seventh Day to Adventist Church of Southern Highlands Conference of Tanzania in order reduce labour turnover intention. 

5.4.1 Suggestions for Further Research  

Further study to similar perspectives to determine specific variable under the studied phenomenon is suggested into deferent Churches of Seventh Day Adventist other of the Southern Highlands Conference of Tanzania. Inclusion of other job satisfaction factors in the model may also improve the understanding of labour turnover intention at Seventh Day Adventist Church of Southern Highlands Conference of Tanzania. The study uses a case study design, it is suggested future study should adopt other researcher design to determine variation of study findings for generalization purposes. 
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APENDICIES

APENDIX 1: QUESTIONNAIRE

Dear respondent, thank you for your valued time. The questions in this tool are meant for the study purpose only and will not  in any how affect your job. The study aims to find the Effects of Job Satisfaction on Employee’s Turnover Intention in Seventh Day Adventist Church of Southern Highlands Conference of Tanzania.

Kindly respond by indicating your attitude by filling (putting a tick √) in an appropriate response to strongly agree (SA) or strongly disagree (SD) for the provided statement related to job satisfaction and labour turnover in Tanzania.

1. Demographic characteristics of the respondents (Please tick where appropriate).

2. Sex of the respondents

i. Male    

(      )

ii. Female 

(       )

3. In which age category do you belong?

i. 20-30 

   
(       )

ii. 31-40  

   
(       )

iii. 41-50 
               
(       )

iv. 50 and above
   
(       )

4. Marital status 

i. Married 
(       )


ii. Others
 
(       )

5. What is your highest level of education?

i. Secondary   

(       )

ii. Diploma     

(       )

iii. Bachelor Degree       
(       )

iv. Master’s Degree 
(       )

6. What is your work experience? 

i. Less than 3 years 
(      )

ii. 3- 6 years       

(      )

iii. 6 -9 years 

(      )

iv. 9-12 years
            (      )

v. 12 and above years     (      )

Part 2: Factors Influence Job Satisfactions

How satisfied am I with this aspect of my job?
Very satisfied (Very Sat). Means I am very satisfied with this aspect of my job

Satisfied (Sat). Means I am satisfied with this aspect of my job

Neutral (N). Means I can’t decide whether I am satisfied or not with this aspect of my job

Dissatisfied (Diss). Means I am dissatisfied with this aspect of my job

Very Dissatisfied (Very Diss). Means I am very dissatisfied with this aspect of my job

	Job satisfaction variables
	Ratings

	
	Very Diss (1)
	Diss (2)
	N (3)
	Sat (4) 
	Very Sat (5)

	Ability utilization
	
	
	
	
	

	Achievement 

	
	
	
	
	

	Activity
	
	
	
	
	

	Advancement 
	
	
	
	
	

	Authority 
	
	
	
	
	

	Company policies and practices
	
	
	
	
	

	Compensation
	
	
	
	
	

	Co-workers
	
	
	
	
	

	Creativity 
	
	
	
	
	

	Independence 
	
	
	
	
	

	Moral value 
	
	
	
	
	

	Recognition
	
	
	
	
	

	Responsibility 
	
	
	
	
	

	Security 
	
	
	
	
	

	Social services
	
	
	
	
	

	Social status 
	
	
	
	
	

	Supervision- human relation
	
	
	
	
	

	Supervision- Technical 
	
	
	
	
	

	Variety 
	
	
	
	
	

	Working conditions

	
	
	
	
	


Part 3: Turnover intention scale
	SNO
	STATEMENT
	SA
	A
	N
	D
	SD

	1
	How likely is that you will actively look for a new job in the next year?
	
	
	
	
	

	2
	I often think about quitting
	
	
	
	
	

	3
	I will probably look for a new job next year
	
	
	
	
	


Thank you for your coorporation.
Employee Turnover Intention





JOB SATISFACTION 


Working condition


Job security


Advancement 











