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DETERMINANTS OF JOB SATISFACTION AS AN IMPERATIVE FOR 1 

PRODUCTIVITY ENHANCEMENT IN GOAL ORIENTED FIRMS; A 2 

SURVEY OF DANGOTE CONGLOMERATES QUOTED ON THE 3 

NIGERIA STOCK EXCHANGE MARKET  4 

 5 

 6 

ABSTRACT 7 

The objective of the study is to investgate the impact of job satifaction 8 

determinants such as reward packages, good working conditions, personnel 9 

policies and procedures, nature of work environment, leadership styles, 10 

management systems amongst others in enhancing productivity in goal-oriented 11 

organization in this case quoted on the Nigerian Stock Exchange Market. The 12 

surveyed organizations are Dangote Cement Plc, Dangote Sugar Plc, Dangote 13 

Flour Plc and Dangote Salt Plc. Both primary and secondary sources of data 14 

collection were employed. The primary sources of data instrument- 15 

questionnaire was used mainly in data acquisition using 5-point likert rating 16 

scale of strongly agreed, -5, agreed-4, undecided- 3, disagreed-2 and strongly 17 

disagreed. Quasi-experimental reserach design method (i.e survey research 18 

design method)  was used. Yamanes formula was adopted in the determination 19 

of sample size which was 371 from a population of 5060 in four surveyed firms. 20 

Two hypotheses were formulated and tested using the Analysis of Variance 21 

(Anova) in determining the impact of job satisfaction determinants in enhancing 22 

productivity and job dissatisfaction symptoms effect on employee turnover in the 23 

four surveyed organizations. The findings from the study revealed that job 24 

satisfaction determinants have a significant impact on the organisation 25 

productivity if they are applied as required  and it will also lead to positive 26 

attitude of employee to work. Another finding also revealed that job 27 

dissatisfaction symptoms such as low reward packages, poor working 28 

conditions, poor management system, poor polices, and procedurces, poor 29 

leadership styles amongest others will lead to employee turnover in all the 30 

Dangote group of companies quoted on the Nigeria stock exchange market. The 31 

study recommends that executive management should ensure the provision of 32 

good condition of services, good reward packages, good working atmosphere, 33 

good management system, good leadership styles that will guarantee employee 34 

satisfaction in order to attain high productivity and forestall employee turnover. 35 

Again the study recommends that formation of empoyee care department 36 

responsible for ensuring with the compliance of job satisfaction determinants 37 

provision to facilitate high productivity by the orgainzations is pertinent.   38 

 39 

 40 

 41 

 42 
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1.1 INTRODUCTION  43 

The way and manner employees of an organization feel about their work and 44 

the work settings is an important and pertinent issues to be considered by the 45 

executive management if set goals are to be accomplished.  Job satisfaction is a result 46 

of employees perception on how well their jobs provide those things that are viewed 47 

as important.  Schermerhorn/Hunt / Osbom (2005) formally defined “job satisfaction” 48 

as the degree to which individuals feel positively or negatively about their jobs. It is 49 

an attitude or emotional response to one’s tasks as well as to the physical and social 50 

conditions of the workplace. 51 

As observed by Luthans (2002), there are three (3) generally accepted 52 

dimensions to job satisfaction. These include; 53 

i. Firstly, job satisfaction is an emotional response to a job situation. As such, it 54 

cannot be seen, it can only be inferred. 55 

ii. Second, job satisfaction is often determined by how well outcomes meet or 56 

exceed expectations.  For example, if organizational participants feel that they 57 

are working much harder than others in the department but are receiving fewer 58 

rewards, they will probably have a negative attitude toward the work, the boss, 59 

and/or coworkers.  They will be dissatisfied. On the other hand, if they feel 60 

they are being treated very well and are been paid equitably, they are likely to 61 

have a positive attitude towards the job. They will be job satisfied. 62 

iii. Third, job satisfaction represents several related attitudes.  Through the years, 63 

five (5) job dimensions have been identified to represent the most important 64 

characteristics of a job about which employees have affective responses.  65 

These are; 66 

a. The work itself – The extent to which the job provides the individual 67 

with interesting tasks, opportunities for learning and the chance to 68 

accept responsibility  69 

b. Pay – The amount of financial remuneration that is received and the 70 

degree to which this is viewed as equitable vis-à-vis that of others in 71 

the organization.  72 
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c. Promotion Opportunities – The chances for advancement in the 73 

organization. 74 

d. Supervision – The abilities of the supervision to provide technical 75 

assistance and behavioral support.   76 

e. Coworker – The degree to which fellow workers are technically 77 

proficient and socially supportive.   78 

Griffins (1996) maintains that job satisfaction is an attitude that affects the 79 

extent to which an individual is gratified by or fulfilled in his or her work. Extensive 80 

research conducted on job satisfaction has indicated that personal factors such as an 81 

individual’s needs and aspirations determine the attitude, along with group and 82 

organizational factors such as relationships with coworkers, supervisors and working 83 

conditions, work policies and compensation. 84 

A satisfied employee also tends to be absent less often, to make positive 85 

contributions, and to stay with the organization. In contrast, a dissatisfied employee 86 

may be absent more often, may experience stress that disrupts coworkers, and may be 87 

continually looking for another job.  Contrary to what a lot of managers believe, 88 

however high levels of job satisfaction do not necessarily lead to higher levels of 89 

performance.  One survey has also indicated that contrary to popular opinion, 90 

Japanese workers are less satisfied with their jobs than their counterparts in the United 91 

States. 92 

In Nigeria, research survey have revealed that job satisfaction is as a result of 93 

availability of organizational factors such as relationship `with coworkers, supervisors 94 

and working condition, work policies and compensation, personal factors such as 95 

individual needs and aspirations, cultural factors such as underlying attitudes, beliefs 96 

and values, and environmental factors such as economic, social, technical and 97 

governmental influences amongst others. 98 

Daft (2008) emphasized that satisfied employees have a positive attitude 99 

towards their work. This positive attitude is experienced when their work matches 100 

their needs and interests, when working conditions and rewards (such as pay) are 101 

satisfactory, when they like their coworkers and when they have positive relationship 102 
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with supervisors. This is revealing that satisfied employees will do better work; 103 

resulting to high performance. 104 

This research is focused on establishing whether staff of Dangote 105 

conglomerate are satisfied with pay, work itself, promotion opportunities, quality of 106 

supervisions, relationship with coworkers technology adapted and work organization, 107 

style of leadership, personnel policies and procedures, management systems, working 108 

conditions, economic, social, technical and governmental influences amongst others 109 

and see how performance is affected over years. The Dangote Companies under study 110 

here include; Dangote Cement, Dangote Sugar, Dangote Salt, Dangote flour quoted 111 

on the Nigerian Stock Exchange Market. 112 

 113 

1.2 RESEARCH PROBLEM  114 

These have been several cases and instances of the symptoms of job 115 

dissatisfaction recorded and experienced in the course of administrative operations of 116 

Dangote Group of Companies resulting to decline in performance, profits and 117 

turnover of the firms over Time now. These trend and symptoms are manifest in 118 

various dimensions of magnitudes ranging from high employee turnover, high 119 

absenteeism at work, low corporate citizenship, grievances, strikes, fraudulent acts, 120 

and sabotage amongst others.  This have called for a serious concern to the 121 

management of the organization to establish the causes of the problematic trends 122 

affecting the productivity of the business firm and see how organizational workforce 123 

will be satisfied while at work, for optimal actualization of goals. 124 

      125 

1.3 RESEARCH QUESTION  126 

1. To what extent does job satisfaction have impact on the attainment of 127 

productivity in your organization? 128 

2. To what extent does job satisfaction is related to turnover of employee in your 129 

organization? 130 

  131 

1.4 RESEARCH OBJECTIVES 132 
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1. To determine the extent job satisfaction have impacted on productivity of 133 

Dangote Group of Companies quoted on Nigeria Stock Exchange. 134 

2. To evaluate the extent job satisfaction is related to turnover of employees of 135 

Dangote Group of Companies quoted on Nigeria Stock Exchange. 136 

1.5 RESEARCH HYPOTHESIS  137 

Ho1: Job satisfaction determinants (i.e reward packages, good working conditions, 138 

personnel policies and procedures, nature of work and style of leadership 139 

amongst others) have no significant impact on the productivity attainment in 140 

Dangote group of companies Plc quoted on the Nigerian Stock Exchange 141 

Market.  142 

 143 

Ho2:  There is no significant effect of job dissatisfaction symptoms such as low reward 144 

packages, poor working conditions, poor management strategies, poor 145 

policies and procedures, poor leadership amongst others on the employee 146 

turnover in Dangote group of companies Plc quoted on the Nigerian Stock 147 

Exchange Market.  148 

   149 

1.6 SCOPE OF THE STUDY 150 

The research survey is focused on the determinants of job satisfaction as a 151 

necessity for performance attainment in goal oriented firms. A survey of Dangote 152 

Conglomerates quoted on the Nigeria Stock Exchange Market.  These firms are 153 

Dangote Cement Plc, Dangote Flour Plc, Dangote Sugar Plc and Dangote Salt Plc.        154 

  155 
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2.1 REVIEW OF RELATED LITERATURE:-  156 

As noted by Jones and George (2006) job satisfaction is the collection of 157 

feelings and beliefs that managers have about their current jobs.  Managers who have 158 

high levels of job satisfaction generally like their jobs, feel that they are being fairly 159 

treated, and believe that their jobs have many desirable features or characteristics 160 

(such as interesting work, good pay and job security, autonomy or like coworkers).  161 

Levels of job satisfaction tend to increase as one moves up the hierarchy in an 162 

organization. Upper Managers, in general, tend to be more satisfied with their jobs 163 

than entry level employees.  They maintained that, managers level of job satisfaction 164 

can range from very low to very high and anywhere in between. 165 

To Mcshane and Glinow (2000) Job satisfaction represents a person’s 166 

evaluation of his or her job and work context.  It is an appraisal of the perceived job 167 

characteristics and emotional experience at work.  Satisfied employees have a 168 

favourable evaluation of their job, based on their observations and emotional 169 

experiences. 170 

A job satisfaction is really a collection of attitude about specific facts of the 171 

job. Employees can be satisfied with some elements of the job while simultaneously 172 

dissatisfied with others. Different types of satisfaction will lead to different intentions 173 

and behavior.  An employee might complain to the supervisor when dissatisfied with 174 

low pay but not with coworker dissatisfaction. 175 

They emphasized that, overall job satisfaction is a combination of the person’s 176 

feeling towards the different facets of job satisfaction. They further stressed that there 177 

exist at least a modest association between job satisfaction and task performance. This 178 

is so because task performance depends not only on job satisfaction but also on 179 

person’s ability and remarks and not just work effort. 180 

Again, that job performance leads to job satisfaction when it is linked to 181 

valued rewards. Higher performances receive more rewards and consequently are 182 

more satisfied than lower performing employees who receive fewer rewards.   The 183 

connection between job satisfaction and performance is weak because many 184 

organization do not reward good performance.  Additionally, the weak relationship 185 

between job satisfaction and performance occur most at times because satisfied 186 
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employees engage in more organizational citizenship behaviors but not in higher 187 

levels of traditional job performance.       188 

The organizational citizenship behavior include working beyond required job 189 

duties, such as assisting others with their tasks and promoting a positive work 190 

environment in the company. 191 

All these need a critical reassessment. 192 

Locke (1976) defined job satisfaction as involving cognitive, affective and 193 

evaluative reactions or attitudes and states it is “a pleasurable or positive emotional 194 

state resulting from the appraisal of one’s jobs or job experience. 195 

As noted by Bateman and Snell (1999), if people feel fairly treated from the 196 

outcomes they receive, or the processes used, they will be satisfied.  A satisfied 197 

worker is not necessarily more productive than a dissatisfied one; some times people 198 

are happy with their jobs because they don’t have to work hard! But job 199 

dissatisfaction, aggregated across many individuals, creates a workforce that is more 200 

likely to exhibit; 201 

a. Higher turnover  202 

b. Higher absenteeism  203 

c. Lower corporate citizenship     204 

d. More  grievances and lowsuites  205 

e. Strikes  206 

f. Stealing, sabotage and vandalism and  207 

g. Poorer mental and physical health (which can mean higher job stress, higher 208 

insurance costs, and more lowsuit) 209 

All of these consequences of dissatisfaction either directly or indirectly are 210 

costly to organization. 211 

They further emphasized that Quality of work life (QWL) programs create a 212 

work place that enhances employee well being and satisfaction. The general goal of 213 

QWL programs is to satisfy the full range of employee needs. QWL has eight 214 

categories; 215 

i. Adequate and fair compensation  216 

ii. A safe and healthy environment  217 
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iii. Jobs that develops human capacities  218 

iv. A chance for personal growth and security  219 

v. A social environment that fosters personal identity, freedom from prejudices, a 220 

sense of community and upward mobility  221 

vi. Constitutionalism or the rights of personal privacy, dissent, and due process  222 

vii. A work role that minimizes infringement on personal leisure and family needs  223 

viii. Socially responsible organizational actions.       224 

 225 

2.2 DETERMINANTS OF JOB SATISFACTION  226 

Job satisfaction is itself a complex concept and difficult to measure.  According to 227 

Mullins (1996), the level of job satisfaction is determined by a wide range of variable 228 

relating to individual, social, cultural, organizational and environmental factors. 229 

a. Individual factors:  These include; personality, education, intelligence and 230 

abilities, age, marital status, orientation to work. 231 

b. Social factors: These include; relationship with coworkers, group working 232 

and norms, opportunities for interaction, informal organization.  233 

c. Cultural factors: Include; underlying attitudes, beliefs and value. 234 

d. Organization factors: Include; nature and size, formal structure, personal 235 

policies and procedures, employee relations, nature of the work, technology 236 

and work organization, supervision and style of leadership, management 237 

systems, working conditions.  238 

e. Environmental factors: These includes, economic, social, technical and 239 

government influences  240 

To Robbins (1998), a numbers of work related variables determine job satisfaction.  241 

They are, mentally challenging work, equitable rewards, supportive working 242 

conditions, supportive colleagues, the personality job – fit and individual’s genetic 243 

disposition. Luthans (2008), Schermerhorn/ Hunt / Osborn (2008) and Griffins (1997) 244 

hold the same views and summarized as follows: 245 

1. Mentally challenging work - Employees tend to prefer jobs that give them 246 

opportunities to use their skills and abilities and offer a variety of tasks, 247 

freedom, and feedback on how well they are doing.  These characteristics 248 
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make work mentally challenging.  Jobs that have too little challenge create 249 

boredom, but too much challenge creates frustration and feelings of failure.  250 

Under conditions of moderate challenge, most employees will experience 251 

pleasure and satisfaction.   252 

2. Equitable Rewards - Employees want pay systems and promotion policies 253 

that they perceive as being just, unambiguous, and in line with their 254 

expectations. When pay is seen as fair based on job demands, individual skills 255 

level, and community pay standards satisfaction is likely to result.  Of course, 256 

not everyone seeks money. Many people willingly accept less money to work 257 

in a preferred location or in a less demanding job or to have greater discretion 258 

in the work they do and the hours they work.  But the key in linking to 259 

satisfaction is not the absolute amount one is paid; rather, it is the perception 260 

of fairness.  Similarly, employees seek fair promotion policies and practices. 261 

Promotion provides opportunities for personal growth, more responsibilities 262 

and increase social status.  Individuals who perceived that promotion decision 263 

are made in a fair and just manner, therefore, are likely to experience 264 

satisfaction from the jobs. 265 

3. Supportive working conditions – Employees are concerned with their work 266 

environment for both personal comfort and facilitating doing a good job. 267 

Studies revealed that employees prefer physical surrounding that are not 268 

dangerous or uncomfortable.  Temperature, light, noise, and other 269 

environmental factors should not be at either extreme for example having too 270 

much heat or too little light.  Additionally, most employees prefer working 271 

relatively close to home in clean and relatively modern facilities, and with 272 

adequate tools and equipment.          273 

4. Supportive colleagues – Friendly, cooperatively coworkers or team members 274 

are a modest source of job satisfaction to individual employees.  The work 275 

group, especially a tight team, serves as a source of support, comfort, advice 276 

and assistance to the individual members.  A ‘good’ work group or effective 277 

team makes the job more enjoyable.  However, this factor is not essential to 278 

job satisfaction. On the other hand, of the reverse condition exist – the people 279 
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are difficult to get along with – this factor may have a negative effect on job 280 

satisfaction. 281 

5. Promotion – Promotional opportunities seem to have a varying effect on job 282 

satisfaction. This is because promotion takes a number of different forms and 283 

has a variety of accompanying rewards.  For example, individuals who are 284 

promoted on the basis of seniority often experience job satisfaction but not as 285 

much as those who are promoted on the basis of performance. 286 

Additionally, a promotion with a 10 percent salary raise is typically not as 287 

satisfying as one with 20 percent salary raise.  These differences help explain 288 

why executive promotions may be more satisfying than promotion that occurs 289 

at the lower level of organizations.  Therefore, a positive work environment 290 

and opportunities to gain intellectually and broaden skills base has for many 291 

become more important than promotion opportunities.    292 

6. Personality Job – fit -  John Holland personality job fit theory, a career 293 

development scholar, was an early proponent of the notion that career success 294 

depends on the degree of fit between the person and his or her work 295 

environment. Especially, Holland’s theory of occupational choice states that, 296 

the degree of congruence between an individuals personality traits and the 297 

work environment has a significant effect on the persons performance, 298 

satisfaction and length of time in that career (i.e a fit between personality type 299 

and occupational environment determines satisfaction and turnover).            300 

One of the Hollands conclusions was that high agreement between an 301 

employees personality and occupation results in a more satisfied individual.  302 

His logic was essentially this:- people with personality types congruent with 303 

their chosen vocations should find that they have the right talents and abilities 304 

to meet the demands of their jobs.  Thus, they are more likely to be successful 305 

on those jobs and, because of their success, have a greater probability of 306 

achieving high satisfaction from their works. 307 

7. Individual genetic disposition - As much as 30% of an individual’s 308 

satisfaction can be explained by heredity.  Analysis of satisfaction data for a 309 

selected sample of individuals over a 50 year period found that individual 310 
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results were consistently stable over time, even when these people changed the 311 

employer from whom they worked and their occupation (Robbins, 1998). 312 

 313 

This and other research suggests that a significant portion of same people’s 314 

satisfaction is genetically determined. That is, an individual’s disposition toward life – 315 

positive or negative – is established by his or her genetic make up, holds overtime and 316 

carries over into his or her disposition towards work. 317 

Given the above evidence, it may well be that, at least for some employees, 318 

these isn’t much managers can do to influence satisfaction. Manipulating job 319 

characteristics, working conditions, rewards, and the job fit may have little effect. 320 

This suggest that, managers should focus attention on employee selection: if you want 321 

satisfied workers, make sure you screen out the negative, mal – adjusted, 322 

troublemaking, fault – finders who derive little satisfaction in anything about their 323 

jobs. 324 

Luthans (2002) observed that, a list of pertinent guidelines may help enhance 325 

job satisfaction. These include; 326 

a. Make jobs more fun – World class companies such as KLM Airlines, 327 

Lufthansa Airlines, South West Airlines etc have a fun culture for their 328 

employee.  Having a fun culture may not make jobs themselves more 329 

satisfying but it does break up boredom and lessen the chances of 330 

dissatisfaction. 331 

b. Have fair pay, benefits, and promotion opportunities – These are obvious 332 

ways that organizations typically try to keep their employees satisfied.  An 333 

important way to make benefits more effective would be to provide a flexible, 334 

so called cafeteria approach.  This allows employees to chose their own 335 

distribution of benefits within the budgeted amount available. This way there 336 

would be no discrepancies between what they want, because it’s their choice. 337 

c. Match people with jobs that fit their interest and levels – Getting the right 338 

fit is one of the most important, but overlooked, ways to have satisfied 339 

employees.  This of course, assumes that the organization knows what those 340 

interest and skills are.  Organization that desires to have high performance put 341 
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considerable efforts into finding out interests and skills of potential new hires, 342 

as well as existing employees, in order to make the match or fit with the right 343 

job. 344 

d. Design jobs to make them exciting and satisfying – Instead of finding 345 

people to fit the job, the approach suggests designing jobs to fit the people.  346 

Most people do not find boring, repetitive works very satisfying.  347 

Unfortunately, too many jobs today are boring and should be changed or 348 

eliminated as much as possible. Designing jobs helps motivate and satisfy 349 

today’s employees by providing more responsibility and building in more 350 

variety, significance, identity, autonomy and feedback.       351 

 352 

2.3 THEORETICAL FRAMEWORK 353 

THE HERZBERG’S TWO – FACTOR THEORY:- 354 

Herzberg and his research associates developed the two – factor theory of 355 

motivation.  The two – factor theory of motivation posits that motivation is not uni – 356 

dimensional describable as a hierarchy of needs but comprises two separate 357 

independent factors:-  358 

i. Motivational factors, which can lead to job satisfaction and  359 

ii. Maintenance factors, which must be sufficiently present in order for 360 

motivational factors to come into play and when not sufficiently present can 361 

block motivation and may lead to job dissatisfaction. 362 

 363 

The theory is sometimes called the dual factor theory or the hygiene – 364 

motivation or simply as Herzberg’s theory.  The two factors theory grew out of a 365 

research conducted by Herzberg (1959) and his associates on a group of 200 366 

Accountants and Engineers (who worked in different companies in the city of 367 

Pittsburg in the United States of America) in which they sought to examine the 368 

relationship between job satisfaction and productivity. Using critical incidents 369 

procedure, the researcher asked their respondents to recall a time when each felt 370 

exceptionally good about their jobs and the times when each felt exceptionally bad 371 

and then to describe the events associated with these feelings. Analysis of research 372 
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data led to the emergence of two (2) kinds of factors – satisfiers and dissatisfier.  373 

Hence, the factors involved in producing job satisfaction (and motivation) are distinct 374 

from the factors that lead to job dissatisfaction (Herzberg, 1966). 375 

 376 

MOTIVATIONAL FACTORS:- 377 

The factors that are related to satisfaction with a job are called motivators or 378 

satisfiers.  This is because these factors are related to the nature of the work – the 379 

content of the job.  They are sometimes called Intrinsic factors.  These factors 380 

encourage the growth and the development needs of people at the work place. 381 

Six (6) factors were indentified as motivational factors; 382 

a. Achievement  383 

b. Recognition of achievement  384 

c. The work itself  385 

d. Responsibility  386 

e. Advancement (promotion) 387 

f. Personal growth            388 

 389 

Motivators are related to job satisfaction but not to dissatisfaction when these 390 

motivational factors are present in a work situation, they lead to strong motivation, 391 

satisfaction, and good job performance but do not cause dissatisfaction when they are 392 

absent.  At work, the absence of motivators can only result to no satisfaction.  393 

 394 

MAINTENANCE FACTORS: 395 

Maintenance factors are related to dissatisfaction called dissatisfies or 396 

maintenance factors or events, they are all related to the context (environment) of the 397 

job.  As such they are referred to as the extrinsic factors of motivation. 398 

 399 

Herzberg (1966) identified 10 of these, termed hygiene factors:- 400 

a. Company policy and administration  401 

b. Supervision  402 

c. Interpersonal relations with supervisors  403 
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d. Interpersonal relations with subordinates  404 

e. Interpersonal relations with peers  405 

f. Working conditions  406 

g. Salary  407 

h. Personal life  408 

i. Status  409 

j. Job security  410 

 411 

According to Herzberg, if these factors are present in the work situation, 412 

employees will not necessarily be either satisfied or motivated nor will they be 413 

dissatisfied.  But if they are not present, the employee will be dissatisfied. 414 

From this, he concluded that the opposite of dissatisfaction was not job 415 

satisfaction.  It was simply no job dissatisfaction and the opposite of satisfaction is no 416 

satisfaction.  In effect, the hygiene factors are related to job dissatisfaction but not to 417 

satisfaction.  418 

Herzberg suggest three (3) main ideas for these who would practice the theory: 419 

a. Enrich the job - This involves redesigning the work that people do in ways 420 

that will top the motivation potential of each individual.  One should make the 421 

job more interesting, challenging and rewarding. 422 

b. Increase autonomy of the job  423 

c. Expand personnel administration beyond its traditional emphasis on 424 

maintenance factors:- Its focus should be on increasing the motivational 425 

factors present in the work.          426 

 427 

2.4 RESEARCH METHODOLOGY:  428 

For this study, the researcher adopted a cross – sectional design of the Quasi-429 

experimental design which is a type of survey research design.  This design is most 430 

suitable since there are no real experiments carried out with human beings who are the 431 

study subjects in this case. The design suitability is seen in the fact that it involves 432 

taking a sample of elements from a population of interest which is measured at a 433 

single point in time (Baridam, 2001; 57). 434 
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The population for this study comprises of four (4) quoted companies in the 435 

Nigerian Stock Exchange Market from Dangote Group of Companies with staff 436 

population as follows: 437 

Dangote Cement Plc 2854, Dangote Sugar Refinery Plc 652, Dangote Flour 438 

Mills Plc 1028 and Dangote Salt Plc 526 as at December 2014. This altogether makes 439 

a total population size of 5060. 440 

The selection of the companies bordered on factors such as size, age, scope of 441 

operations to enable us see how the determinants of job satisfaction such as equitable 442 

rewards, mentally challenging works, supportive working conditions, supportive 443 

colleagues, promotion, personality  – job – fit and individual genetic dispositions 444 

amongst others have impacted on performance attainment in the organizations. 445 

The choice of the companies was both judgemental and convenient since the 446 

companies are from different line of operations and have been in existence for the 447 

duration of more than 5 years. Primary sources of data collection especially 448 

questionnaire will be administered to obtain viable information on the subject matter 449 

using 5 – point likert – scale of Strongly Agree (SA), Agree (A), Neutral (N), 450 

Disagree (D) and Strongly disagree (SD).  451 

To scientifically generate a sample size, the Yamane’s (1964) formula was 452 

applied.  According to Baridam, this formula can be used for a homogenous 453 

population like the one in this research. The formula is stated below: 454 

n =       N  455 

1 + N(e)
2
 456 

 Where: 457 

   n = sample size  458 

   e = level of significance  459 

   N = population size  460 

   I = constant value    461 

 462 

A total population size of 5060 was used to calculate the sample size of the 463 

four (4) organizations in the study of 0.05 level of significance as shown below; 464 

  n =  5060    465 

     1 + 5060 (0.05)
2
 466 
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  n =  5060    467 

     1 + 5060 (0.0025) 468 

  n =  5060    469 

           1 + 12.56 470 

  n =  5060    471 

               13.56 472 

   n = 370.695 473 

   n = 371 474 

From the total sample size, the individual company’s sample size was 475 

calculated.  The formula applied was Bowley’s population allocation formula (1964) 476 

in Nzelibe (1999:201) as shown below:  477 

 n h =        n Nh  478 

            N 479 

 Where: 480 

nh  = the number of units allocated to each company  481 

n = the total sample size  482 

Nh = the number of employees in each company  483 

N = the population size 484 

 485 

 486 

Following the Bowley’s allocation formula, the individual company sample size is 487 

derived as follows:- 488 

S/No Name of Company Company 

Population 

Total 

sample size 

1. Dangote cement company Plc  2854 209 

2. Dangote flour mills company Plc 1028 75 

3. Dangote Sugar Refinery Company Plc 652 48 

4. Dangote Salt Plc 

(National Salt Company Of Nigeria Plc) 

 

526 

 

39 

 Total  5060 371 

Source: Company’s Records and Field Survey, (2014) 489 

 490 

 491 

For Dangote Cement Company Plc, nhi = 371 x 2854 = 209.25 492 
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        5060  = 209 493 

For Dangote Flour Mills Company Plc, nh2 = 371 x 1028 = 75.37 494 

        5060   = 75 495 

For Dangote Sugar Refinery Company Plc, nh3 = 371 x 652 = 47.8 496 

        5060   = 48 497 

For Dangote Salt Plc  498 

(National Salt Company of Nigeria Plc) nh4 = 371 x526  = 38.56 499 

       5060   = 39 500 

To check for the validity of the research instruments in the research, content 501 

validity is applied and it consists of face and sampling validity.  502 

Face validity is concerned with the researchers subjective evaluation as to the 503 

validity of a measuring instrument (Baridam 2001:80).  Baridam further states that 504 

expert opinion on the subject matter can be sought to confirm the extent to which the 505 

questionnaire has face validity.  Five (5) experts each from the four (4) organization 506 

making a total of twenty (20) were consulted on this subject of job satisfaction and all 507 

confirmed the questionnaires used for the study are adequate for face validity.  They 508 

also confirmed that the given population for the situation is adequately sampled. 509 

For reliability of the measuring instruments it refers to the consistency or 510 

precision of the measure.  Gay (1996:144) states that reliability means dependability 511 

or trustworthiness and that any reliable measure yields the same results any time it is 512 

re-administered.  513 

 514 

Cronbach Alpha was used in determining the reliability of the instruments as shown 515 

below: 516 

Reliability Statistics  517 

Cronbach Alpha No. of Items 

0.81 20 

Source: Field Survey, 2015      518 

 519 

Our Cronbach Alpha value of 0.81 means that our instruments are very 520 

reliable.  521 
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ANOVA (Analysis of Variance) test is used for testing the two formulated 522 

hypotheses.  523 

 524 

2.5 DATA PRESENTATION AND ANALYSIS  525 

This section deals with the descriptive statistics that is the presentation of 526 

tables and figures and test of hypothesis. 527 

A total of 371 questionnaires were distributed to top, middle and lower level 528 

managers of the four (4) surveyed Dangote firms.  Specifically 209 questionnaires 529 

were distributed to employees of Dangote cement company Plc, 75 questionnaires to 530 

employees of Dangote Flour Mills Company Plc, 48 questionnaires to Dangote Sugar 531 

Refinery Company Plc and 39 questionnaires to Dangote Salt Plc.  All the 532 

questionnaire were filled and returned indicating a high response rate of 100% on the 533 

subject matter of Determinant Job Satisfaction as an imperative for performance 534 

enhancement in a goal oriented firm were evaluated.        535 

 536 

Table 1.0: Employees satisfaction with reward packages, working conditions, 537 

personnel policies and procedures, nature of work and style of leadership 538 

amongst others in their organization. 539 

Category of 

organization 

Dangote Cement 

Plc 

Dangote Flour Plc Dangote Sugar 

Refining Company 

Plc 

Dangote Salt Plc 

Response 

option 

No of 

responses 

Rate No of 

responses 

Rate No of 

responses 

Rate No of 

responses 

rate 

Strongly 

Agree (SA) 

93 44.49% 31 41.33% 22 45.83% 17 43.59% 

Agree (A) 90 43.06% 27 36% 21 43.75% 16 41.03% 

Undecided 

(D) 

- - 3 4% - - 3 7.69% 

Disagreed 

(D) 

13 6.22% 9 12% 5 10.42% 3 7.69% 

Strongly 

Disagree 

13 6.22% 5 6.67% - - - - 
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(SD) 

Total  209 100% 75 100% 48 100% 39 100% 

Source: Field Survey, 2015 540 

 541 

In the question that sought to find out whether employees are satisfied with 542 

reward packages, working conditions, personnel policies and procedures, nature of 543 

work and style of leadership in their organization amongst others, it is seen from table 544 

1.0 that the Dangote Sugar Refinery companies Plc have a lead with 45.83% 545 

representing 22 employees who strongly agreed.  They are followed by Dangote 546 

Cement Companies Plc with 44.49% representing 93 employees who strongly agree. 547 

Next is Dangote Salt Plc with 43.59% representing 17 employees for strongly agree 548 

and lastly, the Dangote flour Plc with 41.33% representing 31 employees strongly 549 

agree. 550 

In the ‘Agree’ option Dangote Sugar Refinery Company Plc lead with 43.75% 551 

for 21 employees for agree.   They are followed by Dangote Cement Company Plc 552 

with 43.06% standing for 90 employees. Dangote Salt Plc have 41.03% representing 553 

16 employees. Lastly, Dangote flour Plc with 36% representing 27 employees agree. 554 

For the undecided option, Dangote Sugar Plc leads with 7.69% represent 3 555 

employees and Dangote Flour with 4% representing 3 employee too. There is no 556 

respondent for Dangote Cement Plc and Dangote Sugar Refinery Company Plc for the 557 

undecided option. 558 

For the ‘Disagree’ option, shows the Dangote flour Plc leading with 12% 559 

standing for 9 employees.  They are followed by Dangote Sugar Plc with 10.42% (5 560 

employees), followed by Dangote Salt Plc 7.69% (3 employee) and lastly Dangote 561 

Cement Plc with 6.22% (13 employees). 562 

The last option of ‘strongly disagree’ shows the Dangote flour leading with 563 

6.67% representing 5 employees. They are followed by Dangote Cement Plc with 564 

6.22% with 13 employees.  565 

 566 

 567 

 568 

 569 
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Table 2.0. Option of been proud to be part of the organization:-         570 

Category of 

organization 

Dangote Cement 

Plc 

Dangote Flour 

Plc 

Dangote Sugar 

Refining Company 

Plc 

Dangote Salt Plc 

Response 

option 

No of 

responses 

Rate No of 

responses 

Rate No of 

responses 

Rate No of 

responses 

rate 

Strongly 

Agree (SA) 

80 38.3% 24 32% 20 41.66% 13 33.33% 

Agree (A) 85 40.7% 30 40% 22 45.83% 18 46.15% 

Undecided 

(D) 

30 14.4% 12 16% 6 12.50% 8 20.51% 

Disagreed 

(D) 

13 6.22% 9 12% - - - - 

Strongly 

Disagree 

(SD) 

- - - - - - - - 

Total  209 100% 75 100% 48 100% 39 100% 

Source: Field Survey, 2015 571 

On the issue of been proud to be part of the organization, table 2.0 reveals that 572 

Dangote Sugar refining company Plc leads with 41.66% representing 20 employees. 573 

Dangote Cement Plc followed with 38.3% standing for 80 employees for strongly 574 

agree option. The Dangote Salt with 33.33% representing 13 employees for strongly 575 

agree and lastly Dangote flour Plc with 32% representing 24 employees for strongly 576 

agree. 577 

On the ‘agree’ response option, Dangote salt Plc leads with 46.15% standing 578 

for 18 employees. They are followed by Dangote Sugar refinery company Plc with 579 

45.83% representing 22 employees. Dangote Cement Plc followed with 40.7% 580 

representing 85 employees. The least percentage of 40% standing for 30 employees 581 

seen in Dangote flour Plc. 582 

The greatest percentage of 20.51% standing for 8 employees by the Dangote 583 

Salt Plc, are undecided about whether they are proud to be part of the organization or 584 

not. The Dangote flour Plc had 16% standing for 12 employee in that category.  They 585 

are followed by Dangote Cement Plc with 14.4% standing for 30 employees.  The 586 
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least percentage of 12.50% representing 6 employees is recorded by Dangote Sugar 587 

refinery company Plc. 588 

For the ‘disagree option’ Dangote flour leads with 12% standing for 9 589 

employees  while the Dangote Cement Plc follow with 6.22% standing for 13 590 

employees. However Dangote Sugar Refinery Company Plc and Dangote Salt Plc did 591 

not present any candidate for the category. 592 

 593 

Table 3.0 Employee turnover in your organization as a result of occurrence of 594 

job dissatisfaction symptoms (e.g poor management systems, poor working 595 

conditions etc) 596 

Category of 

organization 

Dangote Cement 

Plc 

Dangote Flour Plc Dangote Sugar 

Refining Company 

Plc 

Dangote Salt Plc 

Response 

option 

No of 

responses 

Rate No of 

responses 

Rate No of 

responses 

Rate No of 

responses 

Rate 

Strongly 

Agree (SA) 

101 48.33% 33 44% 25 52.08% 16 41.02% 

Agree (A) 86 41.15% 25 33.33% 20 41.67% 14 35.89% 

Undecided 

(D) 

- - - - 3 6.25% - - 

Disagreed 

(D) 

10 4.79% 15 20% - - 5 12.82% 

Strongly 

Disagree 

(SD) 

12 5.74% 5 6.67% - - 4 10.26% 

Total  209 100% 75 100% 48 100% 39 100% 

Source: Field Survey, 2015 597 

With regards to employee turnover in your organization as a result of 598 

occurrence of job dissatisfaction symptoms, table 3.0 reveals that 52.08% 599 

representing 25 employees strongly agree for Dangote Sugar refinery company Plc. 600 

They are followed by Dangote Cement Plc with 48.33% standing for 101 employees. 601 

Dangote flour plc followed with 44% representing 33 employees.  Only 41.02% 602 

representing 16 respondents featured by Dangote Salt Plc.        603 
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In the ‘Agree’ response option, 41.15% of the respondents from the Dangote 604 

Cement Plc standing for 86 employees said employee turnover in the organization is 605 

as a result of occurrence of job dissatisfaction symptoms such as poor management 606 

systems, poor working conditions, nature of policies and procedures, nature of work 607 

itself, style of leadership and supervision, employee relation amongst others.  41.67% 608 

representing 20 respondents from Dangote Sugar refinery company Plc also agree to 609 

this fact. For Dangote salt 35.87% standing for 14 employees also agreed while 610 

33.33% representing 25 respondents from Dangote firms Plc also agreed on the 611 

notion. 612 

For the undecided option’, only from Dangote Sugar Refinery company Plc 613 

that 6.25% representing 3 employee were Neutral on this matter there was no 614 

respondents for other companies. 615 

In the “disagree’ response category, there were 15 respondents representing 616 

20% from Dangote Flour on this matter. This was followed by 12.82% standing for 5 617 

respondents from Dangote Salt Plc.  The Dangote Cement Plc have 4.79% standing 618 

for 10 employees in this category.      619 

In the “strongly disagree option’ shows Dangote Salt Plc leading with 10.52% 620 

standing for 4 employees. They are followed by Dangote Flour Plc, and then the 621 

Dangote Cement Plc with 6.67% (5 employees) and 5.74% (12 employees) 622 

respectively.  No respondent opted in Dangote Sugar Refinery Company Plc. 623 

  624 

4.1 TESTING OF RESEARCH HYPOTHESIS  625 

Two hypotheses are formulated in this research survey on determinants of job 626 

satisfaction as an imperative for performance, enhancement in goal oriented firms. 627 

The test is shown below: 628 

 629 

 Research hypothesis on Job Satisfaction Determinants:- 630 

Ho1: Job satisfaction determinants (i.e reward packages, good working conditions, 631 

personnel policies and procedures, nature of work and style of leadership 632 

amongst others) have no significant impact on the productivity attainment in 633 

Dangote group of companies Plc quoted on the Nigerian Stock Exchange 634 

Market.  635 

 636 

 637 

 638 
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ANOVA 639 

Job Satisfaction Determinants and Productivity on Dangote Cement  640 

 Sum of squares df Mean Square F Sig. 

Between Groups   122.333 4 30.583 6.572 .001 

Within Groups 116.333 25 4.653   

Total 238.667 29    

 641 

Job Satisfaction Determinants and Productivity on Dangote Flour  642 

 Sum of squares df Mean Square F Sig. 

Between Groups   189.467 4 47.367 9.601 .002 

Within Groups 123.333 25 4.933   

Total 312.800 29    

 643 

Job Satisfaction Determinants and Productivity on Dangote Sugar  644 

 Sum of squares df Mean Square F Sig. 

Between Groups   83.333 4 20.833 3.202 .030 

Within Groups 162.667 25 6.507   

Total 246.000 29    

Job Satisfaction Determinants and Productivity on Dangote Salt 645 

 Sum of squares df Mean Square F Sig. 

Between Groups   140.867 4 35.217 10.419 .001 

Within Groups 84.500 25 3.380   

Total 225.367 29    

  646 

 All the significant values in our statistical test are less than 0.5.  We reject the 647 

null hypothesis and conclude that there is statistically significant impact between the 648 

job satisfaction determinants such as reward packages, good working conditions, 649 

personal policies and procedures, nature of work and style of leadership on the 650 

productivity of the various Dangote companies quoted on the Nigerian Stock 651 

Exchange Market. 652 

 653 

 654 

 655 
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Research Hypothesis Two on Job Dissatisfaction:-  656 

Ho2:  There is no significant effect of job dissatisfaction symptoms such as low reward 657 

packages, poor working conditions, poor management strategies, poor 658 

policies and procedures, poor leadership amongst others on the employee 659 

turnover in Dangote group of companies Plc quoted on the Nigerian Stock 660 

Exchange Market.  661 

 662 

ANOVA 663 

Job Dissatisfaction symptoms and Employee Turnover on Dangote Cement  664 

 Sum of squares df Mean Square F Sig. 

Between Groups   91.133 4 22.783 3.480 .022 

Within Groups 163.667 25 6.547   

Total 254.800 29    

Job Dissatisfaction symptoms and Employee Turnover on Dangote Sugar  665 

 Sum of squares df Mean Square F Sig. 

Between Groups   83.467 4 20.867 3.230 .029 

Within Groups 161.500 25 6.460   

Total 244.967 29    

 666 

Job Dissatisfaction symptoms and Employee Turnover on Dangote Flour  667 

 Sum of squares df Mean Square F Sig. 

Between Groups   209.867 4 52.467 6.106 .001 

Within Groups 214.833 25 8.593   

Total 424.700 29    

 668 

Job Dissatisfaction symptoms and Employee Turnover on Dangote Salt 669 

 Sum of squares df Mean Square F Sig. 

Between Groups   228.533 4 57.133 11.087 .002 

Within Groups 128.833 25 5.153   

Total 357.367 29    

  670 

 All the significant values in our statistical test are less than 0.5.  We reject the 671 

null hypothesis and conclude that there is statistically significant effect between the 672 

job dissatisfaction symptoms such as low reward packages, poor working conditions, 673 
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poor management, poor policies and procedures, poor leadership on employee 674 

turnover of the various Dangote companies quoted on the Nigerian Stock Exchange 675 

Market. 676 

 677 

4.2 DISCUSSION OF FINDINGS     678 

The research findings from the test of formulated hypotheses revealed as 679 

stated below; 680 

Firstly, in the test of hypothesis one (1) it is found in Dangote Cement Plc, 681 

Dangote Flour, Dangote Sugar and Dangote Salt Plc quoted on the Nigerian stock 682 

Exchange Market that there is statistically significant impact between job satisfaction 683 

determinants such as good reward packages, good working conditions, personnel 684 

policies and procedures, nature of work and style of leadership on the attainment of 685 

productivity. 686 

This assertion agrees with the view of Robbins (1998) who assert that job 687 

satisfaction have to do with an individual general attitude towards his or her job. A 688 

person with a high level of job satisfaction holds a positive attitude toward the job, 689 

while a person who is dissatisfied with his or her job holds a negative attitude about 690 

the job. This is clearly manifesting that the level of job involvement (i.e the degree to 691 

which a person identifies with his or her job, actively participates in it, and considers 692 

his or her performance importance to self worth) and the level of organizational 693 

commitment (ie the degree to which an employee identified with a particular 694 

organization and its goals and wishes to maintain membership of the organization) is 695 

encouraging. This is so when the reward packages, working conditions, personnel 696 

policies and procedure, nature of work and style of leadership are outstanding. 697 

Workers are comfortable with the existing prevailing conditions of service. 698 

The importance of job satisfaction is obvious. Managers should be concerned 699 

with level of job satisfaction in their organizations for at least four reasons; 700 

a. There is clear evidence that dissatisfied employees skip work more often and 701 

are more likely to resign. 702 

b. Dissatisfied workers are more likely to engage in destructive behavior. 703 

c. It has been demonstrated that satisfied employees have better health and live 704 

longer. 705 

d. Satisfaction on the job carries over to the employee’s life outside the job.  706 
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The implication for the above position is that, executive management should 707 

consider employee welfare and improve on it consistently in areas of staff 708 

remunerations, training and development, good policies and work procedures, have 709 

good working conditions and devise good leadership style and management strategies 710 

for productive goal attainment at all the times. This will facilitate profit attainment, 711 

company’s growth, expansion, diversification and increase in Market share. Above all 712 

Jones and George (2006) emphasized that with that in place, organizational 713 

citizenship behavior (i.e behaviors that are not required of organizational members but 714 

that contribute to and are necessary for organizational efficiency, effectiveness, and 715 

gaining a competitive advantage will be obtained from the employees.         716 

Secondly, the test of hypothesis two (2) shows that job dissatisfaction 717 

symptoms such as poor management systems, poor working conditions, poor policies 718 

and procedures that are defective, bad leadership styles will results to high turnover of 719 

employee and absenteeism.  This is to say that, dissatisfied employee/managers may 720 

always be on the look out for new opportunities. 721 

Turnover can hurt an organization because it results in the loss of the 722 

experience and knowledge that managers have gained about the company, industry 723 

and business environment (Jones and George, 2006).  They also maintained that, a 724 

growing service of dissatisfaction for many lower – and middle level managers, as 725 

well as for non – managerial employees, is the threat of unemployment and increased 726 

workloads from organizational downsizing. 727 

Robbins (1998), Mcshane and Glinow (2000), Coulter (2011) in their different 728 

research findings revealed that, dissatisfaction is frequently associated with a high 729 

level of complaint and work grievance. Highly dissatisfied employees are more likely 730 

to resort to Sabotage and passive aggression.  They do engage in all sort and forms of 731 

work misbehaviors. For employees with limited alternative options, who would quit if 732 

they could, these forms of destructive actions act as extreme application of neglect.  733 

Several other studies have also shown that, employees who are dissatisfied with their 734 

jobs are prone to health setbacks ranging from headaches to heart diseases.         735 

Some research also indicates that job satisfaction is a better predictor of length 736 

of life than is physical condition or tobacco use. These studies suggest that 737 

dissatisfaction is not solely a psychological phenomenon. The stress that results from 738 

dissatisfaction apparently increases one’s susceptibility to heart attacks and the like. 739 

For managers, this means that even if satisfaction didn’t lead to less voluntary 740 
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turnover and absence, the goal of a satisfied work force might be justifiable, because, 741 

it would reduce medical costs and the premature loss of valued employees by way of 742 

heart diseases or strokes. 743 

The implication of the above is that, organizations that do not guarantee 744 

constant supply of good incentives to employees, good policies and work methods, 745 

good leadership styles, good management system should have good health care 746 

facilities to take care of their employee’s illness that may emanate from job 747 

dissatisfaction. They also need to acquire good management team that can guarantee 748 

and proffer solution to all symptoms of employee dissatisfaction.          749 

 750 

4.3 CONCLUSION AND RECOMMENDATION  751 

Organizations are created to achieve goals and objective for which they were 752 

set to accomplish. Employing managers (with requisite/necessary skills, experience 753 

and knowledge will facilitate goal attainment through the application of desired 754 

management systems, leadership styles, good working conditions, good policies and 755 

work methodologies, good incentives / reward packages, that will guarantee employee 756 

satisfaction, positive attitude to work resulting to productivity of organizations.  757 

Failure of these will lead to employee dissatisfaction symptoms which are negative 758 

attitude to work, poor management systems, poor working conditions, poor policies 759 

and procedures and bad leadership styles amongst others which will lead to employee 760 

turnover and absenteeism.  The study therefore recommends as follows: 761 

i. Organization executive management should ensure the provision of good 762 

condition of service, good working atmosphere, good policies and work 763 

methodologies, good rewards and incentive packages, good management 764 

system and leadership style that will guarantee satisfaction in the employee 765 

workforce in order to attain high productivity in these organization.     766 

 767 

ii. Employee care department that will be shouldered with the responsibility to 768 

ensure the compliance with job satisfaction determinants such as pleasant 769 

working conditions, good policies and methodologies, good rewards and 770 

incentives, good management systems and leadership styles amongst others by 771 

the executive management be constituted.  They will examine and periodically 772 

remind the management of the noble responsibilities of meeting up with the 773 
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benchmarks of these job satisfaction determinants to employees to facilitate 774 

productivity attainment of organization.     775 

 776 

iii. Training and retraining of employee to enable them acquire more knowledge 777 

and skills will guarantee satisfaction of managers. 778 

 779 

iv. Periodically appraising staff needs and expectations to know their areas of 780 

dissatisfaction by managers of these firms is pertinent. 781 

 782 

v. Setting work performance standards, policies, procedures, that are not 783 

extremely stringent and over demanding are good measures of addressing job 784 

dissatisfaction problems by these organizations. 785 

 786 

vi. Organization management should create a standard conducive work 787 

environment that will guarantee maximum comfort of employees for 788 

maximum performance attainment.   789 

 790 

vii. Participative leadership style by the chief executive officers is desirable in 791 

order to welcome sound ideas, suggestions and strategies to address matters of 792 

employees dissatisfaction at all times in order to be productive. 793 

 794 

viii. Management system that will revolve around managerial functions of 795 

planning, organizing, directing and controlling employees and their 796 

expectations to address job dissatisfaction symptoms is important.  797 

 798 
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RESEARCH QUESTIONNAIRES 850 

1. You are satisfied with the reward packages, working conditions, personnel policies 851 

and procedures, nature of work and style of leadership amongst others adopted by 852 

your organization. 853 

a. Strongly Agree (SA)[     ] 854 

b. Agree (A) [     ] 855 

c. Undecided (U) [     ] 856 

d. Disagree (D) [     ] 857 

e. Strongly Disagree (SD) [     ]  858 

 859 

2. You are proud to tell others that you are part of the organization. 860 

a. Strongly Agree (SA) [     ] 861 

b. Agree (A) [     ] 862 

c. Undecided (U) [     ] 863 

d. Disagree (D) [     ] 864 

e. Strongly Disagree (SD) [     ]  865 

 866 

3. Employee turnover in your organization is as a result of poor management system, 867 

poor working conditions, nature of policies and procedures, nature of work itself 868 

amongst others which are symptoms of job dissatisfaction.     869 

a. Strongly Agree (SA) [     ] 870 

b. Agree (A) [     ] 871 

c. Undecided (U) [     ] 872 

d. Disagree (D) [     ] 873 

e. Strongly Disagree (SD) [     ]  874 

 875 
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